MEMORANDUM
HUMAN RESOURCES
County of Placer

TO:

Honorable Board of Supervisors

DATE: September 14, 2021

FROM:

Kate Sampson, Director of Human Resources

SUBJECT:

Deputy Sheriffs’ Association Compensation and Benefits Adjustments

ACTION REQUESTED
1. Conduct a public hearing to consider the impasse between the County of Placer and the
Deputy Sheriffs’ Association.
2. Adopt a resolution imposing the proposals from the County’s final position on December
8, 2020 in negotiations with the Deputy Sheriffs’ Association.
3. Introduce an ordinance, waive oral reading, amending Chapter 3 to adjust the
compensation and benefits of employees represented by the Deputy Sheriffs’ Association.
4. Introduce an uncodified ordinance, waive oral reading, adjusting the compensation and
benefits of employees represented by the Deputy Sheriffs’ Association.
5. Adopt a resolution to implement the adjusted employee retirement contribution to the
California Public Employees’ Retirement System for miscellaneous members represented
by the Deputy Sheriffs’ Association.
6. Adopt a resolution to implement the adjusted employee retirement contribution to the
California Public Employees’ Retirement System for safety members represented by the
Deputy Sheriffs’ Association.
BACKGROUND
The Placer County Deputy Sheriffs’ Association (DSA) is the exclusively recognized
organization representing approximately 250 employees including Deputy Sheriffs, District
Attorney Investigators, and Sheriff’s Sergeants. Pursuant to the Meyers-Milias-Brown Act
(MMBA), the County engaged in good faith negotiations with the DSA in 2018 to develop a
successor agreement to the most recent memorandum of understanding (MOU) between the
parties, which expired June 30, 2018. The parties were unable to reach agreement and the
negotiations concluded with an agreement to begin new negotiations in 2019.
Since embarking on a new round of negotiations in May 2019, the parties have held extensive
meetings on a variety of proposals. The County’s overall goals for the process were:
1. To avoid uncontrolled cost escalation,
2. To better align with the labor market in neighboring counties, and
3. To promote long-term fiscal sustainability.
In furtherance of these goals, the County proposed a three-year agreement with a combined
12.75% base salary increase, representing an investment of $5.6 million in base salaries alone.
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The County also sought to convert percentage-based special pays to flat dollar amounts, in
most cases at an increased rate. Additionally, the County proposed adjustments to healthcare
and retirement contributions to better align with the benefits offered by most California counties.
Discussion of the Impasse Issues and Proposals
Salaries
The County proposed the following adjustments to salaries over three years:
1. Effective February 2021, wages shall increase 4.0%.
2. Effective February 2022, wages shall increase 4.25%.
3. Effective February 2023, wages shall increase 4.5%.
The proposal represents a departure from wages determined by a formula, often referred to as
“Measure F.” On November 2, 1976, the voters of Placer County passed a local initiative
sponsored by the DSA. The Measure F initiative provided a required method for annually
determining and setting salaries for specified peace officer classifications. As will be discussed,
the Measure F initiative of 1976 was superseded by a vote of the people in 1980 when the Placer
County Charter was enacted by the voters.
Despite being superseded, Placer County voluntarily implemented annual salary adjustments for
the specified classifications according to the method set forth by Measure F since 1980. The
Measure F formula requires the County to annually: (1) determine maximum salaries for comparable
classes of positions in the three surrounding counties of El Dorado, Nevada and Sacramento; (2)
calculate the average maximum salaries for those three agencies; and then, (3) set the salary of the
Placer County comparable classifications at a level equal to that average. The Measure F formula is
now codified as Placer County §3.12.040.
Over the past 20 years, the average annual salary increase for the DSA has been approximately
3.9%. As a result, salaries for this group have escalated at a rate 56% greater than the Consumer
Price Index (CPI) for the same time period. This imbalance is reflected in the County’s per capita
operating costs for public protection, which have nearly doubled since 1977. The per capita
operating costs for all other services provided by the County have remained relatively stable in the
same timeframe, despite a reduction in revenue per capita of about 9%.
Looking forward, the County projects that salaries and benefits for the DSA will increase by at least
33% over the next five years, which is an alarming trend when compared to the 15% growth
projected for General Fund revenues during the same time period. If the escalating costs are left
unchecked, the County estimates a deficit of over $18 million in the Public Safety Fund by 2030.
The expected impact of such a deficit would be a significant cost reduction in the form of layoffs or
cuts to essential public services. For these reasons, the County seeks to negotiate guaranteed and
sustainable wage increases in order to ensure fiscal sustainability for future generations.
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The County’s wage proposal demonstrates its commitment to its public safety employees because
it exceeds CPI, neighboring jurisdictions’ wage increases, and even the historical average
increases produced by Measure F. In recognition that the DSA prefers the Measure F formula over
negotiating a mandatory subject of bargaining, the County’s offer implements wages in excess of
what the DSA would otherwise expect. The DSA’s refusal of the offer is perhaps indicative of
being misinformed regarding Measure F and the will of Placer County voters.
Measure F and the County Charter
On November 4, 1980, the Placer County electorate passed Measure K, establishing a county
charter. The provisions of the charter are the law of the State and have the force and effect of
legislative enactments. In essence, the Charter is the constitution of the County and supersedes
any law inconsistent therewith. [CA. Const. Art. XI, §3(a)]1
By approving Measure K, the voters provided the Board of Supervisors (Board) with the following
authority, in relevant part (emphasis added):
Section 301. In General. The Board shall have all the jurisdiction and authority which now
or which may hereafter be granted by the Constitution and the laws of the State of
California or by this Charter.
Section 302. Duties. The Board shall:
(a) …
(b) Provide, by ordinance, for the number of assistants, deputies, clerks and other person
to be employed from time to time in the several offices and institutions of the County, and
for their compensation.
Section 604. Continuation of Laws in Effect. All laws of the County in effect at the effective
date of this shall continue in effect according to their terms unless contrary to the
provisions of this Charter, or until repealed or modified pursuant to the authority of this
Charter or the general law.
The Charter vests authority over the compensation of employees and existing local laws in the
Board of Supervisors. Since the adoption of the Charter was subsequent to the 1976 election,
Measure F and §3.12.040 were legally superseded by the actions of the 1980 electorate. At
minimum, a salary formula that leaves no discretion to the Board in setting compensation for its
employees is inconsistent with the Board’s broad jurisdiction and authority granted by the Charter
CA. Const. Art XI, §3(a) provides, in relevant part: “County charters adopted pursuant to this section shall
supersede any existing charter and all laws inconsistent therewith. The provisions of a charter are the
law of the State and have the full force and effect of legislative enactments.”
1
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to establish compensation for county employees. Additionally, the formula violates the California
Constitution and the MMBA because it prohibits the parties from bargaining over base wages.
Beyond its legal failures, Measure F is unresponsive to the conditions specific to Placer County.
The formula relies on decisions made by elected representatives in Sacramento County, Nevada
County, and El Dorado County, which in turn uses a formula dependent on Amador County, the
City of South Lake Tahoe, and the State of California’s Highway Patrol. The DSA found Measure
F unduly restrictive in both 2002 and 2006, when it requested voter approval to repeal the formula
construct. To resolve the issue, the parties instead developed compensation workarounds in the
forms of special pays that lack transparency to both the public and job candidates. Today, in a
tightening labor market for public safety professionals, the DSA’s demand for status quo now
prevents the Board from responding nimbly to current local conditions to meet the public’s
expectations for top-tier public safety services.
While the County and the DSA have voluntarily agreed to follow the salary-setting formula in the
past, Measure F is increasingly outdated and no longer achieves market equity. Public safety
compensation was much simpler in 1976 and did not account for the myriad special pay elements
and additional benefits afforded today’s DSA members. In fact, Placer County’s deputy sheriffs
receive a total compensation package that is 18-23% higher than in the surrounding jurisdictions,
whose salaries drive the Measure F formula.
These factors led the Board to introduce changes to compensation for public safety managers on
December 15, 2020. Chief among the adjustments was an amendment to §3.12.040 to exclude
managers from the salary-setting formula. The Placer County Law Enforcement Management
Association (LEMA) was subsequently recognized by the Board in April 2021, followed in quick
succession by approval of an inaugural agreement between the County and LEMA on August 31,
2021. The MOU codifies salary increases identical to those offered to DSA.
Of note is the Board’s continued observance of the Measure F formula for DSA members in
February 2021, while the parties participated in impasse procedures. Since the formula called for
employees to receive raises less than those offered in negotiations, staff recommends the Board
consider imposition of additional wage increases for DSA members to bring the total increase for
2021 to 4%.
Special Pays
The County’s proposals convert a variety of percentage-based special pays to flat dollar amounts.
Impacted special compensation elements include:






Bilingual Pay
Training Officer Pay
Detective Division Premium Pay
Peace Officer Standards and Training Certificate Pays
Night Shift Differential
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The amounts proposed were generally derived by calculating an amount equal to the highest paid
eligible DSA employees’ percentage-based pay. In the case of the most prevalent special pays,
the flat amounts were also inflated by an additional ten percent. While the additional value
proposed by the County eroded due to automatic wage increases during impasse procedures, all
but one of the flat amounts are still equal to or greater than employees’ current special pays. The
County’s position is not intended to be concessionary, but rather to provide the ability to negotiate
increases in the future, as opposed to automatically escalating percentages with grave fiscal
impacts. Over time, the Board will have the option to consider the County’s alignment with the
labor market in order to tailor its compensation package to the circumstances of the day.
Future Benefit Costs
The County’s position includes adjustments in the areas of pension and healthcare benefits to
better align with industry standards.
Escalating pension costs are well recognized as a concern for jurisdictions throughout California.
Currently, the County is required to pay more than 46% of a safety employee’s salary to the
California Public Employees’ Retirement System (CalPERS) to fund retirement benefits. In a
survey of surrounding county and city employers, Placer County is the only agency that also pays
a portion of the employees’ share of pension costs. While the law requires safety employees
hired after 2012 to pay their fair share of retirement benefits, legacy DSA members have 4% of
their 9% share covered by the County. The County’s proposal seeks to increase employees’
responsibility for their share of these costs by 1.25% for safety members and 2% for
miscellaneous members, which results in a continued benefit in excess of surrounding counties’
offerings, including all of those represented in the Measure F formula.
Another significant benefit expense is the County’s contributions to healthcare premiums. While
the County currently pays 80% of nine different health plan options, its proposal is to limit this
80% contribution to the most popular plans with the DSA membership. The County proposes to
pay 80% of any plan with a premium less than or equal to the Anthem Blue Cross PORAC PPO,
which is widely utilized by employees in the Tahoe region. The majority of DSA members would
experience no change in costs unless electing more expensive plans. The proposed terms
update this proposal to be effective January 2022, allowing DSA employees to consider any
revised contribution amounts during the upcoming open enrollment period. This adjustment still
exceeds the healthcare offerings by other local counties, including all of those included in the
Measure F formula.
Clarifying Language
The County proposes clarifying language to several provisions, including Tahoe Branch
Assignment Pay, Longevity Pay, Dental Insurance, and Vision Care. The purpose of the Tahoe
Pay proposal is to compensate employees with a monthly incentive of $875 to offset housing
costs in the Lake Tahoe area. The County’s proposal stretches to the more affordable Reno and
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Sparks area, while the DSA proposes a 60-mile radius that nearly reaches Rocklin and Folsom.
The remaining three clarifying proposals do not represent any change to current practice.
Although not at issue, the parties were unable to incorporate their tentative agreements on the
following items into a successor MOU:













Pre-Retirement Option
Meal Reimbursement
401(k) Contribution in Lieu of Health Insurance
Organizational Leave – Release Time
Fitness for Duty Evaluation During Employment
Out-of-Class Pay
Retiree Dental Insurance
Fourteen Day Work Period
Court Overtime
Stand-By Pay
Canine Pay
Special Teams Pay

