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Rankiqu of Employee Suggestions (Management & Confidential Combined)

Rank - -4 (MTO) -2 (72 hrs) 3 (Vol. -5% sal) - - 4 (-FH)- 5 (VTO) - 6 {4-10hr) - 7 (4 MDO-mgrs)
1 79 10 7 18 25 16 6
2 25 31 11 21 . 46 13 8
3 19 16 32 13 33 14 24
4 20 17 25 16 25 26 25
5 11 5 30 33 11 32 24
6 2 24 36 25 7 30 24
7 0 52 9 26 4 22 34
N/A 0 0 0 1 0 0 2
Category Description:
1 Mandatory Time Off (MTO)
2 Full Time to 72 hours Per Pay Period
3 Voluntary - Exchange 5% of Salary for Vacation Days
4 Reduce Floating Holiday Benefit
5 Voluntary Time Off Program
6 4-10 Hour Work Week
7 4 Management Days Off (unpaid)
COMMENTS RELATED TO EMPLOYEE SUBMITTED COST SAVING IDEAS
Mandatory Time Off (MTO) :
1.1 {My #1 ranked recommendatnon has already been |mplemented (MT@
1.2 |1 and 2 which mandate time off, have the potential to negatively impact our delivery schedule .
1.3 |One MTO day a month.
1.4 |#1 & 2 with a fixed set of days off for the entire county or #6 with 4 9-hour days are the most viable options.
1.5 [Mgmt is able to predict & schedule the time employees are at work.
1.6_|The time the county is closed would be regular & predictable for the public.

1.7

The closed county is a visible sign to the public that business is not as usual & there have been reductions taken.

1.8

Services required on county closure days: a) Psychiatric Emergency Services. b) Psychiatric Hith Facility (PHF) c) Rosewood 24
hr residential facility.

1.9

#1 needs to be quantified.

1.10

Use MTO option in combination with the other ideas on the list.

1.11

Mandatory time off with clinic closure will work best for ASOC.

1.12

Providing service credit accrual during MTO and/or VTO might provide greater incentive for employees to take or accept unpaid
ieave

1.13

The existing MTO program has been well received by my staff IF it actually does prevent lay-offs.

1.14

#1 seems to be becoming common practice and the public can see that we are making an effort to cut costs.

1.15 {#1 MTO: private sector is incurring similar pay reductions but largely without commensurate time off.
1.16 {MTO days, but no more than 5 off this year.

1.17

Our department business occurs during normal business hours.

1.18

All options other than 1 would resuit in additional OT.
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1.19

If looking at office closures - for specific dates i.e. adjacent to holidays, etc.

1.20

| hope MTO days taken over the winter holidays will be revisited as an option. Work is slow over the holidays, least impact on
services.

i21

The first go around of MTO was challenging.

1.22

MTO (with office closures) would be well recewed if offered durmg the holldays

Full Time to 72 hours Per Pay Period:

2.1

2 8 3 above would create a S|9n|f|cant fmanclal hardshlp

2.2

#2 1 don't think we can meet all our commitments in 72 hours per pay period.

2.3

72 Hours per pay period would make Placer County non-competitive with other Counties (from a recruitment standpoint).

2.4

#2 could be financially damaging to some.

2.5

#2 be problematic for some divisions transit workloads.

2.6

#2 work 72 hripay period is not a viable option for working in the PC PHLab.

2.7

The workload condensed into 72 hrs would be unmanageable.

28

#2 would be difficult UNLESS | eliminate the 9/80 flex scheduling.

2.9

All but #2 could be accommodated in the Agency's programs with sufficient notice.

2.10

#2 could negatively affect customer service.

211

#2 from the employees point of view we have some that would not be able to afford a 10% pay cut.

2.12

#2 - 10 % is too large of a cutback on employee salaries to sustain overtime,

2.13

Not sustainable for many people because of the financial hit.

2.14

72 hour pay periods we cannot pull, prepare & cover court calendars.

