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MEMORANDUM OF UNDERSTANDING 

MID-MANAGEMENT AND NON-MANAGEMENT 
FULL-TIME EMPLOYEES 

FISCAL YEAR JULY 1, 2015 — JUNE 30, 2018 
 

PREAMBLE 
 

This Memorandum of Understanding is entered into with reference to the following facts: 
 

A. Representatives of Management for the City of Commerce (hereafter “City”) and 
representatives of the City of Commerce Employees Association (hereafter 
“Association”) have met on a number of occasions and have conferred in good 
faith, exchanging proposals concerning wages, hours, fringe benefits and other 
terms and conditions of employment of employee-members represented by the 
Association. 

 

B. The management representatives and the representatives of the Association have 
reached an understanding as to certain recommendations to be made to the City 
Council for the City of Commerce and have agreed that the parties hereto will 
jointly urge said Council to adopt one or more resolutions which will provide for the 
changes in wages, hours, fringe benefits and other terms and conditions of 
employment contained in these joint recommendations. 

 

NOW THEREFORE, the City and Association representatives agree as follows: 
 

The parties hereto shall jointly recommend to the City Council of the City of Commerce 
that one or more salary resolutions be adopted effectuating the following changes in 
salaries, fringe benefits and other terms of employment for the classifications   
represented by the Association. 

 

ARTICLE 1 UNION 
SECURITY 

Section 1.  Recognition. 

(a) In accordance with the Meyers-Milias-Brown Act [Government Code 
Section 3500, et seq.] and the Employer-Employee Resolution, the City of 
Commerce recognizes the City of Commerce Employees Association as the 
exclusive representatives of all employees in the full-time non-management 
employees unit and the mid-management employees unit. 

The parties agree that the following positions shall be removed from the 
bargaining units represented by CCEA: 

 Human Resources Analyst 

 Senior Human Resources Analyst 

Administrative Assistant in Human Resources 
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Senior Office Specialist in Human Resources 

Accounting Technician II (Payroll) 

(b) "Confidential employees," as defined in City Council Resolution Number 97-
40 and identified below, shall be excluded from holding union office or 
acting in any official capacity related to the representation of the full-time 
non-management and mid-management employees. 
 
Executive Assistant to the City Administrator  
Office Specialist in Administration 
Senior Management Analyst in Administration 
Public Information Officer  
Administrative Assistant 

 

(c) The Association recognizes the City Administrator as the exclusive 
representative for the City for purposes of entering into this Memorandum 
of Understanding, subject to the City Council's prior adoption of the 
Memorandum of Understanding. 

ARTICLE II 
CITY RIGHTS 

Section 1.  Exclusive Rights and Authority. 

In order to ensure that the City is able to carry out its functions and responsibilities 
imposed by law, the City has and will retain the exclusive right to manage and 
direct the performance of City services and the work force performing such 
services, subject to certain limitations contained elsewhere in this Memorandum of 
Understanding. Therefore, the following matters shall not be subject to the meet 
and confer process, but shall be within the exclusive authority of the City. The 
consideration of the merits, necessity, or organization of any service activity 
conducted by the City shall include, but not be limited to the City's right to: 
 
(a) Determine issues of public policy; 
 
(b) Determine the mission of its constituents, departments, commissions and 

boards; 
 

(c) Determine and change the facilities, methods, technology, means, and 
organized structure pursuant to which the City operations are to be 
conducted; 

 
(d) Set standards and levels of service, and to expand or diminish services; 
 
(e) Determine and change the number of locations, relocations, and types of 

operations, and the processes and materials to be employed in carrying out 
all City functions, including but not limited to the right to contract for or 
subcontract for any reason any work or operations of the City, subject to 
"Article X, Section 2" of this Memorandum of Understanding; 
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(f) Determine size and composition of the work force, and allocate and assign 
work to employees in accordance with requirements as determined by the 
City; 

 
(g) Determine the content and intent of job classifications, to develop new job 

classifications, and determine appropriate levels of compensation; 
 
(h) Appoint, transfer, promote, demote and lay-off employees for lack of work 

or other appropriate reasons; 
 

(i) Discharge, suspend, demote, reprimand, withhold salary increases and 
benefits, or otherwise discipline employees in accordance with applicable 
policies and laws; 

 
(j) Determine policies, procedures and standards for selection, training and 

promotion of employees; 
 
(k) Assign work to and schedule employees in accordance with requirements 

as determined by the City, and to establish and change work schedules 
and assignment upon reasonable notice; 

 
(l) Direct its employees; 

 
(m) Establish and enforce employee dress and grooming standards, and to 

determine the style and/or types of City-issued wearing apparel, equipment 
or technology to be used; 

 
(n) Determine the methods, means, numbers and kinds of personnel by which 

government operations are to be conducted; 
 

(o) Establish employee performance standards, including but not limited to 
quality and quantity criteria, and to require compliance therewith; 

 
(p) Maintain the efficiency of governmental operations; 
 
(q) Exercise complete control and discretion over the organization and the 

technology of performing City work and services; 
 

(r) Determine any and all necessary actions to carry out its missions in 
emergencies. 

 
The Association recognizes that the City has and will continue to retain, whether 
exercised or not, the unilateral and exclusive right to operate, administer and 
manage its municipal services and work force performing those services in all 
respects, subject to this Memorandum of Understanding. 

Section  2.  Grievance on Impacts. 

The exclusive decision-making authority of the City Council on matters involving City 
rights and authority shall not be in any way, directly or indirectly, subject to the grievance 
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procedure set forth in this Memorandum of Understanding. The employee may only 
grieve the impact of the exercise of exclusive City rights and authority that directly relate 
to matters within the scope of representation. 

ARTICLE III  

COMPENSATION 
 

Section 1.  Class A/B License 
 

For employees whose position requires possession of a valid Class “A” or “B” 
driver’s license: 

 
1. The City shall provide access to the City’s medical facility and pay for the 

required physical examinations necessary to secure appropriate licenses. 
 

2. Employees shall be compensated for their actual time spent at the City’s 
medical facility for examinations required for renewal when scheduled by 
their department.  The Department will schedule the medical exam sixty 
(60) days prior to expiration of the employee’s license.   

 
3. The City shall reimburse all employees up to $39.00 for the cost to obtain 

and/or renew their Class A or B License. 
 

4. The City will provide a $50 monthly stipend for up to two (2) employees, in 
the month they are required to move the Showmobile.  If there are not two 
employees who are willing to perform this duty, the City shall contract for 
this service. 

Section 2. Median Pay 

 
A 5% premium pay shall be given to Park Maintenance employees when assigned 
to perform median maintenance work based on actual hours worked.  A 5.0% 
premium pay shall be given to a Park Maintenance employees when assigned to 
median maintenance assignments.  
 
Section 3.  Merit Increase 
 
Upon initial appointment to any position in a job class, full-time employees shall be 
placed at the minimum or first step of a salary range for that job class.  A 
department director may, as authorized by the City Administrator, appoint at a 
higher step in the salary range when in accordance with the Personnel Policies 
and Procedures, Salary Plan. 

 
Merit Increase: 

 
Full-time employees shall be advanced within their respective compensation 
ranges in accordance with the following schedule and pursuant to the City of 
Commerce Personnel Policies and Procedures and any exceptions therein: 
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Step 2 - At the completion of six (6) months of satisfactory service in Step I. 
 
Step 3 – At the completion of one (1) year of satisfactory service in Step 2. 
 
Step 4 – At the completion of one (1) year of satisfactory service in Step 3. 
 
Step 5 – At the completion of one (1) year of satisfactory service in Step 4. 

 
Special Merit Increases:  

 
When an employee demonstrates exceptional ability and proficiency beyond the 
call of duty, such employee may, upon recommendation of the Department 
Director, concurrence of the Director of Human Resources, and approval of the 
City Administrator, be awarded one step higher within the salary range for his/her 
job class upon completion of one (1) year length of service in the position. 

 
Please refer to the City of Commerce Personnel Policies and Procedures, Salary 
Plan Administration for further guidelines and policy.  
 
Section 4.   Overtime 
 
Employees will be paid overtime at time and a half for all productive time worked 
over forty (40) hours in a single workweek.   Holidays (including flex holidays and 
birthdays) not actually worked will count as time worked for the purpose of 
computing overtime.  All other paid leave does not count as time worked for the 
purpose of computing overtime.   

 
 Except for Camp Commerce employees, double time is paid for hours worked 

over twelve productive hours (including paid breaks) in a single day or for hours 
worked on the seventh consecutive day of work in the seven day workweek.  

 
 Section 5.  Wage Increases 
 
 Effective July 1, 2015, all employees represented by the Association shall receive 

a wage increase of 4.9%. (2.4% of this increase is offset by a negotiated 
employee contribution to retirement - See Article V, Section 11). 

 
 Effective July 1, 2016, all employees represented by the Association shall receive 

a wage increase of 2.5%.  
 
 Effective July 1, 2017, all employees represented by the Association shall receive 

a wage increase of 2%. 
  

Section 6.  Premium Pay 
 

City Policy II-3, Salary Plan Administration, shall be amended to limit Premium 
Pay to 24 months (Policy Attached). 