Impasse Procedures, Meet and Confer on Impacts, and Next Steps
The parties were not successful in agreeing to a new MOU and have now exhausted impasse
procedures, including non-binding mediation and advisory factfinding. In addition, the parties
have met and conferred on the separate issue of removing the superseded Measure F language
from the County Code. Upon reaching impasse and by agreement of the parties, the matter
was submitted to the same factfinding panel that was convened for the impasse procedures
arising from negotiations over a new MOU.
The factfinding process, which took several months, was highly irregular. Although appointed
as a neutral party, the panel chairperson revised her recommendations to be increasingly
averse to the County at least twice after the County declined to support her opinions and (at her
request) provided a written dissent. Although the State’s factfinding process is intended to
mediate a compromise between two parties, the final report from the panel failed to facilitate
agreement and contains incorrect and inappropriate legal opinions beyond the scope and
authority of the chairperson. The County filed a dissent to the factfinder’s recommendations
and legal analysis. Thus, the parties have concluded both the MOU negotiations and the meet
and confer process as related to the repeal or amendment of Measure F.
Accordingly, staff recommends the Board of Supervisors adopt a resolution imposing terms
consistent with the County’s last negotiating position. The additional proposed ordinances and
resolutions serve to implement those terms, including amendment of the Placer County Code.
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FISCAL IMPACT
During negotiations, the annual cost of the recommended terms for one year was estimated to be
$1.7 million. Since DSA members received wage increases in February 2021, along with
automatic increases to percentage-based special pays, the additional cost to implement the terms
is partially defrayed. The current annual value of the recommended terms to the DSA is
approximately $475,000.
The costs resulting from the proposed actions will be absorbed within the impacted departments’
adopted Fiscal Year 2021-22 budgets.
ATTACHMENTS
Attachment 1 – Resolution Imposing Terms
Attachment 2 – Ordinance Amending Chapter 3 of the Placer County Code to Adjust DSA
Compensation and Benefits
Attachment 3 – Uncodified Ordinance Adjusting DSA Compensation and Benefits
Attachment 4 – Resolution Implementing Adjusted Employee Pension Contributions for
Miscellaneous Members
Attachment 5 – Resolution Implementing Adjusted Employee Pension Contributions for Safety
Members
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Before the Board of Supervisors
County of Placer, State of California
In the matter of:
Imposed Terms to the Placer County Deputy
Sheriffs’ Association.

Resolution No.: ____________

The following Resolution was duly passed by the Board of Supervisors of the County of
Placer at a regular meeting held September 14, 2021, by the following vote:

Ayes:
Noes:
Absent:
Signed and approved by me after its passage.
_______________________________
Chair, Board of Supervisors
Attest:
_______________________
Clerk of said Board
WHEREAS, the Placer County Deputy Sheriff’s Association (DSA) represents
approximately 248 employees including Deputy Sheriffs, Sheriff’s Sergeants, District
Attorney Investigators, and Welfare Fraud Investigators; and
WHEREAS, the DSA has been without a labor agreement since July 1, 2018; and
WHEREAS, negotiations for a new contract were in progress since March 2018 and
concluded with an agreement to begin new negotiations in 2019; and
WHEREAS, after commencing a new round of negotiations in 2019 involving extensive
meetings and a variety of proposals to further the County of Placer’s goals to avoid

68

Attachment 1 – Resolution – Imposed Terms

uncontrolled cost escalation, align with the labor market in neighboring counties, and
promote long-term fiscal sustainability, the parties were unable to reach agreement; and
WHEREAS, the parties exhausted impasse procedures including voluntary mediation
with the Public Employment Relations Board’s Mediation and Conciliation Service and
submission of the issues to an advisory factfinding panel consistent with the MeyersMilias-Brown Act without satisfactory furtherance of the County’s goals; and
WHEREAS, County negotiators recommend imposing terms consistent with the
County’s last negotiating position, proposed to the DSA on December 8, 2020.
BE IT RESOLVED, that the Board of Supervisors, County of Placer, State of California,
does hereby impose on the Placer County Deputy Sheriffs’ Association the provisions
contained within the Imposed Terms to the Deputy Sheriffs’ Association attached hereto
as Exhibit A.
BE IT FURTHER RESOLVED that the County Executive Officer shall have the authority
to determine and is directed to take all necessary actions to implement the provisions
with the Imposed Terms to the Deputy Sheriffs’ Association.
Exhibit A: Imposed Terms to the Placer County Deputy Sheriffs’ Association
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EXHIBIT A
IMPOSED TERMS BY THE COUNTY OF PLACER
TO THE PLACER COUNTY DEPUTY SHERIFF’S ASSOCIATION (PCDSA)
All items become effective the first full pay period after adoption by the Board of Supervisors
unless otherwise indicated herein.
1. SALARY INCREASES
Deputy Sheriff Trainee

1.09%

Deputy Sheriff I

1.09%

Assistant Deputy Sheriff I

1.09%

Deputy Sheriff II

1.09%

Sheriff’s Sergeant

1.41%

Investigator – District Attorney

1.41%

Investigator – Welfare Fraud/Child Support

1.41%

Investigator – Welfare Fraud – Supervising

1.41%

2. PERS PRE-RETIREMENT OPTION SETTLEMENT 2 DEATH BENEFIT
The CalPERS Pre-Retirement Optional Settlement 2 Death Benefit for the local safety retirement
formula beneficiaries has been implemented, which increases the death benefit for the surviving
spouses of employees who die prior to retirement.
3. MEAL REIMBURSEMENT
The Department Head or designee must authorize all meal allowance expenditures in advance.
a. Meal Allowance for Meals Directly Related to County Business. Attending a breakfast,
luncheon, dinner, or other meal meeting or gathering where the main purpose is to conduct
business directly affecting the County, County business is actually conducted during the
meal period, and there is some specific County business benefit contemplated by County
employees at some future time.
There must be a specifically identifiable reason for conducting the County’s business during
the meal. Examples of allowable business meals include when it is impractical to meet
during normal working hours, or a meeting does not adjourn during lunch, or an employee is
required to go to lunch as a member of a group, such as a Board or Commission where
official business is conducted, or when the mean otherwise takes place in a clear business
setting.
1
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b. Meal Allowance for Overnight Travel. Employees will receive a per diem rate for meals
when traveling on County business on a temporary basis (one year or less), that results in
the employee being away from the location of the employee’s principal place of business
overnight.
c. Meal Allowance due to Emergency Situations. Department heads or their designee, with the
prior verbal approval of the County Executive, may authorize meal allowance expenditures
for employees during emergencies or extraordinary or unusual circumstances such as
natural disasters; severe inclement weather; imminent or actual failure of county facilities,
systems, or processes; a health or safety emergency or threat; or extended search and
rescue activities. Such verbal approval is effective for not more than 72 hours but may be
extended by written approval of the County Executive for an indefinite period of time.
d. Employer Provided Meals. With the prior approval of the County Executive, the Department
Head may provide, on County facilities, meals to County employees for a substantial noncompensatory reason in one of the following circumstances:
i.

Employees on shift that are required by their direct supervisor to stay on the work
site in case they are needed for emergencies or other business needs during the
meal period (example: A Sheriff’s Deputy or Sergeant working in the jail);

ii. The nature of the assignment (not merely a preference) requires a short meal period.
e. The Department Head or designee must authorize all meal allowance expenditures in
advance Meals and incidentals are reimbursed according to the Federal per diem GSA
(General Services Administration) guidelines http://www.gsa.gov for the travel destination if
the travel is overnight and approved by the Department Head. A receipt is not necessary to
receive the per diem meal allowance amount. Information sufficient for the Auditor to
determine that the allowance is being paid under one of the above provisions will be
required prior to the allowance being paid.
f.

Incidental Expenses. An employee traveling overnight may receive the combined meal and
incidental expense Federal Domestic Per Diem Rate to cover incidentals. The incident
amount is intended to pay for fees and tips given to porters, baggage carriers, hotel staff,
etc.

4. 401(K) CONTRIBUTION IN LIEU OF HEALTH INSURANCE
All PCDSA represented employees who elect to opt out of the CalPERS Health plan, because the
employee has other creditable coverage available, and elect to participate in the In Lieu of Health
(ILH) option, will receive a County contribution of a flat dollar amount of $140 per pay period to their
401(k) account upon providing proof of other creditable group health insurance coverage and
completing the Group Health Plan Coverage ACT Opt Out form. Individual or Government
Exchange programs are not “creditable” coverage.
5. ORGANIZATIONAL LEAVE – RELEASE TIME
The parties agree that the policy of the Sheriff’s Office and District Attorney’s Office is to allow the
Association’s board members paid release time to carry out Association business. Up to four
hundred (400) hours per calendar year of paid release time is granted collectively to the
Association’s board members. This release time is subject to approval of the appropriate
Department Head or their designee.
2
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A record of release time granted will be documented on the Board member’s timesheet and
maintained by the payroll unit for the appropriate department.
Association representatives engaged in collective bargaining shall be allowed additional reasonable
release time to participate in negotiations at the bargaining table. For this purpose only, the
Department Head may grant release time in excess of four hundred (400) hours in a calendar year.
6. FITNESS FOR DUTY EVALUATION DURING EMPLOYMENT
a. Fitness for Duty Evaluation
1) When, in the judgment of the appointment authority, an employee’s health, or physical or
mental condition is such that it is desirable to evaluate the employee’s capacity to
perform the duties of the position, the appointing authority shall require the employee to
undergo a fitness for duty medical or psychological evaluation. Such evaluation shall be
by a physician or psychologist selected by the county.
2) The examining physician or psychologist shall state whether, in their opinion, the
employee is able to properly perform the essential job duties/functions of the position.
Such determination shall be based upon the essential job duties/functions ad the
diagnosis or injury/illness, and whether the employee’s condition can be remedied within
a reasonable period of time.
3) If the examining physician or psychologist finds the employee unfit to perform the
essential job duties/functions of the position, the employee may, within fourteen (14)
calendar days after notification of the determination, submit a written request to the
county disability management administrator to provide additional information to the
examining physician or psychologist for review. The additional information provided
must be relevant to the nature and extend of the medical condition(s) which relates to
the employee’s inability to perform essential job duties/functions. All costs associated
with obtaining/providing additional medical information relating to this appeal are the
financial responsibility of the employee.
4) Further medical information provided by the employee will then be submitted directly to
the examining physician or psychologist who completed the initial review. The physician
or psychologist will review the additional information and determine whether or not the
employee can properly perform the essential job duties/functions of the position. The
employee shall not be entitled to a second evaluation by another physician or
psychologist.
b. Disability Review Process: Action by the Appointing Authority
1) If is it determined that the employee cannot perform the essential job duties/functions of
the classification in which they are employed, with or without reasonable
accommodation, due to a medical or psychological condition that meets the disability
criteria under federal and state statutes, the County may take the following actions, as
appropriate.
2) Engage in an interactive process with the employee and as a reasonable
accommodation may consider reassignment to an alternate classification based on the
following criteria:
3
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i.

Employee’s ability to meet the minimum qualifications of the alternative classification;

ii. Employee’s ability to perform the essential job duties/functions of the alternative
classification;
iii. Rules governing lateral transfer and voluntary demotion; and,
iv. Availability of the position at the time of acceptance, as determined by the County
Executive Office.
c. Appeal Process:
The employee may appeal an offer of, or refusal to offer, reasonable accommodation by
submitting a written request to the county disability management administrator within
fourteen (14) calendar days of the offer. The request shall be in writing and set forth the
offered accommodation, if any; the reason the offered accommodation or denial of
accommodation is unreasonable; and any accommodation the employee feels would be
reasonable.
1) The county disability management administrator will review the appeal, obtain any
additional information from the appointing authority, and submit the request to the
County Executive Officer for consideration. After consultation with County Counsel, the
county disability management administrator and the appointing authority, the County
Executive Officer shall make one of the following findings:
i.