2.15

| also believe 72hr/pp is more likely to generate overtime payouts.

2.16

#7 coupled with #5 could be a good "phase 1" approach.

2.17

Proposal #2 could be augmented if it mirrors the State's 1st & 3rd Friday schedule.

2.18

if #2 were voluntary, | would put it among my highest ranking alternatives.

2.19

#2 - The workload condensed into 72 hours would be difficult to manage.

2.20

! think option 2 would place too great a burden on workers.

2.21

10% Reduction in pay is too drastic

Voluntary - Exchange 5% of Salary for Vacation Days

31

#3, 4, 5, 6, 7 is viable, but provides a limited amount of savmgs

3.2

3.3

#3 we are operating with minimal staff as it is and this would make matters worse.
Option 3 would present challenge us because most of our staff annually accrue three or more weeks of vacation.

3.4

3 could negatively affect customer service, since we would have to account for foss of staff during the additional days of
vacation they would be accruing/taking.

3.5

Options 3, 5 and 7 make it difficult to mana:ge coverage with a reduced work force.

Reduce Floating

Holiday Benefit .

4.1

Suggestions 4, 6 & 7 are mana&eable but in my opinion prowde mlmmal cost savmgs

4.2

Option 4 does not appear to have a substantial benefit to the County.

4.3

#4 payback doesn't seem sufficient to consider.

4.4

#4 Does not produce budget savings

4.5

Reduce Floating Holiday.




Voluntary Time Off Program

5.1

#5 since this is voluntaq |t would be verx hard to managg and could result in hlgher overtime usage

5.2

Voluntary time off on a very limited basis could augment other options in which the county closures are scheduled.

5.3

5-7 would potentially cause employees & the manager great financial hardships and could potentially cause valued employees to |-
leave

5.4

| don't believe that VTO can achieve predictable outcomes.

5.5

VTO that is not targeted to days and times would be very impactful to our resources.

5.6

Test VTO.

5.7

Implementation of a structured VTO program.

5.8

Voluntary time OffIFurIoulh (VTOLwould be the Ieast vuable until cross tramlrlg accompushed

4-10 Hour Work Week ..

6.1

4/10 work schedule would not result in a Iarge enou@ cost sav_gs

6.2

Employees may not be able to work a 4/10 schedule due to child care, etc.

6.3

Minimal utility savings by the 4 10 hr work week, not sufficient to offset a 20% reduction to public service,

6.4

4/10's would have the greatest negative impact on public access to museums.

6.5

The 10 hour days would be a hardship for 3 of my 4 employees.

6.6

The 10 hour day would cause a problem with time sensitive work and productivity issues.

6.7

it would be difficult to provide the current level of product / service if the department reduced to a 4 10 hr wk day per week.

The 10 hour work days can be extremely difficuit for those with long commutes.

6.9

| believe that Option 6 (4-10) will not be viable for many employees.

6.10

| do not believe the County would actually achieve full productivity if all employees are on a 4-10 schedule.

6.11

{ do not believe a 10 hour workday would serve the public interest.

6.12

Productivity is greatly reduced working a 10 hour day.

6.13

#6 not viable due to family commitments (childcare, etc.)

6.14

#6 could affect customer service. This could cause delays in service.

6.15

#6 would be difficult to require of the entire work force (& it provides no savings)

6.16

4/10 schedule might pose staffing coverage issues.

6.17

4 10 hours days not viable because counter property tax payments.

6.18

Rank #6 would allow for minimal savings and probably resultin reduced services as it is difficult for many employees to sustain
10 hr work day.

6.19

| believe that 2 added hours per day does not equal one 8 hr day due to fatigue and outside contacts.

6.20

Extremely difficult to manage projects in 4 days when the consuttant and contractor work 5 days/week.

6.21

Problem if office is closed every "Friday" because we are perpetually responsible to media.

6.22

impacts collection of property taxes, as well as legal requirements.

6.23

4 day work week would not be viable.