 
 
 



6 

 

Section 7.  Urban Search and Rescue (USAR) Stipend 
 

Effective upon implementation of this MOU, the monthly USAR stipend will be 
increased to $75 per member.  

 
  

ARTICLE IV 
UNIFORM ALLOWANCE 
 
 Section 1.   Uniforms 
 
 Should the City require employees to wear a specific uniform, it shall be financially 

responsible to cover the cost of such uniforms.  Uniform replacement shall be 
governed by specific departmental policies and practices. 

 
 Section 2.  Safety Footwear 
 
 Effective the first pay period after Union ratification and Council adoption of this 

MOU, the City shall provide reimbursement not to exceed $165 per fiscal year for 
employees required by City safety regulations to wear safety footwear to work in 
each year the employee, in fact, purchases and utilizes such footwear at work.   

 
Effective July 1, 2017, the reimbursement amount will increase to $175.  Please 
refer to City of Commerce Personnel Policies and Procedures, Work Uniforms for 
Employees, for specific terms and policy. 

 

ARTICLE V  

BENEFITS  

 
The City's current Personnel Policies and Procedures shall govern the extent to 
which insurance benefits are given and maintained. The City agrees to meet and 
confer with the Association prior to any final decision by the City to reduce any 
current benefits during the term of this Memorandum of Understanding. 

As a product of the year 2015-2018 meet-and-confer process, the City and the 
Association have agreed to the following City benefit programs: 
 
Section 1.  Employee Medical Health Plan Benefits.  

 
During the term of this MOU, the City’s contribution to the Cafeteria Plan 
(Premium Only Plan) shall be the premium rates for “Other Southern California” as 
published by CALPERS for the designated health insurance plans.  In no event 
shall the City’s contribution under the City’s Cafeteria plan exceed the  rates for 
the applicable eligible benefit categories (i.e. single, two party, family) established 
in the “Other Southern California” Blue Shield Access+ health rates which shall 
include the PEMCHA minimum contribution. 

 

This section does not change the provisions of City Policy III-I, Health and 
Hospitalization Insurance Plan.  To the extent that any changes are to be made to 
the Employee Medical Health Plan Benefits, the parties shall be required to 
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comply with the requirements of the Meyers-Milias Brown Act (Government Code 
Section 3500 et.seq.) and any other applicable state or federal law. 

Section 2.  Dental Plan.  

The City shall maintain current dental insurance coverage and pay any increase 
that may occur during the term of this agreement.  (See Appendix A for summary 
of benefits)  

Section 3.  Vision Plan.  

The City's vision plan shall remain at the current benefit levels. (See Appendix 
B) 
 
Section 4.  Deferred Compensation.  

 
1. The City shall contribute $25.00 per pay period to employee deferred 

compensation plan whether or not employee contributes to the plan. 
 

2. The City shall match employee deferred compensation contributions, in an 
amount not to exceed 3% of the employee gross salary contribution 
per pay period.  For example, if an employee contributes 1% of gross 
salary to the plan, the City shall contribute an amount equal to 1% of gross 
salary.  If the employee contributes more than 3% of the employee’s gross 
salary per pay period, the City shall pay an additional contribution equal to 
5% of that part of the employee’s contribution that exceeds 3% of the 
employee’s gross salary per pay period.   

 
3. Effective Date – These deferred compensation provisions shall be 

effective commencing with the first payroll period of July 2008.  
 

4. Compliance with State and Federal Regulations – The parties agree and 
acknowledge that a variety of State and Federal statutes and regulations 
govern participation in deferred compensation plans.  If any of these 
Memorandum of Understanding provisions conflict with any State or 
Federal statues or regulations, the State and Federal statutes and 
regulations shall take precedence and shall be complied with.  The 
Association and the full-time employees waive any claims they may have 
against the City in the event of such a conflict. 

 
5. Exclusions – The 3% City contribution described above shall apply only to 

employee gross salary deferred compensation contributions made during 
each payroll period.  The 3% City contribution shall not be provided for any 
employee deferred compensation contributions that are made as a result of 
a “buy back” as that term is defined by Internal Revenue Service Code or 
regulations. Additionally, the 3% City contribution shall not be applied to 
any employee deferred compensation contributions that are made as a 
result of converting any type of leave balance to deferred compensation.  
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Section 5.  City Retirement Gift.  

An employee must have five years of full-time service in order to qualify for a City 
retirement gift.  The City retirement gifts are as follows:  

 
  5 years, but less than 10 years $500.00 
10 years, but less than 14 years $750.00  

 14 years, but less than 16 years $800.00 
 16 years, but less than 17 years $850.00 

 17 years, but less than 18 years $900.00 
 18 years, but less than 20 years  $950.00 
 20 years or more                                   $1,000.00 

 
 
Section 6.   Computer Purchase Program.  

 
The City's interest-free computer loan program has an amount of $30,000, 
available in the loan pool. See the Employee Computer Purchase Assistance 
Program in the City's Personnel Policies & procedures Manual. 
 
 
Section 7. Longevity Stipend for Employees hired before July 1, 2011 

retiring on or before December 31, 2011 
 
The City shall make a longevity stipend available to an employee who was hired 
before July 1, 2011 and who retires from the City of Commerce on or before 
December 31, 2011. The longevity stipend shall be deposited on a monthly basis 
into the retiree’s Retiree Healthcare Reimbursement Plan (Retiree HRA Plan). 
 
The City’s monthly longevity stipend to the Retiree HRA Plan shall be the 
difference between the premium cost of coverage for the retiree and/or eligible 
dependents (when applicable) minus the PEMHCA minimum contribution.  The 
longevity stipend shall be based on the cost of coverage for retiree and/or eligible 
dependents under the medical plans sponsored by PEMCHA.   The stipend shall 
be based on the tier of coverage (i.e. single, plus one or family) and actual plan 
cost. 
 
Section 8.  Longevity Stipend for Employees hired before July 1, 2011 
 
The City shall make a longevity stipend available to an employee who was hired 
before July 1, 2011 and who retires from the City of Commerce as described in 
this Section.  The City shall make a longevity stipend payment on a monthly basis 
to the retiree’s Retiree Healthcare Reimbursement Plan (Retiree HRA Plan). 
 
The City’s monthly longevity stipend to the Retiree HRA Plan shall be the 
difference between the premium cost of coverage for the retiree and/or eligible 
dependents (when applicable) minus the PEMHCA minimum contribution.  From 
the effective date of this Agreement until December 31, 2014, the City’s total 
longevity stipend payment shall not exceed  $1,674.22 for employees who retire 
after December 31, 2011.  Effective January 1, 2015, the City’s total longevity 
stipend payment shall not exceed the premium rate for the “Other Southern 
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California Region” Blue Shield Access+ health rates which shall include the 
PEMHCA minimum contribution for each eligible category (single, Plus One, 
Family) of the Blue Shield Access+ Plan that is in effect on January 1, 2015. 

 
This Section does not change the provisions of City Policy III-I, Health and 
Hospitalization Insurance Plan.  To the extent that any changes are to be made to 
the Longevity Stipend, the parties shall be required to comply with the 
requirements of the Meyers-Milias Brown Act (Government. Code Section 3500 
et.seq.) and any other applicable state or federal law. 
 
Section 9.  Longevity Stipend for Employees hired on/after July 1, 2011. 
 
Employees hired by the City on or after July 1, 2011 and who meet the eligibility 
requirements for retiree health insurance are eligible to continue in the City’s 
group health insurance program.  The City’s maximum contribution towards retiree 
coverage under this subsection, shall be the PEMHCA minimum contribution as 
determined by CalPERS on an annual basis.  Employees who meet the criteria 
described below shall be eligible to receive a longevity stipend upon retirement 
from the City’s employment.  The longevity stipend payment shall be deposited on 
a monthly basis into the retiree’s Healthcare Reimbursement Plan (Retiree HRA 
Plan).  From the effective date of this Agreement to December 31, 2014, the 
longevity stipend shall not exceed the amounts described below, which shall 
include the PEMHCA minimum contribution and shall be based on the cost of 
coverage for retiree plus spouse coverage under the medical plans sponsored by 
PEMHCA.  The stipend shall be based on the tier of coverage (i.e. single or two-
party) and actual plan cost. Effective January 1, 2015, the maximum City total 
longevity stipend payment (for the 15 years and above of full-time City Service) 
shall not exceed the premium rate for the “Other Southern California Region” Blue 
Shield Access+ health rates which shall include the PEMCHA minimum 
contribution for each eligible category (single, Plus One) of the Blue Shield Access 
+ Plan that is in effect on January 1, 2015. 
 

≥ 5 years of full-time City Service 50% + additional 5.0% for each 

additional year of City service 
above 5 years (e.g., 10 yrs = 75% 
or $965.89) 

  
15 years and above of full-time City Service    $1,287.86(100%) 

 

Effective January 1, 2015, the maximum City total longevity stipend payment (for 
the 15 years and above of full-time City Service) shall not exceed the premium 
rate for the “Other Southern California Region” Blue Shield Access+ health rates 
which shall include the PEMCHA minimum contribution for each eligible category 
(single, Plus One) of the Blue Shield Access + Plan that is in effect on January 1, 
2015. 
 