Further consideration of alternatives needed;

ii. The appeal is upheld; or,
iii. The appeal is not justified and denied.
2) The decision of the County Executive Officer shall be final.
If the interactive process described above does not result in resolution, the County will
submit an application for disability retirement on the employee’s behalf in accordance
with the Public Employees Retirement Law if the employee is eligible.
Separation of the employee from County service for medical cause may occur if 1) the
employee is not eligible for, or denied, disability retirement under the Public Employees
Retirement Law; or 2) the employee declines an offer of reasonable accommodation; or
3) the employee fails to engage in the interactive process or reasonable accommodation
cannot otherwise be satisfactorily achieved by the employee and the County. In taking
such action to separate the employee for medical cause, the appointing authority shall
follow the process set out in Article 3.08, Part 12, Disciplinary Action, as applicable,
although the separation shall not be considered disciplinary action.
7. TAHOE BRANCH ASSIGNMENT PREMIUM PAY
Classified employees meeting the following criteria shall receive the following monthly additional
compensation:

4
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a. Tahoe Branch Assignment Premium shall be eight hundred seventy-five dollars ($875) per
month.
b. Effective upon adoption, employees hired into or transferring into a position located in the
North Lake Tahoe area and who have a primary residence or rent a dwelling within 50
driving miles of the Placer County Sheriff’s Office Burton Creek substation will qualify for the
Tahoe Branch Assignment Premium.
1) Employees will be required to request Tahoe Branch Assignment Premium pay and will
need to demonstrate and certify residency or rental of a dwelling within the specified
areas.
2) Employees will be required to notify Human Resources if they no longer reside or rent a
dwelling in an area qualifying for Tahoe Branch Assignment Premium Pay.
3) Employees already receiving Tahoe Branch Assignment Premium Pay at the time this is
adopted by the Board of Supervisors will continue to receive the premium for the
uninterrupted and continuous duration of the employee’s position in the North Lake
Tahoe area, but resumes a position in the North Lake Tahoe area after the adoption, the
residency requirement of this section will apply to the employee upon re-occupying the
same or different position in the North Lake Tahoe area.
4) “Primary residence” shall be determined in accordance with the Government Code
Section 244.
8. OUT-OF-CLASS PAY
a. In line with the principle that an employee assigned to work in a position having discernibly
higher job duties should receive higher pay, positions within the classified service may be
applicable for work-out-of-class assignment as set forth in subparagraph (b).
b. Individual employees may be certified by the Human Resources Department as being
eligible for work-out-of-class pay when so assigned by the Appointing Authority or designate
of that Appointing Authority.
c. Procedure:
1) Positions will be eligible for out-of-class pay when work conditions warrant. Other
positions shall be considered as current developments cause out-of-class assignments.
2) The Human Resources Department shall verify that employees in certain positions are
eligible to receive out-of-class pay.
3) An out-of-class assignment shall be made:
i. When the position is vacant due to absence of the incumbent when ill, on vacation, or
other valid reason.
ii. When workloads necessitate the assignment of employees to supplement a specific
position or perform new assignments.
4) An out-of-class assignment for training purposes may be excluded from out-of-class
compensation provided such training purposes can be adequately demonstrated.
5) Administration of the out-of-class procedure shall be as follows:
i.

No out-of-class compensation will be considered or paid for assignments of two (2)
workdays or less.
5
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ii. Additional compensation for working out of class shall be no less than a minimum of
five (5) percent or exceed a maximum of fifteen (15) percent.
iii. Out of class pay may be approved by the Appointing Authority for up to 14 days;
from 15 days up to and including 180 days requires approval of the Human
Resources Director. Any extension beyond 180 days shall require the concurrence
of the Civil Service Commission.
The Human Resources Department shall hear any contention that an employee is actually working
out of class. In the event of an adverse decision by the Human Resources Department, the
employee concerned and/or the employee’s representative shall have the right to appeal such
decision to the Civil Service Commission.
9. BILINGUAL PAY
Upon request of the Department Head, and approval by the Human Resources Director, designed
employees shall be paid an additional $464 per month for the use of a second language in the
normal course and scope of work. Sign language shall constitute a second language within the
meaning of bilingual pay provided that the requisite certification procedures as defined by the
Human Resources Director have been completed.
10. TRAINING OFFICER PAY
The County shall pay a differential of $389 per month to each employee in the classification of
Deputy Sheriff II who is assigned by the Sheriff to work as a Field Training Officer (FTO) or as a Jail
Training Officer (JTO) provided that not more than twelve (12) employees shall receive said pay at
any one time.
It shall be understood that the above-described salary differential shall be paid to an employee only
during the time the employee is assigned formal field training or jail training responsibilities.
Payment of said differential to an employee shall cease at such time as the Sheriff shall terminate
the field/jail training responsibilities or reassign same to another employee.
11. LONGEVITY PAY
Permanent employees meeting the following criteria shall be eligible to receive two five percent
(5%) increases in their then current hourly rate from the salary schedule, which shall be referred to
as “longevity pay.” As to either step alternative, a break in service will result in a new calculation for
a new five (5) or ten (10) year period, and no service prior to the break will be counted as part of the
new five (5) or ten (10) year period. Extra help time and time off without pay will not be included as
part of this calculation. Time off without pay for disciplinary reasons or unpaid leave of absence will
not constitute a break in service. Time off for these reasons will not count toward the completion of
the required service time.
a. Longevity Pay 1 (5%): An employee is either eligible for five percent (5%) longevity pay
upon meeting the requirements in EITHER item 1) OR 2) but cannot earn both:
1) Each permanent employee who has been at step 5 of their salary grade in the same
classification for 10,400 paid hours (five years full-time paid service) with Placer
County shall receive a one-time five percent (5%) increase in their then current base
hourly rate. This special compensation shall not be reportable to CalPERS.

6
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2) Each permanent employee who has at least 20,800 paid hours (ten years full-time
paid service) with Placer County shall receive a five percent (5%) increase in their
then current base hourly rate.
b. Longevity Pay 2 (additional 5% for a total of 10%): Each permanent employee who has at
least 41,600 paid hours (twenty years of full-time paid service) with Placer County shall
receive an additional five percent (5%) increase of their then current base hourly rate.
c. Employees who separate from County service but who reinstate at a future date will follow
the reinstatement provisions for eligibility for longevity pay; within two (2) years maintains
prior eligibility; two (2) years or more is treated as a new employee.
d. Any form of overtime hours, extra-help hours and time off without pay regardless of the
reason will not be included for purposes of eligibility for longevity.
12. DETECTIVE DIVISION PREMIUM PAY
Effective upon adoption, an employee designed by the Sheriff to work in the Investigations Division,
or by the District Attorney to work in an investigations’ division in an undercover capacity, shall
receive an additional $510 per month.
13. CAREER AND EDUCATION INCENTIVE
It is the objective of Placer County to assure high quality law enforcement services by encouraging
career law enforcement officers to continue to broaden their career development and educational
background.
Full-time permanent employees in the following classes shall be eligible for the career and
education incentive:

•
•
•
•
•
•

Deputy Sheriff I
Deputy Sheriff II
Sheriff’s Sergeant
Investigator – District Attorney
Investigator-Welfare Fraud
Investigator – Welfare Fraud Supervising
a. Effective the beginning of the pay period following adoption, incentive pay for possession of
a POST Intermediate certificate shall be as follows:
i.
ii.
iii.
iv.
v.
vi.

Deputy Sheriff I
Deputy Sheriff II
Sheriff’s Sergeant
Investigator – District Attorney
Investigator – Welfare Fraud
Investigator – Welfare Fraud – Supervising

$735 per month
$1,030 per month
$1,225 per month
$1,285 per month
$1,285 per month
$1,385 per month

b. Effective the beginning of the pay period following adoption, incentive pay for possession of
a POST Advanced certificate shall be as follows:
7

76

Attachment 1 – Exhibit A - Resolution – Imposed Terms
i.
ii.
iii.
iv.
v.
vi.

Deputy Sheriff I
Deputy Sheriff II
Sheriff’s Sergeant
Investigator – District Attorney
Investigator – Welfare Fraud
Investigator – Welfare Fraud – Supervising

$1,040 per month
$1,460 per month
$1,735 per month
$1,825 per month
$1,825 per month
$1,960 per month

The above incentive amounts are not cumulative or compounded and employees will receive only
one rate of incentive pay for POST certification.
Full-time permanent employees in the above listed classifications will be eligible for educational
incentive pay of:
•
•
•

$100 per pay period for an Associate’s degree (AA) or
$125 per pay period for a Bachelor’s degree (BA) or
$175 per pay period for a Master’s degree (MA)

To be eligible for educational incentive pay, the degree must be from an accredited college,
consistent with the Human Resources Department practices for determining the validity of the
college and degree. Employees must present evidence of successful completion of a qualifying
degree, consistent with this section to their department head, who shall determine and certify
whether employees are eligible to receive educational incentive pay.
Employees may not receive educational incentive pay for more than one degree (Associate’s,
Bachelor’s, or Master’s). Incentive amounts are not cumulative, and employees will only receive
educational incentive pay for one degree.
14. NIGHT SHIFT DIFFERENTIAL
a. Employees other than those regularly assigned to work at the jail shall receive a shift
differential of $4.41 per hour for any hours worked during 4:30 p.m. and 6:30 a.m., provided
they work a minimum of one hour during that time period.
b. Employees regularly assigned to work at the jail shall receive a shift differential of $4.41 per
hour for any hours worked between 4:30 p.m. and 6:30 a.m., provided they work a minimum
of three hours during that time frame.
c. Employees regularly assigned to work 50% or more of their hours between the hours of 4:30
p.m. and 6:30 a.m. shall continue to receive the $4.41 per hours shift differential even when
they work additional shifts that would otherwise not qualify for shift differential payments.
d. For purposes of this section, “Regularly assigned to work” means the hourly work schedule
assigned on a quarterly basis to each employee.
15. EMPLOYEE’S CALPERS CONTRIBUTION
Tier 1: Employees Hired Prior to January 1, 2011
a. CalPERS Miscellaneous Employees. Effective the first pay period after adoption by the
Board of Supervisors, employees hired prior to January 1, 2011, represented by the PCDSA
and included in the CalPERS miscellaneous retirement plan will pay 4% of their CalPERS
employee contribution. The County will pay 4% of the employee’s contribution.
8
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b. CalPERS Safety Employees. Effective the first pay period after adoption by the Board of
Supervisors, employees hired prior to January 1, 2011, represented by the PCDSA and
included in the CalPERS safety retirement plan will pay 6.25% of their CalPERS employee
contribution. The County will pay 2.75% of the employee’s contribution.
Tier 2: Employees Hired between January 1, 2011, and December 31, 2012
a. CalPERS Miscellaneous Employees. Employees hired on or after January 1, 2011, will pay
7% of their CalPERS employee contribution.
b. CalPERS Safety Employees. Employees hired on or after January 1, 2011, will pay 9% of
their CalPERS employee contribution.
Tier 3: PEPRA – Employees Hired on or after January 1, 2013
a. CalPERS Miscellaneous and Safety PEPRA Employees. New employees hired on or after
January 1, 2013, will pay at least 50% of the total normal cost rate of their defined benefit
plan or the current contribution rate of similarly situated employees, whichever is greater.
b. CalPERS “Classic” PEPRA Employees
1) Miscellaneous “Classic” Employees. Employees hired on or after January 1, 2013,
will pay 7.0% of their CalPERS employee contribution.
2) Safety “Classic” Employees. Employees hired on or after January 1, 2013, will pay
9.0% of their CalPERS employee contribution.
16. HEALTH CARE
a. Effective January 1, 2022, the County shall pay up to 80% of the total premium for the
PORAC health plan offered by the County.
b. Employees who select a health plan with higher monthly premiums than the maximum
monthly premium paid by the county (Section a. above) shall pay the difference through
payroll deduction. Should employees select a health plan with lower monthly premiums
than the maximum monthly premium paid by the County, the County’s contribution shall be
limited to the cost of the selected plan premium.
17. DENTAL INSURANCE
a. PCDSA represented employees will pay for the full cost for dependents and any future rate
increases associated with dependent coverage in the dental plan. The County will continue
to pay for the employee only cost.
b. Eligibility, benefits, and covered services are described in the County’s dental plan
document and evidence of coverage.
c. The County will notice and, if requested by PCDSA, meet and confer over any plan
changes.
18. VISION CARE