4 Management Days Off (unpaid)

7.1

Some of these suggestions target a group and do not apply equally to aII employees

7.2

#7 | am not in support of any option that singles out one group of employees to pay more than others.

7.3

Option 7 targets one group specifically, and could disenfranchise the middle and upper management statf of the County.

7.4

i would prefer to see salary cuts that impact everyone, not just one grp/deptitype of employee.

7.5

#7 is not viable, it singles out one group of employees to suffer the brunt of the impacts.

7.6

’h

#7 would be very difficult to administer.




Responses Relate to One or More Categories - -~ -

All

Scale house services need to be exempted.

All

Most of these items not work for transit and would require service modification.

All

Missing key L.T. staff on off days could impact support to Public Safety group.

All

Only options with guaranteed savings should be considered.

All

As the voluntary programs have unknown financial benefits, it would be better to have quantifiable, short term cuts.

All

Services required when more than 3 days are closed sequentially: a) Psychiatric Emergency Services b) Psychiatric Hith Facility.
¢) Rosewood Adult Crisis Response. d) Medication Refill

Al

1, 2, 3, 5, and 7 may have a negative impact with the Radio Service's Group

2 8 6 Closed 1 day per week is not viable because the court would not be closed.

1, 5 & 7 could be made to work on a limited basis if controlied.

1 & 5 Target buyouts w/VTO & MDO, with additional MTO later if necessary

2, 3, 6, 7 would have the most negative impact on our operations.

2 & 6 would degrade the ievel of service to taxpayers to an unacceptable level.

Best tools from a management and service delivery point are those that are schedulable, predictable, and sustainable.

Identify new business processes that might accommodate different assignments.

Is there a project the inmates can do to generate revenue for the County.

Reduced work week/month shouid be on the same day and time.

Whatever Cost Savings do not impact Retirement & Healthcare benefits.
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"NEW" MANAGEMENT SUBMITTED COST SAVING IDEAS (Sorted as Follows:)

I. Program or Process Aiready in Place; May Require Additional Emphasis
il. Ideas With Readily identiflable Savings ($ if estimated)
Ifi. Ideas That Need Further Cost Analysis / Information
IV. ldeas That Are Not Readily Computational
V. Ideas That Requiring A Public Vote

COLA or COLA related.

Reduced workweek.

MTO and related.

Vacation and Management leave related.
Benefit related adjustment.

Travel and related.

Revised Processes

Others

Tommpowy

I. Program or Process Already in Place; May Require Additional Emphasis -

Mandate that when used, all 411 information requests whether moblle-mmated be made throulh a free service,

1 |
2! | ]Analyze each mobile phone bill.
3| | [Work with mobile phone carriers.
4] | [Get rid of celli phones except for the peopie that really need them.
5] | |Reduce the number of County Cars.
6] | |Rent or lease out vacant Dewitt buildings
7] | |Evaluate actual costs for enterprise accounts.
8| 1 [|Eliminate new fleet vehicle purchase of cars with less than 30 mpg.
9] | |Evaluate all grant and subvention funding for possible increased revenue
10{ | |Evaluate ways of saving energy / expense in county buildings.
111 1 [Consider layoffs for programs/positions that do not have a sustainable workload.
12| 1 _[improve building efficiency.
13] | {Investin solar.
14] | |Consolidate cell phone accounts to save.doliars.
15] | _|Postpone large ticket acquisitions
16] | _|Nofood at meetings.

Il. Ideas With Readily Identifiable Savings ($ estlmated)

A. COLA or COLA related

17
18

5% across the board cut in salary’s would be better received by all staff ($6 million full year salary reduction / all funds / excludes DSA).

Roll back November 5% increase (estimated at $6 million / annualized salary savings all funds / excludes DSA).

18

20

Freeze all COLA's and merit increases through FY 09-10 (estimated at $7.9 million salary savings / all funds / exclude DSA)

Freeze in Step increases and a temporary 5% reduction in salary for all employees (estimated at salary savmgs of $9 million / all funds /
exclude DSA).