This Section does not change the provisions of City Policy III-I, Health and 
Hospitalization Insurance Plan.  To the extent that any changes are to be made to 
the Longevity Stipend for Future Employees, the parties shall be required to 
comply with the requirements of the Meyers-Milias Brown Act (Government. Code 
Section 3500 et.seq.) and any other applicable state or federal law. 
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The City will retain the services of an actuarial to study the cost of CCEA’s 
proposal regarding changing the eligibility schedule for the longevity stipend for 
retiree health benefits for part-timers who become full-time employees.  The 
parties will agree to the scope of the actuarial study no later than September 1, 
2015.  The City and CCEA shall reopen bargaining regarding this topic only in 
January 2016.  

 
 
Section 10:  Medicare Reimbursement 
 
The City will reimburse retirees the Standard Medicare Premium Part B (medical 
insurance) for retiree and his/her spouse or domestic partner.  The City shall 
continue reimbursement of these premiums to the spouse or domestic partner of 
the retiree after the death of the retiree. 
 
 
Section 11:   Retirement 

 
 

a) EMPLOYEES HIRED BEFORE JANUARY 1, 2013 OR 

EMPLOYEES HIRED AFTER JANUARY 1, 2013 AND 

CONSIDERED TO BE A “CLASSIC” EMPLOYEE 

The City contracts with the State of California Public Employees 

Retirement System (CalPERS) for the classifications covered by this 

Agreement.  The plan shall include the following options: 

1. Miscellaneous Employees - 2% @ 55 retirement formula 

(Government Code §21354);  

2. Single highest year final compensation (Government Code 

§20042);  

3. Post Retirement Survivor Allowance (Government Code 

§21624/21626); 

4. Credit for Unused Sick Leave (Government Code §20965); 

5. Pre-Retirement Option 2W Death Benefit (Government Code 

§21548); 
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6. Post-Retirement Survivor Allowance to Continue After 

Remarriage (Government Code §21635); 

7. Pre-Retirement Death Benefits to Continue After Remarriage of 

Survivor (Government Code §21354); 

8. 2% Annual Cost-of-Living Allowance increase (Government Code 

§21329); 

9. $500 Retired Death benefit (Government Code §21620); 

10. Prior Service (Government Code §20055); 

11. Supplemental SSA Coordination; 

12. Effective July 1, 2015, classic employees shall contribute an 

additional 2.4% of their compensation earnable (as defined in 

Government Code Section 20636) toward the classic employee’s 

normal member contribution (as defined in Government Code 

Section 20677).  The total classic employee contribution shall be 

7%. 

 

b) NEW CALPERS MEMBERS HIRED ON OR AFTER JANUARY 1, 

2013 ( “NEW MEMBERS”) 

The City contracts with the State of California Public Employees 

Retirement System (CalPERS) for the classifications contained in 

this Agreement.  The plan shall include the following options: 

1. Miscellaneous Employees - 2.0% @ 62 retirement formula 

(Government Code §7522.20);   

2. Three (3) year average final compensation period 

(Government Code §20037);  
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3. Effective July 1, 2015, New Members shall contribute at least 

50% of the total normal cost rate as defined by CalPERS or 

the current rate of similarly situated employees, whichever is 

greater.  

4. All of the benefits listed above in Section a) from number 3 to 

number 11. 

 

c) SOCIAL SECURITY 

The City deducts from each employee’s paycheck an amount as 

determined by law for the Federal Insurance Contributions Act 

(Social Security).  In addition, the City contributes an additional 

amount at least equal to the employee’s contribution. 

 
 
ARTICLE VI  
LEAVE  

Section 1.  Bereavement Leave. 

 
Pursuant to the City’s Bereavement Leave Policy, when a regular full-time 
employee’s “immediate family member” dies or is critically ill and death appears 
imminent, the employee shall be entitled to up to forty (40) hours of paid leave per 
occurrence.  “Immediate family member” shall be defined as:  mother, father, 
spouse, registered domestic partner, child, step child, brother, sister, grandchild, 
grandparents, mother-in-law, father-in-law, stepmother, stepfather, sister-in-law, 
brother-in-law, daughter-in-law, son-in-law, spouse’s grandparents and great 
grandparents,  as well as the equivalent relatives of a registered domestic partner.   

 
Bereavement leave is paid over a maximum of seven (7) work days and is paid in 
thirty minute increments.  The bereavement leave begins on the first regularly 
scheduled workday as requested by the employee.    If the employee learns of the 
death while at work, he or she is entitled to leave work immediately; this partial 
day leave will not be counted towards the bereavement leave.  Bereavement 
leave must be authorized by the Department Director and must be utilized within 
15 days of employee learning of the death, or of the date of foreseen imminent 
death of the immediate family member, unless special circumstances require that 
the leave begin at a later date.  Such requests to the Department Director shall be 
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made within 15 days of the employee learning of the death or of the date of 
foreseen imminent death and shall not be unreasonably denied.    

Section  2.  City's Personnel Policies and Procedures. 

All other matters related to holiday and flexible leave which are not addressed in 
this Memorandum of Understanding, shall be governed by the City's Personnel 
Policies and Procedures. 

Section 3.  Flexible Leave. 

Employees may accrue up to a maximum of forty (40) hours of flexible leave time.  
A maximum of forty (40) hours may be carried over to the following year. 

Section 4.  Holidays.  

The employees in the classified services shall be provided with the following 
holidays with pay subject to the provisions of the City's Personnel Policies and 
Procedures. 

New Year's Day  Labor Day 

Martin Luther King Day  Veteran's Day 

Lincoln's Birthday (2nd Monday in Feb.)  Thanksgiving Day 

Washington's Birthday  Day after Thanksgiving 

Memorial Day  Christmas Day 

Independence Day  Employee's Birthday 

 
During the term of this MOU, if the Christmas or New Year’s Holiday falls on a 
Friday, employees will receive an additional half day holiday for Christmas Eve 
and New Year’s Eve (affected facilities will close at 1:00 p.m.). 
 
Section 5.  Jury Duty. 
 
Full-time employees shall be granted a paid leave of absence in order  to perform  
jury duty, provided that the employee provides notification to the City for such jury 
duty and provides proper verification of hours spent on jury duty.  Please refer to 
the City of Commerce Personnel Policies and Procedures, Jury Duty, for specific 
terms and policy.  
 
Section 6.  Sick Leave. 

 
Full time employees shall earn eight (8) hours sick leave per month for each full 
month of continuous service with the City.  Please refer to City of Commerce 
Personnel Policies and Procedures, Sick Leave, for specific terms and policy 
(revised version attached). 
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Section 7.  Vacation Leave. 
 
1. Vacation Accrual -  Full-time employees shall accrue vacation according to the 

following schedule: 
 
           Continuous Years of Services Vacation Hours Earned  

Less than 5 years 8 hrs per month/96 hrs per year 
5 – 8 years 10 hrs per month/120 hrs per year 
8 yrs 1 mo – 13 years 12 hrs per month/144 hrs per year 
13 yrs 1 mo – 20 years 13.33 per hrs month/160 hrs per year 
20 yrs 1 mo + 16.67 hrs per month/200 hrs per year 

 
2. Vacation Accumulation - The City’s four-hundred eighty hour (480) maximum 

accumulation policy will be enforced by scheduling vacations to eliminate 
excess accumulation.  Please refer to City of Commerce Personnel Policies 
and Procedures, Vacation Policy, for specific terms and policy. 

ARTICLE VII 

DISCIPLINARY PROCEDURES 

The disciplinary procedures set forth in the City's Personnel Policies and 
Procedures shall govern during the term of this Memorandum of Understanding. 

ARTICLE VIII 

GRIEVANCE PROCEDURES 

 
The grievance procedure is used to ensure that employees have the opportunity 
to address work-related concerns. 
 
The following grievance procedure applies only to Civil Service employees who 
have successfully completed their probationary period as defined in the City’s 
policies. 
 
(a) Definition of “grievance”: A “grievance” shall be defined as a timely 

complaint by an employee or group of employees concerning personnel 
practices, working conditions, employee policies or MOU. 

 
(b) Time Limits for Filing Written Formal Grievances: the time limits for filing 

written formal grievances shall be strictly construed, but may be extended 
by mutual agreement evidenced in writing and signed by an authorized 
representative of the City and the grievant. Failure of the grievant to comply 
with any of the time limits set forth hereunder shall constitute waiver and bar 
further processing of the grievance. 

 
(c) The grieving party is entitled to have representation of his or her choice at 

any level of the grievance procedure. 
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STEPS OF THE GRIEVANCE PROCEDURE 

 

1. Informal - Immediate Supervisor 
2. Formal - Department Head 
3. Formal - City Administrator or Designee 
4. Formal - Binding Arbitration 

 
1. Informal – Immediate Supervisor: The employee must first attempt to resolve a 

grievance verbally with his/her immediate supervisor as soon as possible. Every 
effort shall be made to find an acceptable solution to the grievance informally at 
this level. 