9
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a. PCDSA represented employees will pay for the full cost for dependents and any future rate
increases associated with dependent coverage in the vision plan. The County will continue
to pay for the employee only cost.
b. Eligibility, benefits, and covered services are described in the County’s vision plan document
and evidence of coverage.
c. The County will notice and, if requested by PCDSA, meet and confer over any plan
changes.
19. RETIREE DENTAL INSURANCE
a. The County will contribute the employee-only premium rate for dental insurance coverage
for retirees from classifications represented by PCDSA, provided that their retirement date is
on or after July 1, 2000.
b. Employees who retired prior to July 1, 2000, are not eligible for this benefit.
c. Employees hired on or after November 23, 2010, are not eligible for this benefit.
20. FOURTEEN DAY WORK PERIOD
Employees subject to the provision of 207(k) of the Fair Labor Standards Act (FLSA) shall work a
regularly recurring fourteen-day work period, consistent with the County’s pay period schedule.
Time worked in excess of an employee’s regularly scheduled shift or in excess of 80 hours during
the work period shall be compensated at time and one-half or compensatory time earned at time
and one-half, pursuant to Section 7.2 of this MOU. Within such work period are work schedules
and shift assignments, as determined by the Sheriff’s Office and District Attorney’s Office.
21. COURT OVERTIME
a. When an employee is required to appear in court in connection with work, on the
employee’s day off, said employee shall be entitled to overtime. The minimum overtime to
which said employee is entitled shall be four (4) hours at time and one half.
b. When an employee is scheduled for a court appearance on the employee’s day off and the
court appearance is canceled after 6:00 p.m. the day prior to the scheduled appearance, the
employee shall receive two (2) hours pay at the employee’s overtime rate.
22. STAND-BY PAY
a. Stand-by duty requires the employee so assigned:
1) to be ready to respond to calls for service; and
2) to be reachable to respond to calls for service; and
3) to refrain from activities which might impair the employee’s ability to perform assigned
duties.
b. Stand-by duty may only be assigned by a Department Head, or designated representative.
c. Stand-by pay shall not be deemed overtime compensation for purposes of the Placer
County Code, Section 3.04.230.
10
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d. Stand-by duty shall be compensated at a flat rate of twenty-seven dollars ($27) for
weekdays and thirty dollars ($30) for weekends and holidays, for eight hours (one normal
shift) of stand-by duty, or any portion thereof, and shall be paid in the pay period it is earned.
Weekdays are defined as Monday 12:01 a.m. through Friday midnight. Holidays are defined
as the County declared holiday from 12:01 a.m. to midnight.
23. CANINE PAY
Those employees assigned by the Sheriff to the duty of supervision, care and feeding of a canine,
as “Canine Handlers,” shall receive canine pay of five (5) hours per 14-day work period, paid at the
overtime rate of time and one-half the employee’s base hourly rate of pay.
a. All veterinary care and maintenance of the canine is to be provided at County expense. It is
agreed that care and maintenance include veterinary care necessary to prevent and treat
injuries and diseases and includes annual physical exams and inoculations. Canines shall
receive veterinary care from a County designated veterinarian or one of the Canine
Handler’s choosing. Veterinary expenses incurred through County designated veterinarians
will be paid by the County through direct billing by the veterinarian. Expenses incurred
through a veterinarian of the Canine Handler’s choice will be paid by reimbursement to the
Canine Handler for receipted claims, provided that in no event shall reimbursement exceed
the amount normally paid to a County designated veterinarian for the same or similar
service. Food for the canine will be provided at the expense of the County through an
established Blanket Purpose Order and Policy developed by the Sheriff’s Office.
b. The County will provide for the replacement of the canine should it be disabled or killed as a
result of a line of duty injury or accident at no expense to the Canine Handler.
c. This care and maintenance pay is granted in recognition of the personal duties and
responsibilities of a Canine Handler, in light of the on-duty time already being provided and
include the time spent by the Canine Handler employee while off duty in the care and
maintenance of the assigned canine, as well as reimbursement of canine related expenses.
It represents good faith compensation associated with the daily care and maintenance of a
canine outside the normal hours of work of the assigned Canine Handler employee during
the month. The intent of this pay is to ensure compliance with all applicable state and
federal labor laws, including but not limited to, the Fair Labor Standards Act, 29 U.S.C.
Section 201 et seq., and 29 C.F.R. Section 785.23.
24. SPECIAL TEAMS PAY
Effective the first full pay period following adoption, the special pay will be paid as follows for those
employees assigned by the Sheriff to the following special teams, without regard to call out:
a.
b.
c.
d.
e.

Special Enforcement Team pay of $150 per month.
Certified Divers Pay of $150 per month.
Hostage Negotiations Team pay of $150 per month.
Explosive Ordinance Detail pay of $150 per month.
Air Support Team pay of $150 per month.
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Before the Board of Supervisors
County of Placer, State of California
In the matter of: An ordinance amending sections of
Chapter 3 to implement the terms imposed on the Placer
County Deputy Sheriffs’ Association.

Ordinance No.: ____________
Introduced: September 14, 2021

The following Ordinance was duly passed by the Board of Supervisors of the County of Placer
at a regular meeting held______________, by the following vote:
Ayes:
Noes:
Absent:

Signed and approved by me after its passage.
_______________________________
Chair, Board of Supervisors
Attest:
_______________________
Clerk of said Board
THE BOARD OF SUPERVISORS OF THE COUNTY OF PLACER, STATE OF CALIFORNIA,
DOES HEREBY ORDAIN AS FOLLOWS:
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Section 1. That the following sections Chapter 3 of the Placer County Code are amended
as set forth in Exhibit A, attached hereto and incorporated herein by reference:
•
•
•
•
•
•
•
•

3.04.190
3.04.280
3.04.290
3.08.1020
3.12.020
3.12.040
3.12.060
3.12.080

Section 2. This ordinance shall be effective the first pay period following adoption.
Section 3. That this ordinance is adopted as a codified ordinance.

Page 2 of 2
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EXHIBIT A
3.04.190 Work required of employees.
A. General, Professional and Deputy Sheriffs Units. Except as may otherwise be provided, an
employee who occupies a full-time, permanent position shall work forty (40) hours in each workweek.
B.
General Unit Employees Subject to FLSA 7J Exemption. Employees subject to the FLSA 7J
exemption shall be on an eight-hour day, eighty (80) hour work period for purposes of overtime.
C.
General Unit Employees Subject to FLSA 7K Exemption. Employees subject to the FLSA 7K
exemption shall work on a twenty-eight (28) day work period for purposes of overtime.
D. PPEO. Employees subject to the provisions of 207(k) of the Fair Labor Standards Act (FLSA)
shall work a regularly recurring fourteen (14) day work period, consistent with the county’s pay period
schedule. Time worked in excess of eighty (80) hours during the work period shall be compensated at
time and one-half or compensatory time earned at time and one-half, pursuant to the PPEO MOU.
Within such work period are work schedules and shift assignments, as determined by the sheriff’s office
and district attorney’s office.
E. Deputy Sheriffs’ Association. Employees subject to the provisions of 207(k) of the Fair
Labor Standards Act (FLSA) shall work a regularly recurring fourteen (14)-day work period,
consistent with the county’s pay period schedule. Time worked in excess of an employee’s
regularly scheduled shift or in excess of eighty (80) hours during the work period shall be
compensated at time and one-half or compensatory time earned at time and one-half. Within
such work period are work schedules and shift assignments, as determined by the sheriff’s
office and district attorney’s office.
EF.
Deputy Sheriffs Unit Employees Subject to FLSA 7K Exemption. Employees subject to the
FLSA 7K exemption shall work on a twenty-eight (28) day work period for purposes of overtime when
working voluntary shifts. Mandatory overtime in excess of the forty (40) hour workweek shall be
compensated at time and one-half.
Sworn personnel assigned to the corrections division may be assigned rotating workweeks of thirtysix (36) hours and forty-four (44) hours. This would be accomplished by working three twelve (12) hour
days with four days off, followed by three twelve (12) hour days and one eight-hour day with three days
off, which would result in one hundred sixty (160) hours of scheduled work in a twenty-eight (28) day
cycle.
Officers assigned to this shift shall not be entitled to overtime for the hours worked in excess of forty
(40) per week which are used to complete the work cycle.
For purposes of implementing the “3-12” shift, personnel shall only be assigned to the permanent
twelve (12) hour shift at the start of a pay period and transferred off the “3-12” at the close of a pay
period.
FG.
Each employee shall be entitled to take one fifteen (15) minute rest period for each four
hours of work performed by such employee in a work day (i.e., two fifteen (15) minute breaks for work
days that consist of eight, nine or ten (10) hour shifts, and three fifteen (15) minute breaks for
employees on twelve (12) hour shifts). If not taken, such rest period is waived by such employee.
GH. PPEO Represented and Confidential Employees—Extended Work Assignments. Except for a
declared emergency, an employee who has worked sixteen (16) consecutive hours must be allowed a
minimum of eight hours off before being required to return to work. An employee shall suffer no loss of
pay nor shall there be a deduction from the employee’s leave balances if this eight (8)-hour period
overlaps with the employee’s normal shift. (Ord. 5991-B § 1, 2019; Ord. 5683-B § 3, 2012; Ord. 5531-B,
2008; Ord. 5478-B (Attach. A), 2007; prior code § 14.201)
83

Attachment 2 – Exhibit A - Ordinance - Chapter 3 - DSA Compensation and Benefits

3.04.280 Overtime—Call-back duty.
A.

PPEO Represented and Confidential Employees.

1.
When an employee is called back to work after they have completed an assigned shift, the
employee shall receive a minimum of two hours of call-back pay at one and one-half times the
employee’s hourly rate. Time worked for which the employee is entitled compensation shall include
reasonable travel to the worksite.
2.
Call-back pay shall not apply to situations where the employee has been retained on duty by
the employee’s supervisor beyond the end of the employee’s shift.
3.
Call-back pay at the minimum rate of one hour at one and one-half times the employee’s
hourly rate shall apply to those situations where an employee performs authorized work on behalf of the
county without being required to physically return to work.
4.
Multiple calls to the employee within a sixty (60) minute period beginning with the first call, in
the same hour, shall be paid as a single call-back pay period.
B.

Deputy Sheriffs Unit Court Appearances.

1.
When an employee is required to appear in court in connection with their job duties on their
regular day off, such employee shall be entitled to overtime. The minimum overtime to which such
employee is entitled shall be three four hours at time and one-half.
2.
When an employee is scheduled for a court appearance on their day off and the court
appearance is cancelled after six p.m. the day prior to the scheduled appearance, they shall receive
two hours’ pay at their overtime rate. (Ord. 6068-B § 1, 2021; Ord. 5740-B § 3, 2014; Ord. 5531-B,
2008; Ord. 5478-B (Attach. A), 2007; Ord. 5443-B, 2007; Ord. 5442-B, 2007; prior code § 14.218)

3.04.290 Overtime—Stand-by duty.
A.

Stand-by duty requires the employee so assigned:

1.

To be ready to respond to calls for service; and

2.

To be reachable by telephone or radio; and

3.
To refrain from activities which might impair his or her ability to perform his or her assigned
duties.
B.

Stand-by duty may only be assigned by a department head, or designated representative.