R

21

22

Negotiate to eliminate the GWI in November 2009 {estimated at $1.9 million for FY 09-10 / 7 months of savings).

5% salary "reduction” Countywide and defer any future COLA adjustments (estimated salary savings $8.5 million / all funds / excludes
DSA / assumes the 5% reduction is full year). N

23

Freeze wages (estimated salary savings of $7.9 million in FY 09-10 / all funds / exclude DSA).

Propose a voluntary decline, or delay of COLA (estimated at $740,000 for every 1% reduced / all funds).

24

B. Reduced WorkWeek - =~ ..

25

4-9 hour workdays per week for the county (10% / 72 hours per pay period / $10 million General Fund salary and roll up).

26

Reduce the payroll by 1 full day every pay period (72 hours per pay period / $10 million General Fund salary and roll up).

27

28

Propose a 5% pay cut by employees working 76 hour pay period ($6 million full year salary reduction / all funds / exclude DSA).
Elimli’nate the g?ﬁo program and place employees on 4-3's with a total office closure on either Monday or Friday. The 4-9's structured

between 7a-6p with either a 30 or 60 minute lunch (same as 72 hours per pay_periéd ! estimated $10 million General Fund salary and roll

29

4 day nine hour work week (same as 72 hours per pay period / $10 million General Fund full time salary & roll up cost savings).

30

Al staff work 74 hour pay periods (7.5% reduction / $7.5 million General Fund salary and roll up cost savings / fuil time only).

31

Reduce work week hours countywide (all employees) either 1/2 or 1 hour per work day (6.25 to 12.5% reduction is estimated at $7 to 14
million General Fund salary and roll up cost savings / used full time only).

32

Consider a 38 hour work week comprised of two 9 hour days and two 10 hr days (5% hour / wage reduction or $5 million General Fund
salary and roll up cost reduction).

33

Close every Friday to the Public and staff works every other (same as 72 hour pay period / estimated $10 million General Fund salary
and roll up cost savings).

C. MTO and related - -

34
35
36

37
38

MTO for 2 days / month (estimated at SSO0,000 ‘per day or $12 million for 24 déys)
One day of MTO per month (estimated at $500,000 per day or $6 million for 12 days).

Work furiough between Christmas & New Years (estimate of 4 days / $500,000 per day or $2 million for 4 days).
One MTO day per month (4 hours per pay period), resuiting to closure of 12 days / year (estimated at $500,000 per day or $6 million for

12 days).

Follow the State's lead of 2 Fridays MTO per month (estimated at $500,000 per day or $12 million for 24 days).

39

Allow use of "banked" leave to be applied to MTO (currently allow cash out of leave balance in keeping with County Code and MOU

40

12 MTO days / year that equates to a 5% reduction (estimated at $500,000 per day or $6 million for 12 days).

41

6 MTO days / year (estimated at $500,000 per day or $3 million for 6 days).

D. Vacation and Management ieave related

42

cntusmcamn

Have Management employees use 50% of their management leave time on payroll rather than cashing it out (estimated at $803,997 /all |
funds). '

43

Allow employees who use vacation at retirement on payroll to place it in their 457 and/or 401 (K) plans (benefit savings to the County of
32% of every doliar of vacation paid).

44

45

Management to use their management leave as time instead of cashing out ($1.6 million savings estimated).
ow cash out of no more than 507 of management Jeave balance / increase vacation leave cap so than remaining managementTeave

balance at the end of the year can be moved into the vacation account. This program would run for 2 years untit County’s financial
position improves, then would revert back to the current management leave platform. In‘year 3 a phased in plan would allow for
vacation cash out options. During the first 2 years, vacation balances would not be allowed to be cashed out (savings to the County in

excess of $1 million per year until cash out begins).




46

47

Allow management staff to convert management leave to vacation time (estimated zefo savings due to exchange of benefit/ both
benefits have a "cash out" provision / possible vacation liability increase at year end).