2. Formal – Department Head: If the grievance is not resolved using the informal 
process, a written grievance shall be filed within twenty (20) business days from 
the date of the alleged incident giving rise to the grievance, or when the grievant 
knew or should have reasonably become aware of the acts giving rise to the 
grievance. The grievant shall discuss the grievance with the department head. 
The department head shall render a decision and comments, in writing, regarding 
the merits of the grievance and return them to grievant within twenty (20) 
business days after receiving the grievance. 

In cases involving appeals from disciplinary action, the grievant shall bypass the 
informal grievance step and file his/her appeal directly at the formal grievance step 
within twenty (20) business days of the effective date of the disciplinary action or 
his/her right to appeal shall be waived. 

3. Formal – City Administrator: If the grievance is not resolved at "Step 2" or if no 
answer has been received from the department head within twenty (20) business 
days, the written grievance shall progress to the City Administrator for 
determination. 

 
The grievant shall have twenty (20) business days from the date when the 
department head's written response is received, or when the response was due, 
to file a written appeal directly to the City Administrator or forfeit his/her right of 
appeal, in which case, the grievance will be considered final based on the 
department head's response. 

 
The City Administrator shall schedule an oral hearing and shall render a written 
decision, based on the merits of the grievance and return it to the grievant within 
twenty (20) business days from the date of the hearing. The City Administrator's 
decision shall be final and binding on all non-disciplinary matters as well as for all 
disciplinary matters not exceeding the equivalent of twenty-four (24) hours pay. If 
the City Administrator does not render a decision within twenty (20) business 
days, or does not request and receive a mutually agreed upon extension of time, 
the grievance shall be resolved in favor of the grieving party. 

 
4. Formal – Binding Arbitration: In addition to the procedures described above, Civil 

Service employees shall be entitled to appeal disciplinary suspensions in excess 
of twenty-four (24) hours at one time, demotions, terminations, or reductions in 
pay exceeding the equivalent of twenty-four (24) hours pay to an independent 
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hearing officer selected from a list of nine (9) supplied by the American Arbitration 
Association in accordance with their rules and procedures and who are members 
of the National Academy of Arbitrators. Should the grievant and Director of Human 
Resources fail to reach an agreement in the selection of a hearing officer, each 
shall strike names from the list until a final name is selected as the hearing officer. 

 
The grievance shall be barred and waived unless filed in writing with the Director 
of Human Resources within twenty (20) business days after the "Step 3" 
grievance decision is mailed to the grievant. 

 
The costs of arbitration shall be split evenly between the City and the grievant. 

 
The Director of Human Resources shall act as the clerk for this hearing. The 
determination of the hearing officer shall be final and binding upon all parties. 

ARTICLE IX 

LAYOFF/BUMPING PROCEDURES 

 
This policy ensures the fair and equitable process in the reduction of the City 
workforce. 
 
1. The Layoff/Bumping Procedures only apply to non-probationary full-time 

employees and full-time classifications. 
 
2. In all cases, the position being 'bumped/laid off" shall be the position with 

the lowest seniority in the job classification. 
 

3. In the event of layoff, layoff shall be made in reverse order of seniority in 
the class in which the layoff occurs. The employee who has the least time 
in paid status, excluding overtime, in the class, plus any higher classes, 
shall be considered to have the least seniority and, therefore, shall be laid 
off first. In the case where two or more employees have the same time in 
paid status excluding overtime, the employee with the latest date of 
employment shall be laid off first. In the event of a tie, the employee with 
the latest date of application, as evidenced by a date stamp, shall be laid 
off first. The City shall provide the Association with copies of all seniority 
lists used for layoffs as soon as possible, but at least ten (10) business 
days prior to any notice of layoff. 

 
4. A laid off employee may displace or "bump" an employee in a lesser paid 

job classification within the same occupational family or a classification in 
which he/she has previously served. In calculating seniority, time spent in 
all full-time paid classifications shall be counted in determining total 
seniority for purpose of bumping. Further, employees who "bump" into 
lower paid classifications shall have their seniority from the higher paid 
classification transferred with them into the lower classification to count 
toward total seniority with that classification. 

5. The names of permanent employees thus laid off shall be placed upon the 
reemployment list for the class from which they were laid off. Names on the 
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reemployment list shall be in the order of seniority and shall be valid for 
twenty-four (24) months from the date of layoff. Employees who "bump" into 
a lower classification shall also be included on any re -employment 
list. The re-employment list for a given classification shall be used 
by the appointing authority before a position is filled by other means.  Laid 
off employees will be eligible to apply for promotional recruitments for 24 
months from date of layoff, if they meet the minimum qualifications. 

6. If a person is not available to accept an offer of re-employment for any 
extended period of time (2 weeks or more) and if a vacancy occurs during 
the period of non-availability, the person's name will remain in position on 
the re-employment list, however, the offer of re-employment will be made to 
the next person on the re-employment list.  

7. A person's failure to appear at the prescribed time and place after 
acceptance of a position will constitute grounds to remove their name 
from the re-employment list. 

8. If a person on a re-employment list is offered a position with the same 
salary, or more, as compared to the position from which he/she was laid off, 
and the person refuses the offer, he/she shall have his/her name removed 
from the re-employment list. 

9. If a person accepts a position at a lesser salary than the position from that 
which he/she was laid off, his/her name shall remain in the re-employment 
list for the balance of the initial twenty-four (24) month period. 

10. A full-time employee may "bump" a part-time employee with lesser 
seniority, in the same or a lesser paid job classification within the same 
occupational family as the full-time employee or in a classification in which 
the full-time employee has previously served.  If a full-time employee 
exercises such bumping rights, he or she will thereafter be considered a 
part-time employee and will be subject to the at-will status of part-time 
personnel.  A full-time employee who bumps to a part-time classification 
shall retain their place on the full-time re-employment list for the 24 month 
period from the date of layoff. 

11. Seniority between a full-time and part-time employee shall be based upon 
the total hours worked in the classification.   

 
 
ARTICLE X 
SENIORITY 
 
The City will consider seniority as the primary factor, where the job performance is equal, 
when making assignments of work schedules, and vacation.  Seniority shall be defined 
as length of service in the position.  The updated seniority list shall be distributed 90-days 
after the end of each fiscal year.  The bid period will be established by each 
Department/Division.  The schedules and bid periods will be transmitted to the 
Association at least three (3) business days prior to the bid periods.  Schedules must 
allow reasonable amount of time to complete assigned workload. 
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ARTICLE XI 
ANTI-DISCRIMINATION AND HARASSMENT POLICY 
 

I. PURPOSE 
 
State and federal law expressly prohibit discrimination and/or harassment of 
employees or applicants based upon race, religion, creed, color, national origin, 
ancestry, physical or mental disability, medical condition, birth of a child, 
pregnancy, veteran status, sexual orientation, marital status, sex, or age over 40 
years. 
 
The City is committed to providing a work environment that is free from 
discrimination and harassment. In keeping with this commitment, the City 
maintains a strict policy prohibiting discrimination and harassment, including 
sexual harassment. 
 
The purpose of this Policy is to define and forbid discriminatory and/or harassing 
conduct, to prohibit the condoning or perpetuating of such conduct and to provide 
an efficient means for reporting and resolving complaints of discrimination and/or 
harassment. 
 
II. POLICY 
 
The City considers discrimination and/or harassment a serious offense and is 
firmly committed to the philosophy that every employee has the right to work in an 
environment free from discriminatory intimidation, ridicule and insult, and to be 
treated with courtesy, dignity and respect. Every employee is expected to adhere 
to a standard of conduct that is respectful to all persons within the work 
environment. 
 
The City's policy strictly prohibits unlawful discrimination and harassment on the 
basis of race, religion, creed, color, sex, sexual orientation, national origin, 
ancestry, physical or mental disability, medical condition, pregnancy, the birth of a 
child, veteran status, marital status or age over 40 years ("a legally protected 
category"). 
 
In keeping with this commitment, the City maintains and follows a strict 
policy prohibiting unlawful discrimination and harassment, in any form, 
including verbal, physical and visual harassment, coercion, and/or reprisal. 
This policy applies to all employees, patrons, vendors and visitors. The City 
does not tolerate discrimination, sexual or other harassment of employees in 
the work place or in any work-related situation by anyone. If, after a prompt 
and thorough investigation, it is determined that an employee has engaged in 
discrimination and/or sexual or other harassment, that employee will be 
disciplined, up to and including discharge. 

III.  PROHIBITED CONDUCT 

The City's Anti-Discrimination and Harassment prohibits the following types of 
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conduct: 

A. Discrimination. Discrimination is any action or conduct by which an 
employee is treated differently or less favorably than other employees 
similarly situated to him or her for the sole reason that he or she is a 
member of a legally protected category. For example, it would be 
discrimination for an individual to be denied employment or terminated from 
employment solely because that individual has a disability or is 40 years of 
age or older. 

B. Harassment. Unlawful harassment is any verbal or physical conduct based 
on an employee's membership in a legally protected category that is 
sufficiently severe or pervasive so as to affect an employee's work 
performance negatively and/or alter the conditions of employment, and/or 
creating an intimidating, hostile or otherwise offensive working 
environment. 