C.
For employees represented by the Placer County Deputy Sheriff’s Association, stand-by duty
shall be compensated as set forth in the Memorandum of Understanding between the county and the
PCDSA at a flat rate of twenty-seven dollars ($27.00) for weekdays and thirty dollars ($30.00) for
weekends and holidays, for eight hours (one normal shift) of stand-by duty, or any portion
thereof, and shall be paid in the pay period it is earned. Weekdays are defined as Monday 12:01
a.m. through Friday midnight. Holidays are defined as the County declared holiday from 12:01
a.m. to midnight.
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D.
For employees represented by Placer Public Employees Organization (PPEO), stand-by duty
shall be compensated as set forth in the Memorandum of Understanding between the county and
PPEO.
E. Stand-by duty and stand-by compensation shall not be deemed overtime compensation for
purposes of Section 3.04.230. (Ord. 5879-B § 1, 2017; Ord. 5835-B § 2, 2016; Ord. 5749-B § 1, 2014;
Ord. 5747-B § 1, 2014; Ord. 5740-B § 4, 2014; Ord. 5700-B § 7, 2013; Ord. 5683-B § 6, 2012; Ord.
5478-B (Attach. A), 2007; Ord. 5309-B, 2004; prior code § 14.220)

3.08.1020 Fitness for duty evaluation during employment.
A. When, in the judgment of the appointing authority, an employee’s health, or physical or mental
condition is such that it is desirable to evaluate his or her the employee’s capacity to perform the
duties of his or her their position, the appointing authority shall require the employee to undergo a
fitness for duty medical or psychological evaluation. Such evaluation shall be by a physician or
psychologist selected by the county.
B.
The examining physician or psychologist shall state whether, in his or her their opinion, the
employee is able to properly perform the essential job duties/functions of the position. Such
determination shall be based upon the essential job duties/functions and the diagnosis or injury/illness,
and whether the employee’s condition can be remedied within a reasonable period of time.
C.
If the examining physician or psychologist finds the employee unfit to perform the essential
job duties/functions of his or her the position, the employee may, within fourteen (14) calendar days
after notification of the determination, submit a written request to the county disability management
administrator to provide additional information to the examining physician or psychologist for review.
The additional information provided must be relevant to the nature and extent of the medical
condition(s) which relates to the employee’s inability to perform essential job duties/functions. All costs
associated with obtaining/providing additional medical information relating to this appeal are the
financial responsibility of the employee.
D. Further medical information provided by the employee will then be submitted directly to the
examining physician or psychologist who completed the initial review. The physician or psychologist
will review the additional information and determine whether or not the employee can properly perform
the essential job duties/functions of his or her the position. The employee shall not be entitled to a
second evaluation by another physician or psychologist. (Ord. 5700-B § 31, 2013; Ord. 5683-B § 38,
2012; Ord. 5478-B (Attach. A), 2007; prior code § 14.1971)

3.12.020 Classified service—Salary and benefits notations.
1. For employees represented by the Placer County Deputy Sheriff’s Association (PCDSA) floating
holiday shall be taken within the calendar year granted and shall not carry over from year to year.
Unused holiday time will not be compensated upon termination.
2.

Uniform Allowance—Sworn Peace Officers.
Deputy Sheriff I
Deputy Sheriff II
Sheriff’s Captain
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Sheriff’s Lieutenant
Sheriff’s Sergeant
a.
If required by the county to wear a uniform as a regular part of their duties, a uniform
allowance shall be paid on a biweekly basis. This shall not affect reserve deputies, honorary deputies
and other county officers and employees deputized for special purposes. New employees will be
advanced the first year’s uniform allowance in their first full paycheck and receive uniform allowance on
a biweekly basis upon their first-year anniversary.
b.
The uniform allowance is one thousand sixty-five dollars ($1,065.00) per year for Auburn area
and one thousand two hundred fifteen dollars ($1,215.00) per year for Tahoe area.
c.
Employees appointed or reassigned to Dutch Flat or Foresthill resident deputy or to any
position east of Serene Lakes shall receive a one-time winter clothing stipend in the amount of two
hundred fifty dollars ($250.00).
d.
If purchase of the campaign hat is mandatory, the sheriff’s department will pay for the cost of
the hat and will reimburse association members immediately upon provision of a receipt.
3.
Career and Education Incentive. Full-time permanent employees in the following classes shall
be eligible for the career and education incentive:
Deputy Sheriff I
Deputy Sheriff II
Investigator—District Attorney
Investigator—Supervising District Attorney
Investigator—Welfare Fraud
Investigator—Welfare Fraud—Supervising
Sheriff’s Captain
Sheriff’s Lieutenant
Sheriff’s Sergeant
a.

Basic POST.

i.
For employees represented by the PCDSA, Basic POST pay shall be pursuant to the terms of
the Memorandum of Understanding between Placer County and the PCDSA.
a.b.

Intermediate POST.

i.
For employees represented by the Placer County Law Enforcement Association (PCLEMA),
compensation for POST intermediate certificate shall be pursuant to the terms of the Memorandum of
Understanding between Placer County and the PCLEMA.
ii. For employees represented by the PCDSA, Intermediate POST pay shall be pursuant to the
terms of the Memorandum of Understanding between Placer County and the PCDSA.as follows:
Deputy Sheriff I

$735/month

Deputy Sheriff II

$1,030/month

Sheriff’s Sergeant

$1,225/month

Investigator – District Attorney

$1,285/month

Investigator – Welfare Fraud

$1,285/month

Investigator – Welfare Fraud – Supervising

$1,385/month
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b.c. Advanced POST.
i.
For employees represented by PCLEMA, compensation for POST advanced certificate shall
be pursuant to the terms of the Memorandum of Understanding between Placer County and the
PCLEMA.
ii. For employees represented by the PCDSA, Advanced POST pay shall be pursuant to the terms
of the Memorandum of Understanding between Placer County and the PCDSA.as follows:
Deputy Sheriff I

$1,040/month

Deputy Sheriff II

$1,460/month

Sheriff’s Sergeant

$1,735/month

Investigator – District Attorney

$1,825/month

Investigator – Welfare Fraud

$1,825/month

Investigator – Welfare Fraud – Supervising

$1,960/month

c.d.
Full-time permanent employees represented by the PCDSA or PCLEMA will be eligible for
educational incentive pay. To be eligible for educational incentive pay the degree must be from an
accredited college, consistent with the human resources department practices in determining validity of
the college and degree. Employees must present evidence of successful completion of a qualifying
degree, consistent with this section to their department head, which shall determine and certify whether
employees are eligible to receive educational incentive pay.
i.

For employees represented by the PCDSA, the amount of the educational incentive for AA,
BA or MA degrees shall be as set forth in the Memorandum of Understanding between
Placer County and the PCDSA.follows:
Associate degree (AA)

$100/pay period

Bachelor’s degree (BA)

$125/pay period

Master’s degree (MA)

$175/pay period

ii.
For employees represented by the PCLEMA, the amount of the educational incentive for AA,
BA or MA degrees shall be as set forth in the Memorandum of Understanding between Placer
County and the PCLEMA.
d.e.
Employees may not receive educational incentive pay for more than one degree. The
payments are not cumulative and only one degree qualifies for payment.
4.
Uniform Allowance—PPEO Represented Employees. Uniform allowances shall be processed
as a non-reimbursable, taxable, bi-weekly pay in accordance with procedures established by the
Auditor Controller’s office.
a.
Seven Hundred Fifty Dollar ($750.00) Allowance. An annual uniform allowance for employees
who are required to wear a uniform as a regular part of their duties will be paid for the following class
series in the amount of seven hundred fifty dollars ($750.00) per year:
Administrative Clerk
Administrative Legal Clerk
Accounting Assistant
Public Safety Dispatcher
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Probation Department Staff Services Analyst
Probation Assistant
Probation Department Information Technology
Probation Department Executive Secretary
Probation Department Administrative Technician
Animal Care Attendant
b.
One Thousand Sixty-Five Dollar ($1,065.00) Allowance. An annual uniform allowance for
employees who are required to wear a uniform as a regular part of their duties will be paid, for the
following class series, in the amount of one thousand sixty-five dollars ($1,065.00) per year:
Agricultural and Standards Inspectors
Animal Control Officer
Community Service Officer
Correctional Officer
Environmental Health Specialists
Environmental Health Technical Specialists
Environmental Health Technicians
Evidence Technician
Deputy Probation Officers – Field
Deputy Probation Officers – Institution
Investigative Assistant
5.
Family and Children’s Services (FACS) Unit Pay. Designated employees shall be paid five
percent if they have been assigned to field activities of the Family and Children’s Services (FACS) Unit
or perform after hours responsibilities related to emergency child protective duties.
6.
Special Teams Pay—Sworn Peace Officers. Special pay will be as follows for those
employees assigned to the following special teams without regard to call-out:
a.
Special Teams Pay and related special assignment pay shall be as set forth in the
Memorandum of Understanding between the county and the PCLEMA.
b.
Special Teams Pay and related special assignment pay for employees represented by the
PCDSA and assigned by the Sheriff to the following special teams, without regard to call out,
shall be: shall be as set forth in the Memorandum of Understanding between the county and the
PCDSA
i.
ii.
iii.
iv.
v.
vi.

Special Enforcement Team pay of $150.00 per month.
Certified Divers Pay of $150.00 per month.
Hostage Negotiations Team pay of $150.00 per month.
Explosive Ordinance Detail pay of $150.00 per month.
Air Support Team pay of $150.00 per month.
Detective Division Premium Pay of $510 per month for employees designated by the
Sheriff to work in the Investigations Division or by the District Attorney to work in an
undercover capacity.
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7.
Cell Extraction Response Team (CERT) Pay—PPEO Correctional Officers. The county will
pay one hundred twenty-five dollars ($125.00) per month special team pay for those correctional
officers assigned by the sheriff to participate on the CERT Team.
8.

Night Shift Differential.

a

PPEO General and Professional Units and Confidential Employees.

i.
For the purposes of this subsection, “regularly assigned to work,” means the hourly work
schedule assigned to each employee.
ii.
All employees regularly assigned to work fifty (50) percent or more of their hours between the
hours of five p.m. and six a.m. shall receive a night shift differential of seven and one-half percent of
base pay for all hours worked.
iii. All employees regularly assigned to work fifty (50) percent or more of their hours between the
hours of five p.m. and six a.m. shall continue to receive the seven and one-half percent shift differential
even when they work hours outside of the five p.m. to six a.m. time period.
iv. All employees who are not regularly assigned to work fifty (50) percent or more of their hours
between the hours of five p.m. and six a.m. shall receive a night shift differential of seven and one-half
percent of base pay for all hours worked between the hours of five p.m. and six a.m., provided the
employee works a minimum of three hours between the period of five p.m. and six a.m., excluding any
hours that are part of the employee’s regular shift.
b.
PCDSA. Employees assigned to work fifty (50) percent or more of their hours between the
hours of five p.m. and six a.m. on one or more shifts shall receive a shift differential of seven and onehalf percent of base pay for all hours worked. Employees regularly assigned to work fifty (50) percent or
more of their hours between the hours of five p.m. and six a.m. shall continue to receive the seven and
one-half percent shift differential even when they work shifts that would otherwise not qualify for shift
differential payments. Employees whose normal work shift does not qualify for night shift differential
shall receive night shift differential when working a qualifying shift (fifty (50) percent or more of the
hours are between the hours of five p.m. and six a.m.)For the purposes of this section, “Regularly
assigned to work” means the hourly work schedule assigned on a quarterly basis to each
employee.
i.

Employees other than those regularly assigned to work at the jail shall receive a shift
differential of $4.41 per hour for any hours worked between 4:30 p.m. and 6:30 a.m.,
provided they work a minimum of one hour during that time period.
ii. Employees regularly assigned to work at the jail shall receive a shift differential of $4.41
per hour for any hours worked between 4:30 p.m. and 6:30 a.m., provided they work a
minimum of three hours during the time frame.
iii. Employees regularly assigned to work 50% or more of their hours between the hours of
4:30 p.m. and 6:30 a.m. shall continue to receive the $4.41 per hour shift differential even
when they work additional shifts that would otherwise not qualify for shift differential
payments.
c.
PCLEMA. Employees assigned to work a majority of hours of a regular shift (e.g., five hours of
eight) between the hours of five p.m. (Day 1) and eight a.m. (Day 2) shall receive a night shift
differential of seven and one-half percent for all hours in that shift.
9.
Rain Gear. Once every three years, employees assigned to the following areas shall be
provided with rain gear, including coat, pants and boots, as deemed necessary by the appointing
authority: roads, utility service workers, building maintenance, document solutions, central stores,
animal control officers, TART bus drivers, building inspectors, mini-bus drivers, park and grounds
workers, communications, garage, engineering technicians (when assigned field inspection duties),
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environmental health workers, IT analysts, IT technicians, and deputy probation officers assigned to
field duties. The appointing authority can replace an employee’s rain gear more often as they deem
necessary.
10.