'Allow employees to accrue more than 520 hours of vacation before forced cash out (minimal, unknown savings / about 1% of _
employees currently have balances in excess of 500 hours).

48

Allow managers to roll over unused management leave into the next fiscal year and possibly the next (current year cash out obligation
is pushed out into future years / possible increased liability at year end / possible payout at a higher pay rate).

49

Allow voluntary donations of vacation time (rate variable depending on employee pay scale).

E. Benefit related adjustment . . .

- 54

50

Increase employee PERS Miscellaneous, Mahagemenﬁ Confidential contribution pickup from 1% to 2% (estimated $1.3mﬁ6n Tall
funds / excludes DSA). )

51

52

Suspending payments into the OPEB Trust Fund j$1snmillion this year for future retiree's benefits).
Eliminate the Salary Protection Program (estimated 26 week leave savings at $32,000 for 1 FT employee at $40 per hour).

53

Freezing OPEB contributions (FY 08-09 payroll charges were $13 million).

Stop the County's contribution to the 401 program (estimated at $116.686 all funds).

55

Temporarily suspend confidential pay differential of 2.5% (estimated at $91,276).

56

Delete/Remove Retiree's Dental Benefits ]

2

F. Travél andrelated - .- .

57

Conduct meetings by video conference (estimated at 55 cents per hile savings).

58

County libraries should stop paying couriers to have books delivered (estimated at $25,524 per year for 2 contracts).

59

Suspension of all non-mandatory travel and trainings (estimated at $400,000 to $600,000 per year).

60

61

| suggest doing away with mileage claims (estimated at $400,000+ per year).
educe the numbers of vehicles county staff are permitted to take home (estimated average annual cost per vehicle $11,400 excluding

acquisition).

62

Eliminate Auto Allowance benefit (estimated at $164,996).

63

10% reduction to take home cars and/or County Vehicle Pool (estimated per take home vehicle savings of $11,400 per year).

G. Revised Processes
H. Others )

64

65

Make all paychecks direct deposit (350 people get "checks" / stop producing advises $45,000 / employees can print on-line).

[Eliminate all extra-help (estimated at $3.6 million / does not inciude PS / would need to offset savings with new FT employee costs to
maintain the same level of service).

66

Eliminate the Service Award Program (estimated at $57,000).

67

Reduce all county phones to the minimal 8 button set (no cost savings as the County currently owns the phones; would incur an
additional cost to buy new phones to standardize to 8 buttons countywide).

68

Implement a total hiring freeze now (unknown savings as some positions would need to be replaced or filled / estimate at $85,000 per
non HHS or sworn position).

69

Discontinue part time employment/extra help and overtime (estimated at $5-6 million / estimate does not inciude Public Safety OT/
would need to offset savings with new FT employee costs to maintain the same level of service).

70

71

Ask employees to voluntarily take one step back on the pay scale (5% reduction or $6 million full year salary reduction 7 ail funds /

exclude DSA). -

'HHS charge for the free fiu shots (vaccine is free to Co‘unties T normally charge $20 fee for staff time / regular staff were redirected /
|goal was to protect more of the public than would have otherwise reached).

72

Reduce number of paid holidays for certain holidays (estimated at $500,000+ per day).

7




73

Eliminate all memberships (estimated at $400,000 for the County Budget).

74

No helicopters (estimated $660,000 annual operating cost, $1.7 million acquisition cost, and $1+ million one-time expenses).

75

76

Eliminate revenue sharnngLﬂ)O 000).

Stop ali furnishing and equipment purchases (FY 08-09 County Budget has a $4.4 million unobligated fixed asset budget for purchases

in excess of $5,000).

77

IR Hazmat physicals should be conducted at the Tahoe Clinic.

78

A county holiday that is not paid (estimated at $500,000+ per day).

79

Eliminate the floating holiday; no costs savings but a good faith showing (estimated at a small savings / not material).