C. Sexual Harassment. Sexual harassment is defined as follows: Any action 
that constitutes an unwelcome sexual advance or request for sexual 
favors, or any verbal or physical conduct of a sexual nature that is (i) 
related to or conditional to the receipt of employee benefits, including, 
but not limited to, hiring and advancement, (ii) related to or forms the 
basis for employment decisions affecting the employee, or (iii) sufficiently 
severe or pervasive so as to affect an employee's work performance 
negatively and/or alter the conditions of employment and create an 
intimidating, hostile or otherwise offensive working environment. 

Examples of the type of conduct that can constitute unlawful harassment or 
sexual harassment include, but are not limited to, the following: 

 
1. Verbal harassment - For example: epithets, derogatory comments or 

slurs, graphic commentaries about an individual's body or other 
suggestive comments made on the basis of a legally protected 
category. 

 
2. Physical harassment - For example: assault, impeding or blocking 

movement, interference with normal work movement, massages, 
sitting on laps, or unwanted touching of any type based upon a 
legally protected category. 

 
3. Visual forms of harassment - For example: leering, making 

derogatory gestures, derogatory posters, pictures, notices, 
bulletins, cartoons, drawings, e-mails, computer screen savers, 
faxes or other depictions of a sexual nature based upon a legally 
protected category. 

 
4.  Sexual conduct - For example: unwelcome sexual advances, 

requests for sexual favors, propositions, and other verbal or 
physical conduct of a sexual nature which is made a condition of an 
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employment benefit or unreasonably interferes with an individual's 
work performance and creates an offensive work environment. 

 
5.  Retaliation - Taking adverse employment action against any 

employee for having reported or threatened to report unlawful 
discrimination or harassment. 

Any questions regarding these definitions of discrimination, harassment, or sexual 
harassment, or uncertainty as to what constitutes discrimination, harassment, or 
sexual harassment or, uncertainty as to what constitutes prohibited conduct under 
the City's policy, will be referred to the Human Resources Department. 

IV.  REPORTING DISCRIMINATION OR HARASSMENT 

City management shall be readily available and receptive to receiving complaints 
of discrimination, sexual or other harassment. If an employee feels that he or she 
is being discriminated against or harassed by another employee, a supervisor, a 
vendor, a visitor, or a patron, the employee shall immediately report the facts of 
the incident or incidents and the name(s) of the individual(s) involved to his or her 
immediate supervisor. If the matter cannot be discussed with the immediate 
supervisor or the immediate supervisor is the subject of the complaint, the 
employee shall contact the Director of Human Resources and arrange for a 
meeting to discuss the complaint. If the matter cannot be discussed with the 
Director of Human Resources, the employee shall contact the City 
Administrator and arrange for a meeting to discuss the complaint. 
 
Complaints must be made as soon as possible after the incident. In addition, a 
written and signed statement of the complaint shall be submitted to the impacted 
supervisor, the Director of Human Resources or the City Administrator within 10 
days of the initial report. Within 15 working day of receipt of the complaint, the City 
will conduct an appropriate investigation regarding the allegations and will verbally 
and in writing advise the party who is the subject of the complaint of the name of 
the complaining party, the nature of the allegations and how the City intends to 
address the complaint. 

Written complaints should include the following information: 

A. The complaining party's name, department and position title. 

B. The name of the person or persons committing the discrimination or 
harassment, including their title(s), if known. 

C. The specific nature of the harassment or discrimination, the period of time 
of the harassment or discrimination, any employment action (demotion, 
failure to promote, dismissal, refusal to hire, transfer, etc.) taken against 
the victim as a result of the harassment or discrimination (if applicable), or 
any other threats made against the victim as a result of the harassment or 
discrimination. 

D. The name of any witnesses to the harassment or discrimination. 
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E. Any documentation or other evidence to support the allegations of the 
complaint, if any. 

F. Whether the complaining party previously has reported such harassment 
or discrimination, and, if so, when and to whom. 

Notification to the City is required. The complainant will be assured that he or 
she will not be penalized in any way for reporting discrimination, sexual 
harassment or other harassment. This would be considered retaliation and it is 
unlawful for an employer to retaliate against employees who oppose practices 
prohibited by state and federal law, file complaints, or otherwise participate in an 
investigation, proceeding or hearing conducted by the Department of Fair 
Employment and Housing or the Equal Employment Opportunity Commission. 
Similarly, the City will not tolerate any employees who interfere with its own 
internal investigations and its own internal complaint procedure. 

Employees are also protected from sexual or other harassment by non-employees 
(e.g. vendors, visitors). Any employee who is the victim of any discrimination or 
harassment by a non-employee or observes this conduct toward another City 
employee should report such discrimination or harassment to his or her immediate 
supervisor, the Director of Human Resources or the City Administrator and 
appropriate action will be taken. Likewise, employees who observe or are 
advised about the discrimination, sexual or other harassment of another employee 
are encouraged to follow these reporting procedures. 

The City cannot resolve discrimination or a sexual or other harassment problem 
unless it is known. Therefore, it is the responsibility of the employee to bring 
those kinds of problems to the attention of the City so that the necessary steps 
can be taken to correct the problem. 

 
V.   THE CITY'S RESPONSE TO COMPLAINTS OF HARASSMENT OR 

DISCRIMINATION  

All complaints of harassment or discrimination that are reported to management 
will be investigated promptly, thoroughly, objectively, completely and as 
confidentially as possible. The City, as part of its investigation, will make every 
attempt to interview all individuals with information relative to the complaint. 

 

Any investigation related to a complaint under this policy will be conducted with as 
much confidentiality as possible and with respect for the rights of all individuals 
involved. Efforts will be made to protect the privacy of the parties involved in a 
complaint. Information related to the investigation will be provided to those 
individuals such as City Administrator and/or the City Attorney in order for the 
City's interests to be properly protected. 

The purpose of this provision is to protect the confidentiality of the employee who 
files a complaint, to encourage the reporting of any incidents of harassment or 
discrimination, and to protect the reputation of any employee wrongfully charged 
with harassment or discrimination. 
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It is important for the complaining party and the person subject to the complaint 
to understand that it is a violation of this policy to discuss an investigation with 
their employees or to conduct their own investigation at anytime. If an employee 
has any information to assist the City, he or she should contact the Human 
Resources Department. Failure to follow this policy may subject the employee to 
discipline, as the confidential nature of the complaint and the investigation is vital 
in protecting the privacy rights of all parties involved. 

The City will make its determination and communicate that determination to the 
complaining employee and to the party subject to the complaint. The complainant 
is not entitled to copies of any notes or other written materials regarding the 
investigation, as such are considered confidential documents. If it is determined 
that the party subject to the complaint has violated City policies, appropriate 
corrective action will be taken in accordance with established City disciplinary 
procedures, up to and including discharge. Furthermore, as part of the City's 
attempt to remedy the complaining employee's concerns, the complaining 
employee will be informed of the remedial measures to be taken by the City. 

VI.  DEPARTMENT OF FAIR EMPLOYMENT & HOUSING (DEFH) 

Employees who believe that they have been harassed or discriminated against 
within one year of harassment may file a complaint of discrimination with the 
California Department of Fair Employment and Housing ("DFEH"). The DFEH may 
also investigate and process the complaint. Violators are subject to penalties and 
remedial measures that may include sanctions, f ines, injunctions, 
reinstatement, back pay and damages. The address and phone number of the 
local office of the Department of Fair Employment and Housing is as follows: 

Los Angeles District Office 

611 West Sixth Street, Suite 1500 Los 
Angeles, CA 90017 
(213) 439-6799 
Toll-Free (800) 884-1684 

 

VII. FALSE ACCUSATIONS 

As set forth above, the City vigorously defends its employees' right to work in an 
environment free of discrimination, sexual or other harassment. However, the 
City also recognizes that false accusations of discrimination, sexual or other 
harassment can have serious consequences to an individual's career and 
reputation. The City trusts that all employees will continue to act responsibly in 
reporting discrimination, sexual and other harassment. The City encourages 
employees to raise questions regarding discrimination, sexual or other harassment  

with his or her immediate supervisors, department heads, the Director of Human 
Resources or the City Administrator. 

VIII. IMPLEMENTATION 

Each Department Head is responsible to ensure that the work environment in his 
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or her department is free of unlawful harassment or discrimination. To that end, 
each City Department shall: 

 
A. Have supervisors discuss this Policy including the complaint 

resolution procedures with all employees he or she supervises; 
B. Require supervisors to communicate to the employees the City's and 

the supervisor's strong disapproval of unlawful harassment or 
discrimination; 

C. Monitor the work environment to ensure that all reasonable steps 
have been taken to present unlawful harassment or 
discrimination from occurring; 

D. Cooperate in the investigation and, when warranted, implement 
any remedial action; 

E. Ensure that no one who reports unlawful harassment or 
discrimination or who assists in making a harassment or 
discrimination complaint or who cooperates in a harassment or 
discrimination investigation is retaliated against; and 

F. Document the fact that Steps A and B have been taken. 

 

ARTICLE XII 
OTHER MATTERS WITHIN THE SCOPE OF REPRESENTATION 

 Section 1.  Meet and Confer in Good Faith. 