Supplemental Compensation—Declared Snow Shift Assignments.

a.
The county will pay an assignment differential of ten (10) percent of base salary to each
employee assigned by the appointing authority, or designee, to perform snow removal duties. No
employee will receive work out of class pay for the purpose of performing snow removal duties.
b.
The number eligible and time period for which such status is available shall be determined
jointly by the director of public works and the county executive office.
c.
Such compensation shall be in addition to any overtime to which the employee is entitled
under the provisions of Section 3.04.240, et seq.
11. Bi-Lingual Pay. PPEO Represented, Management, Confidential, PCDSA Represented and
PCLEMA Represented Employees. Upon request of the department head and approval of the director
of human resources, designated employees shall be paid an additional five percent of base salary for
the use of a second language in the normal course and scope of work. Sign language shall constitute a
second language within the meaning of bilingual pay provided that the requisite certification procedures
as defined by the director of human resources have been completed.
i.

PPEO Represented, Management, Confidential, Safety Management and PCLEMA
Represented employees shall be paid an additional five percent (5%) of base salary.
ii. PCDSA Represented employees shall be paid an additional $464 per month.
12. Universal Technician Pay. Upon request of the department head, and approval by the director
of human resources, the county will pay an additional five percent of base hourly rate, plus longevity if
applicable, to employees who have been certified as a universal technician as required by 40 CFR Part
82, subpart F, and who are assigned duties in the department of facilities management that are
consistent with that certification.
13. Tool Reimbursement. The following classifications shall receive a seven hundred fifty dollar
($750.00) per year tool replacement allowance to be reimbursed quarterly in accordance with
procedures established by the auditor controller’s office. No more than one claim may be submitted for
reimbursement in any calendar quarter. Classifications eligible for this personal reimbursement shall
include:
11604

Automotive Mechanic

11605

Master Automotive Mechanic

11611

Equipment Mechanic

11613

Master Equipment Mechanic

11601

Equipment Service Worker I

11602

Equipment Service Worker II

13302

Supervising Mechanic

14. Jail Administrative Legal Clerk Training Pay. The county shall pay a differential of five percent
of base salary to each employee in the classification of administrative legal clerk-journey and
administrative legal clerk-senior who is assigned by the sheriff to work as a jail administrative legal clerk
trainer. It shall be understood that the above-described training pay shall be paid to an employee only
during the time assigned jail administrative legal clerk trainer responsibilities. Payment of said training
pay to that employee shall cease at the time the sheriff terminates the jail administrative legal clerk
training responsibilities or reassigns training responsibilities to another employee.
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15.

Field or Jail Training Officer.

a.
The county shall pay a differential of five percent of base salary $389 per month to each
employee in the classification of deputy sheriff II who is assigned by the sheriff to work as a field
training officer or as a jail training officer; provided that not more than twelve (12) employees shall
receive the said five percent pay differential at any one time.
b.
The county shall pay a differential of five percent of base salary to each employee in the
classification of correctional officer II who is assigned by the sheriff to work as a jail training officer.
c.
It shall be understood that the above-described salary differentials shall be paid to an
employee only during the time they are assigned formal field training or jail training responsibilities.
Payment of said differential to that employee shall cease at such time as the sheriff shall terminate the
field training responsibilities or reassign same to another employee.
16. Public Safety Dispatcher Training Pay. The county shall pay a differential of five percent of
base salary to each employee in the classification of public safety dispatcher II who is assigned by the
sheriff to work as a dispatch trainer. It shall be understood that the above-described salary differential
shall be paid to an employee only during the time they are assigned dispatcher trainer responsibilities.
Payment of said differential to that employee shall cease at such time as the sheriff shall terminate the
dispatcher trainer responsibilities or reassign same to another employee.
17. POST Dispatcher Certificate Pay. Employees permanently allocated to the classifications of
public safety dispatcher I, public safety dispatcher II, supervising public safety dispatcher, and dispatch
services supervisor will be eligible for the following certificate pays:
a.
Incentive pay for possession of a POST dispatcher intermediate certificate will be one hundred
dollars ($100.00) per pay period.
b.
Incentive pay for possession of a POST dispatcher advanced certificate will be one hundred
twenty-five dollars ($125.00) per pay period.
c.
The above incentive amounts are not cumulative or compounded and employees will receive
only one rate of incentive pay for the POST certification.
18. Lateral Signing Bonus. Public safety dispatcher II, supervising public safety dispatcher, and
dispatch services supervisor, applicants with prior dispatch experience who are hired into permanently
allocated positions will be eligible for the following one-time incentives upon their initial hire to the
county:
a.
An initial payment of one thousand five hundred dollars ($1,500.00) will be added to the first
paycheck earned, and
b.
A second/final payment of one thousand dollars ($1,000.00) will be paid out upon the
successful completion of the entire probationary period as determined by the sheriff.
19. PPEO Professional Unit, Confidential and Management. The county shall pay a differential of
five percent of base salary to each employee who obtains a certificate as a certified public accountant
and who, with the concurrence of the county executive officer, makes use of the CPA in the course and
scope of their employment.
20. Canine Pay. Sworn peace officers represented by PCDSA or PCLEMA and PPEO correctional
officer classifications assigned by the sheriff or district attorney to the duty of supervision, care and
feeding of a canine, as “canine handlers,” shall receive canine pay of three hundred dollars ($300.00)
per month. PCDSA Canine Handlers shall receive Canine Pay of five hours per 14-day work
period, paid at the overtime rate of time and one-half the employee’s base hourly rate of pay.
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a.
All veterinary care and maintenance of the canine is to be provided at county expense. It is
agreed that care and maintenance includes: veterinary care necessary to prevent and treat injuries and
diseases, annual physical exams, and inoculations. County-owned canines shall receive veterinary
care from a county designated veterinarian. Canine handler-owned canines may receive treatment from
a county-designated veterinarian or one of the canine handler’s choosing. Veterinary expenses incurred
through county-designated veterinarians will be paid by the county through direct billing by the
veterinarian. Expenses incurred through a veterinarian of the canine handler’s choice will be paid by
reimbursement to the canine handler for receipted claims, provided that in no event shall
reimbursement exceed the amount normally paid to a county-designated veterinarian for the same or
similar service. Food for the canine will be provided at the expense of the county through an
established blanket purchase order and policy developed by the sheriff’s department.
b.
The county will provide for the replacement of the canine should it be disabled or killed as a
result of a line-of-duty injury or accident at no expense to the canine handler.
c.
This care and maintenance pay is granted in recognition of the personal monetary investment,
duties and responsibilities of a canine handler, in light of the on-duty time already being provided and
includes the time spent by the canine handler employee while off duty in the care and maintenance of
the assigned canine, as well as reimbursement of canine related expenses. It represents good faith
compensation associated with the daily care and maintenance of a canine outside the normal hours of
work of the assigned canine handler employee during the month. The intent of this pay is to ensure
compliance with all applicable state and federal labor laws, including, but not limited to, the Fair Labor
Standards Act, 29 U.S.C. Section 201 et seq., and 29 C.F.R. Section 785.23.
21.

Jail Incentive Pay.

a.
The county will pay an assignment differential of five percent of base salary to each employee
in qualifying jobs, assigned to report to and work within the jail facility on a regular full or part-time
basis. The qualifying jobs are:
Accounting Assistant—Entry/Journey/Senior
Accounting Technician
Administrative Clerk—Entry/Journey/Senior
Administrative Legal Clerk—Entry/Journey/Senior
Administrative Legal Supervisor
Administrative Secretary
Building Craft Mechanic/Senior Building Craft Mechanic
Client Services Counselor—I/II/Senior
Client Services Practitioner—I/II/Senior
Custodian—I/II
b.
Senior administrative legal clerks assigned to work as shift supervisors will receive an
additional five percent of base salary.
22. LCSW/MFT/MFCC Pay. The county shall pay an additional five percent of base hourly rate,
plus longevity if applicable, to each employee in the classifications of client services practitioner
I/II/senior and client services program supervisor, who obtains a certificate as a licensed clinical social
worker (LCSW); marriage and family therapist (MFT); marriage, family, child counselor (MFCC);
licensed professional counselor (LPCC); licensed psychologist (Ph.D. and Psy.D.).
23.

Work Boot/Safety Shoe Allowance.
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a.
Each employee in the classifications listed below shall receive an annual work boot/safety
shoe allowance of three hundred dollars ($300.00). The annual safety shoe allowance shall be paid in
equal payments each pay period. Employees receiving such allowance shall be required to wear work
boots or safety shoes at all times while performing their job duties.
Agricultural and Standards Inspector I/II/Senior/Supervising
Animal Care Attendant
Animal Control Officer I/II/Senior/Supervising/Supervising Senior
Assistant Road Superintendent
Automotive Mechanic/Master Automotive Mechanic
Building Crafts Mechanic/Senior/Supervising
Building Inspector I/II/Senior/Supervising
Bus Driver I/II/Senior
Code Compliance Officer I/II/Supervising
Custodian I/II/Senior/Supervising
Emergency Services Specialist I/II/Senior
Engineering Technician I/II
Environmental Health Specialist—Registered—Assistant/Associate/Senior/Supervising
Environmental Health Technical Specialist
Environmental Health Technician I/II/Senior
Equipment Mechanic/Master Equipment Mechanic
Equipment Mechanic/Welder
Equipment Operator/Equipment Operator—Senior
Equipment Services Worker I/II
Fleet Services Technician
Information Technology Analyst I/II/Senior (Assigned to Telecommunications)
Information Technology Technician I/II/Supervisor (Assigned to Telecommunications)
Maintenance Worker
Mechanic—Supervising
Park and Grounds Worker/Senior/Supervising
Road District Supervisor/Road District Supervisor—Senior
Storekeeper
Surveyor Assistant/Associate/Senior
Traffic Sign Maintenance Worker/Senior
Traffic Sign Supervisor/Traffic Sign Supervisor—Senior
Transportation Supervisor
Tree Trimmer/Tree Trimmer—Senior
Tree Maintenance Supervisor/Tree Maintenance Supervisor—Senior
Utility Service Worker/Senior/Supervising
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Utility Operations Supervisor
Waste Disposal Site Attendant/Senior/Supervisor
Wildlife Specialist
b.
Administrative Dispatcher Assigned to Tahoe. Employees in the department of public works
assigned to the classification of administrative dispatcher assigned to Tahoe shall receive an annual
work boot/safety shoe allowance of one hundred fifty dollars ($150.00) per year. The annual work
boot/safety shoe allowance shall be paid in equal payments each pay period. Employees receiving
such allowance shall be required to wear work boots or safety shoes at all times while performing their
job duties.
24. Inmate Oversight Pay—PPEO Represented Employees. Inmate oversight pay shall be as set
forth in the Memorandum of Understanding.
25. Wellness Incentive—PCLEMA. Wellness incentive pay shall be as set forth in the
Memorandum of Understanding between the county and the PCLEMA.
26. PPEO represented employees may receive a pay differential of two and one-half percent of
base salary for special skill certification(s) and/or licenses. To qualify, the certification(s) shall meet the
following criteria:
a.
Certification/license is for the performance of duties required by the county and approved by
the employee’s appointing authority and the county executive officer.
b.
Certification/license is for the performance of duties not specified in the employee’s job
classification and/or required as a minimum qualification.
c.
Certification/license must be required by the state of California or a regulatory agency in order
to perform or oversee the duties.
d.

Certification/license must be renewable and be kept current.

e.
Certification/license duties are not already identified for additional compensation in the current
MOU between PPEO and the county.
The pay differential will cease under any of the following conditions:
i.

The employee’s duties or work assignment change,

ii.

The certification/license is no longer necessary or applicable,

iii.

The certification/license is not used or required to perform the duties, or

iv.

The employee fails to maintain the certification/license.