80

Stop the natural gas to the statue in the front (sav;gs minimal)

0. ldeas That Need Further Cost Analysis / Informatlon '

“A.” COLA or COLA related .

81

Identify hours / wage reduction that can be |mglemented wnthout affectmg retlrement beneflts

82

Provide a "pledge” opportunity for employees to donate their GWI to the Counthlmllar to the United Way donations.

B. Reduced Work Week

83

Use of a 4-9 hr days with every Friday off, combmatlon of MTO days and limited avallabnhty of voluntary time off.

84

Encourage job sharing.

85

Offer employees the option to reduce their hours from FT to PT.

86

All employees participate in pay reduction or days off.
C. MTO and related : ‘

D. Vacation and Management leave related

87

Do not budget for management leave as "cash out”

88

Change Admin Rules to state mileage will be paid once the round-trip commute is subtracted out.

89

First a voluntary work furlough combined with 4 10-hour work days, then MTO if savings goal not reached.
E. Benefit related adjustment o

90

Employee buyout similar to City of Sacramento buyout (see Frequently Asked Questions Sheet)

91

Consider using the CalPers Service Credit Layoff provision (see Frequently Asked Questions Sheet).

92

Offer incentives for separation from employment.

93

Cash buyouts regardless of years of service.

94

Increase the employees share of benefit costs.

95

Offer buyouts and incentives to retire.

96

Decrease retiree benefits.

97

Adding an incentive for folks to retire.

98

Employees pay a larger portion of our heaith care premiums or PERS contributions.

99

Offer 1 or 2 years of PERS Service Credit to retire now.

100

Offer all employees who are eligible to retire one week of salary for every year worked.

101

Consider the option of a selective cash buyout.

102

Discontinue sick leave pay out & PERS credit conversion,

103

Evaluate and review sick ieave change to PTO.

104

Don't pay insurance for employees that retired after short tenures.

L

105

Evaluate changes to retirement and heaith benefits for new employees.
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106

107

Review "surgical” golden handshakes/retirement incentives.
Decrease the county share for vision insurance.

108

Decrease the county share for dental insurance.

109

Discontinue county pay with SDI integration (administrative savings possible).

110

Discontinue county pay with PFL integration (administrative savings possible).

111

Discontinue county pay with WC integration (administrative savings possible).

112

Discontinue additional pay such as weliness pay, etc (various / wellness is 5% of salary on "specific classifications).

113

Eliminate regular use/scheduled use of overtime.

114

Target a plan to incentivize EE’s to consider retiring before July 1.

115

Cease county pays in health premiums on behalf of employees on a leave of absence.

116

Early retirement incentives.

117

Offer additional service credit for voluntary non-pald days worked.

F. Travel and related .

118

Expand the use of fleet vehicies.

119

Assess the need for County cars that are "assigned" to rank and file employees.

120

Less use of personal vehicles.

121

Implement vehicle tracking via GPS.

122

Promote/support employee use Public Transit

G. Revised Processes

123

implement a countywide ink and toner cartridge reclclmg_p_rg_gram

124

Utilize laser printers (2 cents/page) vs ink jet (10 cents/page).

125

Use only shared network laser printers or printing to the network copiers.

126

Contract with outside landscape firms for routine grounds maintenance.

127

internai control weakness in the review of credit card statements.

128

Lower the mileage reimbursement rate.

129

Reduce confidential pay to only those critical Iabor negotiation positions.

130

Setup accounts payable with credit cards to pay bills.

131

Look at inmate hith, dental, psychiatric, and other types.of care.

132

Do not replace HP printers (or faxes) & use the services of the Toshiba multi-function copiers.

133

Send large copy jobs to Quick Copy.

134

Use permit mail rather than using full rate first class mail.

135

Evaluate and possibly offer contract services to other agencies.

136

Eliminate the use of consultants when equivalent services are available from other County Departments.

137

Approve a photo reproduction fee and possibly a research fee at the Archives & Research Center.

138

Contract out routine maintenance activities.