The City shall not be required to meet and confer in good faith on any subject 
preempted by federal or state law. The City shall meet and confer in good faith 
with the Association on all matters related to the salaries, fringe benefits and 
other terms and conditions of employment, as in accordance with the Meyers-
Milias-Brown Act.  The City shall provide written notification regarding changes to 
wages, hours and other terms and conditions of employment. 

Section 2.   Job Security.  

The City and the Association share a common interest in maintaining the 
stability and the security of the City's workforce. As such, the City shall 
initiate a meet-and-confer process with the Association no less than 90 days 
prior to any decision to contract for the work of any employee represented by the 
Association. The City will discuss with the Association all economic issues related 
to such contracting during the meet-and-confer process. In the event that the City 
subsequently decides to enter into a contract, the City will work with the 
Association in an attempt to mitigate the effects that contracting might have on 
any employee represented by the Association. The City will make its best efforts 
to find alternative City employment for those employees affected.  Management 
will attempt to find alternative City employment as close as possible to the 
employee’s current salary level provided that the employee meets the minimum 
qualifications for this alternative employment. 
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 Section 3.  Agency Shop Notice. 

  

1. The City shall provide all newly hired employees with an authorization notice 
advising them that agency shop for the Association has been implemented 
pursuant to a vote of the bargaining unit’s members in accordance with state 
law, that agency shop is covered by an agreement between the City and the 
Association, and that all employees subject to the agreement must either join 
the Association, pay a service fee to the Association, or execute a written 
declaration claiming a religious exemption from this requirement.  

 
2. Such notice shall include a form for the employee’s signature authorizing a 

payroll deduction of Association dues, a service fee or a charitable 
contribution equal to the service fee. Such service fee shall be established by 
the Association. Employees shall have ten (10) calendar days from the date 
they receive the form to fully execute it and return it to the City’s Human 
Resources Department. 

 
3. If the form is not completed properly or returned within ten (10) calendar days, 

the City shall commence and continue a payroll deduction of service fees from 
the regular bi-weekly paychecks of such employee.  

 
4. Dues withheld by the City shall be transmitted by direct deposit to the 

AFSCME District Council 36 bank account, unless otherwise directed by the 
Association President 

 
5. The effective date of Association dues, service fees, or charitable 

contributions shall begin no later than the beginning of the first pay period 
commencing fourteen (14) calendar days after receipt of the authorization 
form by the employee. 

 
6. No unit member shall be required to join the Union or to make an agency fee 

payment if the unit member is an actual verified member of a bona fide 
religion, body, or sect which has historically held conscientious objections to 
joining or financially supporting employee organizations; this exemption shall 
not be granted unless and until such unit member has verified the specific 
circumstances.  Such employee must, instead, satisfy his or her obligation by 
donating the equivalent amount to a non-labor, non-religious charitable fund, 
tax exempt under section 501, subdivision (c)(3) of the Internal Revenue 
Code, which is chosen by the Association.  The Association has selected the 
following three qualified charitable funds that the exempt employee n may 
choose: American Cancer Society, American Red Cross, St. Jude Children’s 
Research Fund Hospital.  This list may change from time to time, but only 
upon written notice and agreement by both parties. 

 
7. The City shall provide the Association with a quarterly list of all represented 

employees, including name, date of hire, job classification, work location, 
home address, and phone number. 

 
8. The Association shall keep an adequate itemized record of its financial 

transactions and shall make available annually to the City, and upon request 
to the employees who are members of the Association, within sixty (60) days 
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after the end of its fiscal year, a detailed written financial report thereof in the 
form of a balance sheet and an operating statement, certified as to accuracy 
by its President and Treasurer or corresponding principal officer, or by a 
Certified Public Accountant.  A copy of financial reports required under the 
Labor-Management Disclosure Act of 1959 or Government Code Section 
3546.5 shall satisfy this requirement 

 
9. This agency shop arrangement shall be null and void if rescinded by a vote of 

employees pursuant to Government Code Section 3502.5, subdivision (d). 
 

10. The Association shall defend, indemnify and hold harmless, the City of 
Commerce from any demand, claim, other action and for any liability or cost 
arising out of any such demand, claim or other action that arises out of this 
agreement.   

 Section 4.  Union Access/Unit Membership List. 

City equipment may be used to conduct Association business, provided it is 
authorized by the City Administrator or his or her designee.  If the City 
Administrator does not respond to a request for the use of City equipment to 
conduct Association business within one business day, the Human Resources 
Director shall be authorized to respond to the request.   City equipment shall 
include, but not be limited to telephones, photocopiers, all forms of electronic 
communication, and facilities.  The following are examples of situations where the 
City Administrator may reasonably authorize such use: (1) to schedule Association 
meetings, (2) to transmit meet and confer proposals, (3) to conduct Association 
meetings noticed pursuant to Association by-laws for the consideration of 
Memorandum of Understanding approval/ratification votes. 

The City will provide the Association with a quarterly list of all represented 
employees, including name, date of hire, job classification, work location, home 
address, and phone number.  

 Section 5.  Association Representatives. 

The Association may designate representatives to represent employees in 
processing grievances and at Skelly hearings.  The following conditions shall 
apply. 

The Association may designate Representatives who must be members of the 
Association, and shall provide all departments with a written list of employees who 
have been so designated.  City management will accept on a quarterly basis any 
changes to the list.  A Representative may represent a grievant in the presentation 
of a grievance at all levels of the grievance procedure.  A Representative may 
represent an employee in pre-disciplinary hearings (Skelly) or pre-disciplinary 
interviews where there is a reasonable expectation that disciplinary action will 
follow. 

An employee and his/her Representative may have a reasonable amount of paid 
time off for the above-listed activities.  However, a representative will receive paid 
time off only if he/she is the representative of record;  or is another City 
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employee, not a representative of record, who is requested to accompany the 
employee seeking representation to an interview which the employee reasonably 
believes, may result in punitive action or to a meeting where documents shall be 
served. 

If a Representative must leave his/her work location to represent an employee, 
he/she shall first obtain permission from his/her supervisor on a form provided by 
the City for such purpose.  In those instances where an employee is working away 
from City Hall and is requested to provide representation, that employee shall first 
obtain verbal authorization from a supervisor to do so.  As soon as is reasonably 
practicable, but not later than the end of the employee’s following workday, the 
release shall be documented on a City provided form.  Permission to leave will be 
granted unless such absence would cause an undue interruption of work.  If such 
permission cannot be granted promptly, the grievant’s Representative will be 
informed when time can be made available.  To the extent reasonable and 
compatible with City operational needs, such time will not be more than forty-eight 
(48) hours, excluding scheduled days off and/or legal holidays, after the time of the 
Representative's request unless otherwise mutually agreed to.  Denial of 
permission to leave at the time requested will automatically constitute an 
extension of time limits provided in the grievance procedure herein, equal to the 
amount of the delay. 

Before leaving his/her work location, the Representative shall call the requesting 
employee's supervisor to determine when the employee can be made available.  
Upon arrival, the Representative will report to the employee's supervisor who will 
make arrangements for the meeting requested. 

The City will make reasonable time available to Representatives to investigate 
grievances and disciplinary matters on behalf of the grievant.  Time spent on 
grievances, or the pre-disciplinary representation activities described above, 
outside of regular working hours of the employee or his/her Representative, shall 
not be counted as work time for any purpose. 
 
Section 6.  Voluntary Political Contributions (PEOPLE Checkoff).  
 
If an employee submits a form authorizing a deduction from his or her paycheck 
for the AFSCME PEOPLE Program, the City shall effectuate such payroll 
deduction beginning the next pay period.  Deductions withheld by the City shall be 
transmitted by direct deposit to the AFSCME District Council 36 bank account, 
unless otherwise directed by the Association President. 

 Section 7.  Non-Discrimination. 

The parties shall treat all employees equally in employment matters without 
regard to race, color, religion, sex, sexual orientation, age, national origin, 
disability, and political or union activity. 

 Section 8.  Joint Labor/Management Committee. 

The City and the Association will maintain a Joint Labor Management Committee (the 
“Committee”) comprised of seven (7) members.  The City's members shall consist 
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of representatives from the Human Resources Department and various other 
departments.  The Association shall provide four (4) members to sit on its 
committee, which shall consist of two (2) full-time employees and two (2) part-time 
employees.  Additional department and employee representatives may 
participate on the Committee to deal with departmental matters which may be 
addressed.  This Committee shall meet bi-monthly, unless otherwise mutually 
agreed. 

The JLM shall be utilized to allow the parties to discuss matters affecting the 
workplace environment. 

The JLM shall not be a means for participating in the meet and confer process as 
provided for by Government Code Sections 3500 et. seq.  The JLM’s  meetings 
shall not be "meet and confer" sessions as that term is used in Government Code 
Sections 3500 et.seq. 

JLM consideration of proposed changes in terms and conditions of employment 
shall not occur and is not a condition precedent to the exercise by the City of its 
rights. 

Section 9.  City's Personnel Policies and Procedures and 
Standard Operating Procedures.  

The City's Personnel Policies and Procedures and Standard Operating Procedures 
shall govern during the term of this Memorandum of Understanding, unless 
otherwise indicated herein. 

Section 10.    GPS Notification 
 
The City agrees to clearly state the reasons and notify CCEA Membership of the 
City’s use of GPS devices annually. 
 