27. Building Inspector Certificate Pay. Certificates that are attained by employees in the
classifications of building inspector I/II, senior, and supervising, beyond those presented to meet the
minimum qualification as stated in the class specifications shall be compensated at the rate of fifty
dollars ($50.00) per certificate per month up to a maximum of two hundred dollars ($200.00) per month
for each of the certificates listed: plans examiner, plumbing, mechanical, electrical (commercial or
residential). The county will reimburse a qualifying employee for all initial exams and renewal fees
associated with the above certificates for up to three exams per year.
28. Undercover Pay. An employee within the following classifications designated by the sheriff and
the chief probation officer to work an undercover assignment shall receive five percent additional
compensation:
Deputy Probation Officer I/II
Senior and Supervising Deputy Probation Officer
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29. Confidential Pay. Permanent employees in positions designated as confidential, as defined in
the Placer County Employer and Employee Relations Policy, shall receive three and one-half percent
additional pay.
30. Licensure/Certification. Management employees in the health and human services
department who possess and use specialty licensure or certification which is above the minimum
qualification and used during the normal course and scope of their position will receive a pay differential
of five percent of base salary; example, licensed clinical social worker (LCSW).
31. Tuition Reimbursement. Pursuant to the terms and conditions set forth in the county’s tuition
reimbursement policy, classified management employees are eligible for tuition reimbursement in the
amount of one thousand two hundred dollars ($1,200.00) per calendar year. PPEO and PCDSA
represented employees may be eligible for tuition reimbursement pursuant to the applicable
memorandum of understanding.
32.
ADMIN.
CODE

CLASSIFICATION TITLE

15585

Architectural Assistant I *a

14210

Architectural Assistant II *a

14207

Assistant Surveyor *b

13545

Capital Improvements Manager *a

14202

Engineer – Assistant *b

13522

Property Manager *a

13519
Utility Program Manager *b
*a All employees in this class shall be paid at the corresponding step of the next higher salary grade
upon presentation of the certificate of registration as a licensed architect issued by the California
State Board of Architectural Examiners.
*b The county will pay an additional five percent of the base hourly rate, plus longevity if applicable,
upon presentation of a certificate of registration as a civil engineer or land surveyor issued by the
California State Board of Registration for Professional Engineers.
33. All pays listed in this section must meet the CalPERS definition of special compensation to be
considered reportable. CalPERS solely determines whether any or all pays listed in this section meet
the CalPERS definition of special compensation for the calculation of retirement benefits. The county is
not responsible for reporting any pays not determined by CalPERS to be reportable. (Ord. 6068-B § 1,
2021; Ord. 6062-B § 1, 2020; Ord. 5991-B § 1, 2019; Ord. 5903-B § 2, 2018; Ord. 5894-B § 4, 2017;
Ord. 5885-B § 3, 2017; Ord. 5879-B § 11, 2017; Ord. 5835-B § 1, 2016; Ord. 5766-B § 1, 2015; Ord.
5740-B §§ 15—18, 2014; Ord. 5719-B § 3, 2013; Ord. 5700-B § 37, 2013; Ord. 5683-B § 49, 2012;
Ord. 5608-B § 6, 2010; Ord. 5597-B, 2010; Ord. 5572-B § 17, 2009; Ord. 5531-B, 2008; Ord. 5478-B
(Attach. A), 2007; Ord. 5472-B, 2007; Ord. 5451-B, 2007; Ord. 5448-B, 2007; Ord. 5447-B, 2007; Ord.
5443-B, 2007; Ord. 5442-B, 2007; Ord. 5441-B, 2007; Ord. 5428-B, 2006; Ord. 5426-B, 2006; Ord.
5422-B, 2006; Ord. 5414-B, 2006; Ord. 5410-B, 2006; Ord. 5396-B, 2006; Ord. 5391-B, 2005; Ord.
5386-B, 2005; Ord. 5382-B, 2005; Ord. 5379-B, 2005; Ord. 5372-B, 2005; Ord. 5363-B, 2005; Ord.
5361-B, 2005; Ord. 5349-B, 2005; Ord. 5343-B, 2004; Ord. 5337-B, 2004; Ord. 5336-B, 2004; Ord.
5334-B, 2004; Ord. 5314-B, 2004; Ord. 5312-B, 2004; Ord. 5311-B, 2004; Ord. 5309-B, 2004; Ord.
5303-B, 2004; Ord. 5297-B, 2004; Ord. 5288-B, 2004; Ord. 5286-B, 2004; Ord. 5281-B, 2004; Ord.
5279-B, 2003; Ord. 5267-B, 2003; Ord. 5263-B, 2003; Ord. 5261-B, 2003; Ord. 5260, 2003; Ord. 5257B, 2003; Ord. 5256-B, 2003; Ord. 5254-B, 2003; Ord. 5247-B, 2003; Ord. 5240-B, 2003; Ord. 5230-B,
2003; Ord. 5224-B, 2003; Ord. 5216-B, 2002; Ord. 5215-B, 2002; Ord. 5205-B, 2002; Ord. 5203, 2002;
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Ord. 5197-B, 2002; Ord. 5194-B, 2002; Ord. 5193-B, 2002; Ord. 5189-B, 2002; Ord. 5186-B, 2002;
Ord. 5172-B, 2002; Ord. 5165-B, 2002; Ord. 5164-B, 2002; Ord. 5163-B, 2002; Ord. 5160-B, 2002;
Ord. 5153-B, 2002; Ord. 5150-B, 2002; Ord. 5139-B, 2001; Ord. 5138-B, 2001; Ord. 5137-B, 2001;
Ord. 5115-B, 2001; Ord. 5099-B, 2001; Ord. 5100-B, 2001; Ord. 5107-B, 2001; Ord. 5111-B, 2001;
Ord. 5095-B, 2001; Ord. 5089-B, 2001; Ord. 5085, 2001; Ord. 5083-B, 2001; Ord. 5075-B, 2001; Ord.
5069-B, 2000; Ord. 5062-B, 2000; Ord. 5058-B (Attach. 1, 2, 5, 6, 7, 8, 9, 28, 30), 2000; Ord. 5044-B,
2000; Ord. 5040-B, 2000; Ord. 5032-B, 2000; Ord. 5029-B (Attach. A, D, F), 2000; Ord. 5028-B, 2000;
Ord. 5026, 2000; Ord. 5017-B, 2000; Ord. 5014-B, 2000; Ord. 4998-B, 1999; Ord. 4988-B, 1999; Ord.
4986-B, 1999; Ord. 4970-B, 1999; Ord. 4967-B, 1999; Ord. 4963-B, 1999; prior code § 14.3000)

3.12.040 Salaries—Placer County sheriff’s ordinance initiativeAll represented employees.
Pursuant to Article XI, Sections 1, 3, and 4 of the California Constitution, Sections 302 and 604
of the Placer County Charter, adopted by the electorate on November 4, 1980, and California
Government Code Sections 3504 and 3505, the Board of Supervisors shall negotiate and set
compensation for all employees represented by PPEO, PCLEMA, and DSA.
A.
The board of supervisors shall, at least annually, determine the existing maximum salaries for
the Nevada County sheriff’s office, El Dorado County sheriff’s office, and Sacramento County sheriff’s
office for each class of position employed by said agencies.
B.
Effective January 1, 1977, and effective January 1st of each year thereafter the board of
supervisors shall, during the month of January, determine the average salary for each class of position
as set forth herein, and beginning the first period following January shall fix the average salary for each
class of position in the Placer County sheriff’s office at a level equal to the average of the salaries for
the comparable positions in the Nevada County sheriff’s office, El Dorado County sheriff’s office and
the Sacramento County sheriff’s office.
C.
As used herein the term “comparable class of position” shall mean a group of positions
substantially similar with respect to qualifications or duties or responsibilities using the following
positions as guidelines:
1.

Corporal, sergeant, deputy.

D. The provisions of this chapter shall prevail over any otherwise conflicting provisions which may
relate to salaries of county employees or officers who are not elected by popular vote. (Ord. 6060-B §
1, 2020; Ord. 5478-B (Attach. A), 2007; Ord. 5441-B, 2007; prior code § 14.3005)
3.12.060 Longevity pay.
A. PPEO Represented, Management, Confidential and Unclassified Nonmanagement Employees.
Effective the first day of the pay period that includes November 1, 2019 and subject to the conditions
specified herein, PPEO Represented, Management, Confidential and Unclassified Nonmanagement
Employees shall be eligible for longevity pay under one of the following formulas.
1.
Longevity Pay A. This category of longevity pay applies only to permanent employees who are
already receiving longevity pay on or before October 31, 2019. For this category, each permanent
employee will continue to receive longevity pay, which is a one-time five percent increase, calculated
pursuant to subsection (A)(5). The basis to receive longevity pay will be determined by either one (but
not both) of the following two formulas:
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a.
The permanent employee has been at step 5 of their salary grade for ten thousand four
hundred (10,400) paid hours (five years continuous full-time paid service) with Placer County.
b.
The permanent employee has worked at least ten thousand four hundred hours (10,400) paid
hours (five years of continuous full-time paid service) calculated from the beginning of employment with
Placer County.
2.
Longevity Pay B. This category of longevity pay applies to permanent employees hired on or
before October 31, 2019, that have not qualified for longevity pay by October 31, 2019. For this
category, each permanent employee who has at least twenty thousand eight hundred (20,800)
continuous paid hours calculated from the beginning of employment (ten (10) years of continuous fulltime paid service) with Placer County shall receive as longevity pay a two percent increase, calculated
pursuant to subsection (A)(5). Each permanent employee who has at least thirty-one thousand two
hundred (31,200) continuous paid hours calculated from the beginning of employment (fifteen (15)
years of continuous full-time paid service) shall receive as longevity pay a three percent increase,
calculated pursuant to subsection (A)(5). This category of longevity pay shall be calculated on a
cumulative basis to equal no more than five percent in total.
3.
Longevity Pay C. This category of longevity pay applies solely to retirees of the county with a
retirement date of October 31, 2019, or earlier that were PPEO Represented, Management,
Confidential and Unclassified, Nonmanagement Employees that had received longevity pay prior to his
or her retirement. For this category, each retiree that received longevity pay on or before October 31,
2019, is deemed to have earned longevity pay under one of the following two formulas:
a.
The retiree was a permanent employee that had been at step 5 of their salary grade for ten
thousand four hundred (10,400) paid hours (five years full-time paid service) with Placer County.
b.
The retiree was a permanent employee that worked at least ten thousand four hundred hours
(10,400) paid hours (five years of continuous full-time paid service) calculated from the beginning of
employment with Placer County.
If the retiree had not received longevity pay prior to their retirement on or before October 31, 2019,
this subsection does not grant or change the longevity pay status to the retiree as it applies only to
retirees that had already received longevity pay on or before October 31, 2019.
4.
PPEO represented, management, confidential and unclassified nonmanagement employees
permanently hired on or after November 1, 2019, shall not be eligible for longevity pay.
5.
Longevity pay shall be applied to current base hourly rate published in the salary schedule
plus percentage-based special compensation identified in Section 3.12.020 or 3.12.030 of this code, as
applicable.
6.
For purposes of Longevity Pay A employees and Longevity Pay C retirees of the County with a
retirement date of October 31, 2019, or earlier, an employee or retiree who took a voluntary demotion,
transfer or reclassification to a lower salary grade is deemed to have the previously earned work hours
at the higher salary grade count towards the longevity pay calculation in the lower salary grade.
7.
Any form of overtime hours, extra-help hours and time off without pay regardless of the
reason, will not be included for purposes of determining eligibility for longevity pay under any of the
longevity pay formulas.
8.
Eligible employees or retirees can qualify for longevity pay only pursuant to one of the
longevity pay formulas. Once a longevity increase has been provided to an employee it will remain with
the employee regardless of any future position or classification changes.
9.
Employees who separate from county service, but who reinstate at a future date, will follow the
reinstatement provisions found in Section 3.08.1150 for eligibility for longevity pay.
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10. Probation officer series employees who have received the ten (10) year and/or twenty (20)
year longevity pay under the DSA MOU and subsection B of this section as of April 1, 2008, will
continue to receive said pay in a grandfathered status. Probation officer series employees will follow the
PPEO professional unit longevity provision if they had not received longevity pay as of April l, 2008.
B.
Deputy Sheriffs’ Association and Safety Management. Permanent employees meeting the
following criteria shall be eligible to receive two five percent increases, calculated pursuant to
subsection(B)(3), which shall be referred to as “longevity pay.” As to either step alternative, a break in
service will result in a new calculation for a new five or ten (10) year period, and no service prior to the
break will be counted as part of the new five or ten (10) year period. Extra help time and time off without
pay will not be included as part of this calculation. Time off without pay for disciplinary reasons or
unpaid leave of absence will not constitute a break in service. Time off for these reasons will not count
toward the completion of the required service time.
1.
Longevity Pay 1 (Five Percent). An employee is eligible for five percent longevity pay upon
meeting the requirements in either subsection (B)(1)(a) or (b), but cannot earn both:
a.
Each permanent employee who has been at step 5 of their salary grade in the same
classification for ten thousand four hundred (10,400) paid hours (five years full-time paid service) with
Placer County shall be eligible. This special compensation is not reportable to CalPERS.
b.
Each permanent employee who has at least twenty thousand eight hundred (20,800) paid
hours (ten (10) years of full-time paid service) with Placer County shall be eligible.
2.
Longevity Pay 2 (Additional Five Percent for a Total of Ten (10) Percent). Each permanent
employee who has at least forty-one thousand six hundred (41,600) paid hours (twenty (20) years of
full-time paid service) with Placer County, shall receive an additional five percent increase, calculated
pursuant to subsection (B)(3).
3.
Longevity shall be applied to current base hourly rate published in the salary schedule plus
percentage-based special compensation identified in Section 3.12.020 of this code, as applicable. For
safety management, classified and unclassified, longevity shall be applied to base hourly rate plus
percentage-based special compensation identified in Section 3.12.020 or 3.12.030 of this code and flat
special compensation allowances for POST intermediate certificate, POST advanced certificate,
undercover assignment, and wellness, as applicable.
4.
Employees who separate from county service, but who reinstate at a future date will follow the
reinstatement provisions for eligibility for longevity pay; within two years maintains prior eligibility; two
years or more is treated as a new employee.
5.
Any form of overtime hours, extra help hours and time off without pay regardless of the reason
will not be included for purposes of eligibility for longevity.
6.
Once such longevity increase (longevity pay 1 and 2) has been provided to an employee, that
employee shall have no further right to a longevity increase. The longevity increase(s) will remain with
the employee regardless of any future position or classification changes.
C.
Elected Department Heads. Effective January 13, 2001, and continuing thereafter, elected
department heads shall be eligible at the beginning of the first full pay period of the seventh year in
office to receive a one-time five percent increase in their then current salary. This longevity pay shall be
calculated only on a cumulative basis with any other longevity pays earned under subsection A or B.
Longevity shall be applied to current base hourly rate published in the salary schedule plus percentagebased special compensation identified in Section 3.12.030 of this code and flat special compensation
allowances for POST intermediate certificate, POST advanced certificate, undercover assignment, and
wellness, as applicable. (Ord. 6072-B § 1, 2021; Ord. 6068-B § 1, 2021; Ord. 5992-B § 1, 2019; Ord.
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5740-B § 19, 2014; Ord. 5683-B § 50, 2012; Ord. 5627-B § 25, 2010; Ord. 5478-B (Attach. A), 2007;
Ord. 5309-B, 2004; Ord. 5058-B (Attach. 29), 2000; prior code § 14.3050)