139

Review interoffice mail costs associated with the Library's service.

140

Evaiuate bi-lingual pay.

141

Require departments to use flex time rather than faymg overtime,

142

Review the number of Bailiffs required to be stationed at the courts.

143

144

Encourage departments to lease hosted servers through the {T Hosted Service Model.
Increase permit/license fees. .

145

increase bus fares.
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Redirect responsibility for prosecuting low level back to cities.

Develop consistent practices for the ordering of toxicology tests.

Reduce staffing by combining similar functions.

Return to a receipt only reimbursement policy.

Eliminate contract services that can be reintroduced into our workforce and performed by existing county staff.

Combine network accounts.

Eliminate regular use / scheduled use of overtime.

Change policy on development security deposits.

Offer Communication stipend and eliminate all County Ceil Phones & Blackberries (unknown savings / public information).

Coordinate field inspections.

Opportunity to reshape County Government

Restructure the existing budget process.

Right sizing each department based upon revenue

Consider outsourcing some county services most cost effective if performed by contractors.

Post documents on the Placer County Internet Website as opposed to printing.

Reduce redundant job functions.

Make processes more efficient.

Use local businesses

Closer monitoring of color copies

Emphasize safety in order to avoid costs.

Mandatory County-wide recycling

H.%“Other

H4iretlai'dd6‘ff public safety officers from the cities to lower OT costs.

Telecommute

1 would like to suggest some type of a cafeteria plan of the top 3 or 4 suggestions.

Suspend all major Public Works projects

Suspend all Facilities projects.

Consider cancelling or delaying projects that are not immediately mission essential.

Curtail or back burner some of the projects or acquisitions.

Major purchases or projects could be postponed.

5| The cost savings will be greater by laying off immediately

Sell excess County equipment.

tal, :

Each dept analyze their operational structure with the goal of right sizing.

If we don't have enough work for employees - | don't know how or why we could/should avoid layoffs!

Use fees should be raised to meet market standards.

Hire Extra Help workers; less cost, more public benefit.

Combine Library & Museums into one dept.

9/80 schedule concept (voluntary) where every other Friday is unpaid.

Voluntary transfers or demotions.

10




186 Countywide travel freeze.

187]Lower the per diem amount for meals.

4188|Eliminate OT paid or Comp time earned convert to years of service instead.

189{Job sharing whereby two staff share one position, salary and benefits,

190{Operation consolidation by aligning similar functions, reducing administration.

191 County could sell its surplus items (a huge garage sale) - if aliowed by law.

192|Tighter controls on supply ordering.

193|Manage payroll compliance issues better.

194|Reduce county use of retirees in Extra Help capacity. Hire back retirees at Step 1.

195{Have offices go on standard shifts, for example 8a-5p.

196{Consolidate offices & office space.

197{Eliminate appropriation barriers and consider empl loyees under one PC employer.

198!Implement permanent seasonal employment.

199]Audit of all departments payroll processing.

200|Shift employees between depts to handle workload if necessary.

[My #1 suggestion therefore is to lay off people in depts. and divisions where they are no longer needed or where funding does not
201]exist.

202|Eliminate budget printings or report printings (encourage on-line usage)

203|Explore pooling employees in certain classifications.

204{implementation of on line training.

205]Allow Sabbaticals.

206 |Eliminate 9/80 work schedules Countywide to eliminate public confusion on hours.

207|Sell surplus property.

208|Sale/lease back of facilities

209|Rebid exnstlnlcontracts

210}internal version of Craig's List on the intranet for County Surplus.

211{Set up ride sharing link on the intranet for events, trainings, meetings, etc.

212|Review trust funds for escheatment.

213|Emphasize safety in order to avoid costs.

214{Mandatory County-wide recycling

215{County residents would apply to work in a volunteer capacity.
V. Ildeas That Require A Public Vote

216]Increase sales tax

a2
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CalPERS Two Years Additional Service Credit
Frequently Asked Questions

What is the CalPERS Two Years Additional Service Credit?