Section 11.  Acting Appointments Policy (I-4) 
 
City Policy I-4, Acting Appointments, shall be amended to establish a 12-month 
time limit for the position (unless the incumbent is on workers’ compensation or 
other approved leaves, in which case the time limit would not apply) (Policy 
Attached). 
 
Section 12.  Performance Evaluation Policy (IV-1) 
 
City Policy IV-1, Performance Evaluation, shall be amended to align performance 
evaluations with step increases (if the employee has not yet attained the top stop 
in the salary range) and require them to be completed within sixty (60) days of the 
due date, or the step increase will be issued without the evaluation, retroactively to 
the due date (Policy Attached). 
 
Section 13.  Absenteeism Policy (III-8) 
 
City Policy III-8, Absenteeism, shall be amended to add a written reprimand as the 
first occurrence penalty.  Other penalties shall remain the same in the Policy.  City 
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agrees to further discuss the discipline levels at the Joint Labor/Management 
Committee (Policy Attached). 
 
Section 14   Schedule Changes 
 
Employees shall be given a minimum of 48 hours notice of schedule changes, unless 
due to emergency related to public safety, health or welfare.   This section shall not 
apply to those circumstances requiring employee coverage due to unplanned 
absences. 
 

ARTICLE XIII 
MODIFICATION 

Section 1.   Maintenance of Existing Conditions. 

Any employment policy, practices and/or benefits, including the alternative 
workweek schedule and overtime compensation are incorporated into this 
Memorandum of Understanding, unless otherwise stated herein. In the event of a 
conflict between the Memorandum of Understanding and an existing 
policy and/or practice, this Memorandum of Understanding shall govern. 

Section 2.   Modification and Waiver. 

The City reserves the right to add to, delete from, amend or modify the 
Administrative rules, the City Municipal Code, and the City’s Personnel Policies 
and Procedures Manual during the term of the Memorandum of Understanding, 
subject to the requirements of the Meyers-Milias-Brown Act. 

Section 3.  Severability. 

In the event that a court finds any provision(s) of this Memorandum of 
Understanding to be invalid or unenforceable, the parties intend that the remaining 
provisions remain in effect. The parties further agree to meet and confer for 
purposes of negotiating an alternative to any provision declared invalid or 
unenforceable. 

 
 
ARTICLE XIV 
TERM  

(a) Except as otherwise provided herein, this Memorandum of Understanding 
shall be in full force and effect from July 1, 2015, and shall remain in full 
force and effect up to and including midnight, the 30th day of June 30, 2018, 
or until the next Memorandum of Understanding becomes effective. 

(b) This Memorandum of Understanding shall be binding on the City and the 
Association when approved and adopted by the City Council. 

 



29 

 

The City and the Association agree to submit proposals for any changes 
related to wages, benefits and/or other terms of and conditions of employment 
affecting this Memorandum of Understanding by January 2018. The City and 
Association shall review the terms of this understanding, and meet and confer on 
any proposed changes to this Memorandum Of Understanding beginning February 
2018. 









City of Commerce

Table 1 - Schematic of Occupational Job Classes - 

F-T Employees Effective July 1, 2015

1

STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 Annual

3205 City Planner 33.5 $7,946.206 $8,347.461 $8,768.429 $9,212.590 $9,678.786 $116,145.435

2405 Information Technology Manager 33.5 $7,946.206 $8,347.461 $8,768.429 $9,212.590 $9,678.786

5015 Parks & Recreation Superintendent 33.5 $7,946.206 $8,347.461 $8,768.429 $9,212.590 $9,678.786

1105 Public Information Officer 33.5 $7,946.206 $8,347.461 $8,768.429 $9,212.590 $9,678.786

4015 Public Safety Manager 32 $7,376.799 $7,750.219 $8,142.194 $8,556.204 $8,987.610 $107,851.315

2305 Purchasing Manager 32 $7,376.799 $7,750.219 $8,142.194 $8,556.204 $8,987.610

3105 Redevelopment & Housing Manager 31 $7,023.093 $7,376.799 $7,750.219 $8,142.194 $8,556.204 $102,674.450

1210 Senior Human Resources Analyst 28 $6,602.125 $6,940.755 $7,290.981 $7,660.923 $8,045.940 $96,551.282

1020 Senior Management Analyst 28 $6,602.125 $6,940.755 $7,290.981 $7,660.923 $8,045.940

5605 Recreation Manager 28 $6,602.125 $6,940.755 $7,290.981 $7,660.923 $8,045.940

3410 Associate Civil Engineer 28 $6,602.125 $6,940.755 $7,290.981 $7,660.923 $8,045.940

3210 Associate Planner 27 $6,286.687 $6,602.125 $6,940.755 $7,290.981 $7,660.923 $91,931.070

3805 Environmental Services Manager 27 $6,286.687 $6,602.125 $6,940.755 $7,290.981 $7,660.923

5205 Aquatics Program Manager 26.5 $6,134.768 $6,444.406 $6,770.280 $7,112.389 $7,474.212 $89,690.545

5105 Special Events Supervisor 26.5 $6,134.768 $6,444.406 $6,770.280 $7,112.389 $7,474.212

2407 Information Technology Supervisor 26.5 $6,134.768 $6,444.406 $6,770.280 $7,112.389 $7,474.212

4110 Crime Prevention Program Coordinator 26 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $7,290.981 $87,491.774

1510 Librarian, Senior 26 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $7,290.981

1527 Library Technical Services Supervisor 26 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $7,290.981

1530 Literacy Program Manager 26 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $7,290.981

1340 Fleet Maintenance Supervisor 26 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $7,290.981

1110 Cable TV Coordinator 25.5 $5,837.887 $6,134.768 $6,444.406 $6,770.280 $7,112.389 $85,348.667

1115 Graphics & Printing Specialist 25.5 $5,837.887 $6,134.768 $6,444.406 $6,770.280 $7,112.389

3305 Code Enforcement Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755 $83,289.056

3605 Facility Maintenance Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755

5705 Park Maintenance Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755

3705 Street & Tree Maintenance Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755

1315 Transit  Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755

3415 Facility CIP Supervisor 25 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $6,940.755

1405 Executive Assistant 24.5 $5,556.083 $5,837.887 $6,134.768 $6,444.406 $6,770.280 $81,243.355

2105 Accountant II 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125 $79,225.498

2205 Business License Officer 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

5505 Camp Program Manager 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

4205 Emergency Preparedness Officer 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

2410 Information Technology Specialist 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

1515 Librarian 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

4215 Social Services Coordinator 24 $5,420.398 $5,694.085 $5,985.169 $6,286.687 $6,602.125

5210 Assistant Aquatics Supervisor 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406 $77,332.867

3213 Assistant Planner 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

1120 Media Specialist 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

1125 Producer & Editor 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

5610 Recreation Center Supervisor  23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

5805 Senior Center Supervisor 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

5615 Sports Supervisor 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

5611 Teen Center Supervisor 23.5 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $6,444.406

1212 Human Resources Analyst 23 $5,152.661 $5,410.293 $5,680.808 $5,964.849 $6,263.089 $75,157.069

1025 Deputy City Clerk 22.5 $5,034.222 $5,291.673 $5,556.083 $5,837.887 $6,134.768 $73,617.217

1525 Library Section Supervisor 22.5 $5,034.222 $5,291.673 $5,556.083 $5,837.887 $6,134.768

1520 Branch Library Supervisor 21.5 $4,791.846 $5,034.222 $5,291.673 $5,556.083 $5,837.887 $70,054.649

5305 Food Services Supervisor 21.5 $4,791.846 $5,034.222 $5,291.673 $5,556.083 $5,837.887

5220 Head Swim Coach 21.5 $4,791.846 $5,034.222 $5,291.673 $5,556.083 $5,837.887

5223 Water Polo Coach 21.5 $4,791.846 $5,034.222 $5,291.673 $5,556.083 $5,837.887

2104 Accountant I 21 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $5,694.085 $68,329.024

3110 Community Development Coordinator 21 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $5,694.085

3505 Permit Technician, Senior 21 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $5,694.085

5707 Senior Park Maintenance Crew Leader 21 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $5,694.085

3607 Senior Facility Maintenance Lead Worker 21 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $5,694.085

3120 Housing Programs Specialist 20.5 $4,559.908 $4,791.846 $5,034.222 $5,291.673 $5,556.083 $66,672.997

Class 

Code
Occupational Job Families and Job Classes PAY SCHED

FLSA designations cannot be assigned to a class.  An employer must show that each employee meets every requirement of the claimed exemption.  The 

FLSA designations listed below are for general administration guidelines only.
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Occupational Job Families and Job Classes PAY SCHED
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1410 Administrative Assistant 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398 $65,044.777