3.12.080 Tahoe branch assignment premium.
Employees meeting the following criteria shall receive the following monthly additional
compensation:
A. Confidential, Management, and Unclassified Employees permanently assigned to a position
located in the North Lake Tahoe area and who reside within fifty (50) driving miles of the Placer County
Tahoe Administrative Center, located at 775 N. Lake Blvd in Tahoe City, will qualify for the Tahoe
Branch Assignment Premium.
1. Effective the first pay period following July 1, 2019, Tahoe Branch Assignment Premium shall be
eight hundred and seventy-five dollars ($875) per month.
2. Employees will be required to request the Tahoe Branch Assignment Premium and will need to
demonstrate and certify residency within the specified areas.
3. Employees will be required to notify Human Resources if they no longer reside in an area
qualifying for Tahoe Branch Assignment Premium.
4. Employees already receiving Tahoe Branch Assignment Premium at the time this ordinance is
effective will continue to receive the premium for the uninterrupted and continuous duration of the
employee’s position in the North Lake Tahoe area. If an employee no longer occupies a position in the
North Lake Tahoe area, but resumes a position in the North Lake Tahoe area after the adoption of this
agreement, the residency requirement of this section will apply to the employee upon re-occupying the
same or different position in the North Lake Tahoe area.
5. Residency under this section shall be determined in accordance with California Government
Code Section 244.
B. For employees represented by the Placer County Law Enforcement Management Association,
Tahoe Branch Assignment Premium Pay shall be as set forth in the Memorandum of Understanding
between the county and the PCLEMA.
C.
1.
2.

a.
b.
c.

For employees represented by the Placer County Deputy Sheriff’s AssociationPCDSA.
Tahoe Branch Assignment Premium Pay shall be as set forth in the Memorandum of
Understanding between the county and the PCDSA eight hundred seventy-five dollars
($875) per month.
Effective October 9, 2021, employees hired into or transferring into a position located in
the North Lake Tahoe area and who have a primary residence or rent a dwelling within
50 driving miles of the Placer County Sheriff’s Office Burton Creek substation will
qualify for the Tahoe Branch Assignment Premium.
Employees will be required to request Tahoe Branch Assignment Premium pay and will
need to demonstrate and certify residency or rental of a dwelling within the specified
areas.
Employees will be required to notify Human Resources if they no longer reside or rent a
dwelling in an area qualifying for Tahoe Branch Assignment Premium Pay.
Employees already receiving Tahoe Branch Assignment Premium Pay as of October 9,
2021 will continue to receive the premium for the uninterrupted and continuous duration
of the employee’s position in the North Lake Tahoe area, but if resuming a position in
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d.

the North Lake Tahoe area after said date, the residency requirement of this section will
apply to the employee upon re-occupying the same or different position in the North
Lake Tahoe area.
“Primary residence” shall be determined in accordance with the Government Code
Section 244.

D.
For employees represented by the Placer Public employees Organization, Tahoe Branch
Assignment Premium shall be as set forth in the Memorandum of Understanding between the county
and the PPEO. (Ord. 5986-B § 2, 2019; Ord. 5894-B § 6, 2017; Ord. 5885-B § 4, 2017; Ord. 5879-B §
9, 2017; Ord. 5835-B § 3, 2016; Ord. 5749-B § 2, 2014; Ord. 5747-B § 2, 2014; Ord. 5740-B § 20,
2014; Ord. 5531-B, 2008; Ord. 5478-B (Attach. A), 2007; Ord. 5443-B, 2007; Ord. 5442-B, 2007; Ord.
5309-B, 2004; Ord. 5058-B (Attach. 26), 2000; Ord. 5029-B (Attach. E), 2000; prior code § 14.3092)
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Before the Board of Supervisors
County of Placer, State of California
In the matter of: An ordinance implementing salary
and benefits adjustments for employees represented by
the Placer County Deputy Sheriffs’ Association.

Ordinance No.: ____________
Introduced: September 14, 2021

The following Ordinance was duly passed by the Board of Supervisors of the County of Placer
at a regular meeting held______________, by the following vote:
Ayes:
Noes:
Absent:

Signed and approved by me after its passage.
_______________________________
Chair, Board of Supervisors
Attest:
_______________________
Clerk of said Board
THE BOARD OF SUPERVISORS OF THE COUNTY OF PLACER, STATE OF CALIFORNIA,
DOES HEREBY ORDAIN AS FOLLOWS:
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Section 1. This ordinance implements salary adjustments for employees represented by
the Placer County Deputy Sheriff’s Association (PCDSA) as set forth in Exhibit A,
attached hereto and incorporated herein by reference.
Section 2. This ordinance shall be effective the first pay period following adoption unless
otherwise set forth in Exhibit A.
Section 3. That this ordinance is adopted as an un-codified ordinance.

Exhibit A: Compensation Adjustments for Employees Represented by Placer County
Deputy Sheriffs’ Association
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EXHIBIT A
SALARY ADJUSTMENTS
PCDSA represented employees shall receive general wage increases as follows:
•
•
•
•
•
•
•
•
•

Deputy Sheriff Trainee
Deputy Sheriff I
Assistant Deputy Sheriff I
Deputy Sheriff II
Chief Deputy Coroner
Sheriff’s Sergeant
Investigator – District Attorney
Investigator – Welfare Fraud/Child Support
Investigator – Welfare Fraud – Supervising

1.09%
1.09%
1.09%
1.09%
1.41%
1.41%
1.41%
1.41%
1.41%

HEALTH CARE
a. Effective January 1, 2022, the County shall pay up to 80% of the total premium for the PORAC
health plan offered by the County.
b. Employees who select a health plan with higher monthly premiums than the maximum monthly
premium paid by the county (Section a. above) shall pay the difference through payroll
deduction. Should employees select a health plan with lower monthly premiums than the
maximum monthly premium paid by the County, the County’s contribution shall be limited to the
cost of the selected plan premium.
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Before the Board of Supervisors
County of Placer, State of California
In the matter of:
Adopting the CalPERS Resolution to change the
Employer Paid Member Contributions for Placer
County
Deputy
Sheriffs’
Association
Miscellaneous Employees in Welfare Fraud
Investigator Classification Series.

Resolution No.: ____________

The following Resolution was duly passed by the Board of Supervisors of the County of
Placer at a regular meeting held September 14, 2021, by the following vote:

Ayes:
Noes:
Absent:
Signed and approved by me after its passage.
_______________________________
Chair, Board of Supervisors
Attest:
_______________________
Clerk of said Board
WHEREAS, the governing body of Placer County has the authority to implement
Government Code 20691; and
WHEREAS, the governing body of Placer County has a written labor policy or
agreement which specifically provides for the normal member contributions to be paid
by the employer; and
WHEREAS, one of the steps in the procedures to implement Section 20691 is the
adoption by the governing body of Placer County of a Resolution to commence said
Employer Paid Contributions (EPMC); and
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WHEREAS, the governing body of Placer County has identified the following conditions
for the purpose of its election to pay EPMC:
•

This benefit shall apply to all miscellaneous employees of the Placer County
Deputy Sheriffs’ Association in the Welfare Fraud Investigation classification
series.

•

This benefit shall consist of paying 4% of the normal member contribution as
EPMC for employees hired prior to January 1, 2011.

•

The effective date of this Resolution shall be September 25, 2021.

BE IT RESOLVED, by the Board of Supervisors, County of Placer, State of California,
that the governing body of Placer County elects to pay EPMC as set forth above.
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Before the Board of Supervisors
County of Placer, State of California
In the matter of:
Adopting the CalPERS Resolution to change the
Employer Paid Member Contributions for Placer
County Deputy Sheriffs’ Association Safety
Employees.

Resolution No.: ____________

The following Resolution was duly passed by the Board of Supervisors of the County of
Placer at a regular meeting held September 14, 2021, by the following vote:

Ayes:
Noes:
Absent:
Signed and approved by me after its passage.
_______________________________
Chair, Board of Supervisors
Attest:
_______________________
Clerk of said Board
WHEREAS, the governing body of Placer County has the authority to implement
Government Code Section 20691; and
WHEREAS, the governing body of Placer County has a written labor policy or
agreement which specifically provides for the normal member contributions to be paid
by the employer; and
WHEREAS, one of the steps in the procedures to implement Section 20691 is the
adoption by the governing body of Placer County of a Resolution to commence said
Employer Paid Member Contributions (EPMC); and
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WHEREAS, the governing body of Placer County has identified the following conditions
for the purpose of its election to pay EPMC:
•

This benefit shall apply to all employees of the Placer County Deputy Sheriffs’
Association covered by the CalPERS Safety Retirement Plan.

•

This benefit shall consist of paying 2.75% of the normal member contributions as
EPMC for employees hired prior to January 1, 2011.

•

The effective date of this Resolution shall be September 25, 2021

BE IT RESOLVED, by the Board of Supervisors, County of Placer, State of California
that the governing body of Placer County elects to pay EPMC as set forth above.
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