An employer may amend its CalPERS contract to offer two years of additional service credit if the
governing body (the Board of Supervisors) certifies the following;

1. ltis offering the option to employees due to mandatory transfers, layoffs and/or demotions, and

that these actions impact at least 1 percent of the job classification, department, or organizational
unit; and

2. Any vacancies created by retirements under this section, or at least one vacancy in any position,

shall remain permanently unfilled resulting in an overall workforce reduction in the department or
organizational unit; and

3. That it has disclosed the additional employer costs, contribution rate and funding of the employer
contributions that result from this action at a public Board meeting.

Who is eligible for the two years of additional service credit? _
An active employee with at least 5 years of CalPERS service credit and age 50 or older is eligible.

How many eligible employees are there?
If approved today, Placer County has approximately 780 employees that would be eligible.

How is the two years of additional service credit applied?
The Board of Supervisors identifies the following: ,

1. It further defines employee eligibility by a spemﬁed jOb classmcatlon department, or other
organizational unit; and -

2. It designates a time frame for employees to elect this benefit of at least 90 days but not more than
more than 180 days in length.

The benefit cannot be provided on the basis of employee organization or non-represented groups.

What is the cost of the two years of additional service credit?

The cost of the service credit is based upon the eligible employees’ age, anticipated life expectancy,
annual pay rate, and a 2% CalPERS Cost of Living factor. This benefit is paid by the County as an
added cost to the “employer rate” over time. Additionally, offering this benefit typically increases the
number of retirements in excess of what is included in the CalPERS assumptions, resulting in an
additional impact to the employer rate. It should be noted that the current market fluctuations will more
than likely result in increased CalPERS employer rates in future fiscal years.

Sample:
NUMBER OF ELIGIBLE | COST OF 2 YEARS
ORGANIZATIONAL UNIT EMPLOYEES SERVICE CREDIT
By Department 11 $502,435
By Specific Class 8 $371,5625

101



BUDGET USE OF PLACER COUNTY RESERVES

To promote financial stability and long-term planning and to direct the County Executive
Office in the development and management of the County Budget, the Board has adopted
policies for budgeting that include revenues, expenditures, and reserves. Placer County
operating fund reserves for FY 2008-09 are $90.6 million for all county operating funds.

Of this amount, $23.9 million are special fund reserves. Special fund reserves are required

to be spent within their existing funds; these funds cannot be transferred to the General
Fund for other purposes.

The remaining $66.8 million are General Fund reserves. Of this amount:

e $38 million are designated for Capital Reserves (for projects such as the Rocklin
and Colfax Libraries, the West Placer Animal Shelter, the South Placer Adult
Detention Center, the Burton Creek Sheriff Office replacement, and the Tahoe Land
Use Office Project);

e $4.9 milion are designated for required reserves (such.as advances receivable,
and inventory reserves); and

e $23.9 million are general purpose in nature.

The last category of reserves is used by the County to address natural, fiscal, or other
emergencies that may arise in the course of a given year. This funding is also part of the
county's cash management program whereby the county retains enough funds in reserves
to ensure that it can pay for current operations while awaiting delays in state funding
reimbursement, and thus can avoid the need to borrow funds and incur interest charges.

Over the past several decades, consistent with sound financial practices and within the
framework of the Finance and Budget Policies adopted by the Board, Placer County has
diligently built up its General Fund reserve levels for emergencies and unexpected
shortfalls that can arise due to circumstances beyond the county’s control.

During these challenging budget times, there is opportunity that warmants the use of
General Fund reserves, and staff recommended that $1.7 million of these reserves be
utilized as part of the solution to the current year budget shortfall. However it is important to
note that the use of these funds to close the budget gap resulted in a short term fix and that
the budget imbalance addressed with the reserves will likely continue into the next fiscal
year and grow. It is also likely that reserves will need to be used to close future budget
shortfalls over the next several fiscal cycles.
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