5507 Camp Facility Maintenance Specialist 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398

4305 Employment Services Coordinator 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398

3610 Facility Maintenance Specialist 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398

1320 Fleet Mechanic 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398

2106 Accounting Technician II 20 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $5,420.398

1322 Cover Bus Operator 19.5 $4,341.691 $4,559.908 $4,791.846 $5,034.222 $5,291.673 $63,500.078

5675 Recreation Center Assistant Supervisor 19.5 $4,341.691 $4,559.908 $4,791.846 $5,034.222 $5,291.673

5810 Senior Center Assistant Supervisor 19.5 $4,341.691 $4,559.908 $4,791.846 $5,034.222 $5,291.673

5635 Sports Coordinator 19.5 $4,341.691 $4,559.908 $4,791.846 $5,034.222 $5,291.673

5634 Recreation Coordinator 19.5 $4,341.691 $4,559.908 $4,791.846 $5,034.222 $5,291.673

2310 Central Stores Specialist 19 $4,234.034 $4,449.736 $4,673.557 $4,910.134 $5,160.628 $61,927.535

1407 Office Specialist Senior 19 $4,234.034 $4,449.736 $4,673.557 $4,910.134 $5,160.628

4120 Animal Control Officer 18.5 $4,134.300 $4,341.885 $4,559.908 $4,791.846 $5,034.222 $60,410.668

1325 Bus Operator II 18.5 $4,134.300 $4,341.885 $4,559.908 $4,791.846 $5,034.222

4310 Employment Services Representative, Senior 18.5 $4,134.300 $4,341.885 $4,559.908 $4,791.846 $5,034.222

3710 Painting & Graffiti Crew Leader 18.5 $4,134.300 $4,341.885 $4,559.908 $4,791.846 $5,034.222

2115 Accounting Technician I 18 $4,033.407 $4,234.034 $4,449.736 $4,673.557 $4,910.134 $58,921.608

5224 Aquatics Facility Maintenance Specialist 18 $4,033.407 $4,234.034 $4,449.736 $4,673.557 $4,910.134

2313 Purchasing Assistant 18 $4,033.407 $4,234.034 $4,449.736 $4,673.557 $4,910.134

5620 Ceramics, Arts & Crafts Coordinator 17.5 $3,931.354 $4,134.300 $4,341.885 $4,559.908 $4,791.846 $57,502.148

4130 Community Safety Dispatcher 17 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $4,673.557 $56,082.687

1545 Library Assistant, Senior 17 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $4,673.557

1543 Library Database Specialist 17 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $4,673.557

1415 Office Specialist 17 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $4,673.557

5715 Park Maintenance Worker 17 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $4,673.557

3615 Facility Maintenance Worker 16.5 $3,741.165 $3,931.354 $4,134.300 $4,341.885 $4,559.908 $54,718.890

3715 Painter 16.5 $3,741.165 $3,931.354 $4,134.300 $4,341.885 $4,559.908

5115 Special Events Assistant 16 $3,653.028 $3,836.259 $4,033.407 $4,234.034 $4,449.736 $53,396.836

1550 Library Assistant 15 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $4,234.034 $50,808.403

1547 Library Literacy Assistant 15 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $4,234.034

1420 Office Assistant, Senior 15 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $4,234.034

1130 Reprographics Technician 15 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $4,234.034

1345 Transportation Dispatcher 15 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $4,234.034

5515 Camp Cook 14.5 $3,390.938 $3,563.732 $3,741.165 $3,931.354 $4,134.300 $49,611.599

3620 Custodian 14 $3,307.439 $3,474.436 $3,653.028 $3,836.259 $4,033.407 $48,400.885

3215 Community Development Assistant 14 $3,307.439 $3,474.436 $3,653.028 $3,836.259 $4,033.407

1.043 1.045

CITY OF COMMERCE
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3205 City Planner 33.5 $8,144.862 $8,556.147 $8,987.640 $9,442.904 $9,920.756 $119,049.071

2405 Information Technology Manager 33.5 $8,144.862 $8,556.147 $8,987.640 $9,442.904 $9,920.756

5015 Parks & Recreation Superintendent 33.5 $8,144.862 $8,556.147 $8,987.640 $9,442.904 $9,920.756

1105 Public Information Officer 33.5 $8,144.862 $8,556.147 $8,987.640 $9,442.904 $9,920.756

4015 Public Safety Manager 32 $7,561.219 $7,943.974 $8,345.749 $8,770.109 $9,212.300 $110,547.598

2305 Purchasing Manager 32 $7,561.219 $7,943.974 $8,345.749 $8,770.109 $9,212.300

3105 Redevelopment & Housing Manager 31 $7,198.670 $7,561.219 $7,943.974 $8,345.749 $8,770.109 $105,241.311

1210 Senior Human Resources Analyst 28 $6,767.178 $7,114.274 $7,473.256 $7,852.446 $8,247.089 $98,965.064

1020 Senior Management Analyst 28 $6,767.178 $7,114.274 $7,473.256 $7,852.446 $8,247.089

5605 Recreation Manager 28 $6,767.178 $7,114.274 $7,473.256 $7,852.446 $8,247.089

3410 Associate Civil Engineer 28 $6,767.178 $7,114.274 $7,473.256 $7,852.446 $8,247.089

3210 Associate Planner 27 $6,443.855 $6,767.178 $7,114.274 $7,473.256 $7,852.446 $94,229.347

3805 Environmental Services Manager 27 $6,443.855 $6,767.178 $7,114.274 $7,473.256 $7,852.446

5205 Aquatics Program Manager 26.5 $6,288.137 $6,605.516 $6,939.537 $7,290.199 $7,661.067 $91,932.808

5105 Special Events Supervisor 26.5 $6,288.137 $6,605.516 $6,939.537 $7,290.199 $7,661.067

2407 Information Technology Supervisor 26.5 $6,288.137 $6,605.516 $6,939.537 $7,290.199 $7,661.067

4110 Crime Prevention Program Coordinator 26 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $7,473.256 $89,679.068

1510 Librarian, Senior 26 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $7,473.256

1527 Library Technical Services Supervisor 26 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $7,473.256

1530 Literacy Program Manager 26 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $7,473.256

1340 Fleet Maintenance Supervisor 26 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $7,473.256

1110 Cable TV Coordinator 25.5 $5,983.835 $6,288.137 $6,605.516 $6,939.537 $7,290.199 $87,482.383

1115 Graphics & Printing Specialist 25.5 $5,983.835 $6,288.137 $6,605.516 $6,939.537 $7,290.199

3305 Code Enforcement Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274 $85,371.282

3605 Facility Maintenance Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274

5705 Park Maintenance Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274

3705 Street & Tree Maintenance Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274

1315 Transit  Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274

3415 Facility CIP Supervisor 25 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $7,114.274

1405 Executive Assistant 24.5 $5,694.985 $5,983.835 $6,288.137 $6,605.516 $6,939.537 $83,274.439

2105 Accountant II 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178 $81,206.136

2205 Business License Officer 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

5505 Camp Program Manager 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

4205 Emergency Preparedness Officer 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

2410 Information Technology Specialist 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

1515 Librarian 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

4215 Social Services Coordinator 24 $5,555.908 $5,836.437 $6,134.798 $6,443.855 $6,767.178

5210 Assistant Aquatics Supervisor 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516 $79,266.189

3213 Assistant Planner 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

1120 Media Specialist 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

1125 Producer & Editor 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

5610 Recreation Center Supervisor  23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

5805 Senior Center Supervisor 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

5615 Sports Supervisor 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

5611 Teen Center Supervisor 23.5 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $6,605.516

1212 Human Resources Analyst 23 $5,281.477 $5,545.550 $5,822.828 $6,113.970 $6,419.666 $77,035.996

1025 Deputy City Clerk 22.5 $5,160.078 $5,423.965 $5,694.985 $5,983.835 $6,288.137 $75,457.648

1525 Library Section Supervisor 22.5 $5,160.078 $5,423.965 $5,694.985 $5,983.835 $6,288.137

1520 Branch Library Supervisor 21.5 $4,911.642 $5,160.078 $5,423.965 $5,694.985 $5,983.835 $71,806.016

5305 Food Services Supervisor 21.5 $4,911.642 $5,160.078 $5,423.965 $5,694.985 $5,983.835

5220 Head Swim Coach 21.5 $4,911.642 $5,160.078 $5,423.965 $5,694.985 $5,983.835

5223 Water Polo Coach 21.5 $4,911.642 $5,160.078 $5,423.965 $5,694.985 $5,983.835

2104 Accountant I 21 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $5,836.437 $70,037.249

3110 Community Development Coordinator 21 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $5,836.437

3505 Permit Technician, Senior 21 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $5,836.437

5707 Senior Park Maintenance Crew Leader 21 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $5,836.437

3607 Senior Facility Maintenance Lead Worker 21 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $5,836.437

3120 Housing Programs Specialist 20.5 $4,673.905 $4,911.642 $5,160.078 $5,423.965 $5,694.985 $68,339.821

Class 

Code
Occupational Job Families and Job Classes PAY SCHED

FLSA designations cannot be assigned to a class.  An employer must show that each employee meets every requirement of the claimed exemption.  The 

FLSA designations listed below are for general administration guidelines only.
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Class 

Code
Occupational Job Families and Job Classes PAY SCHED

FLSA designations cannot be assigned to a class.  An employer must show that each employee meets every requirement of the claimed exemption.  The 

FLSA designations listed below are for general administration guidelines only.

1410 Administrative Assistant 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908 $66,670.896

5507 Camp Facility Maintenance Specialist 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908

4305 Employment Services Coordinator 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908

3610 Facility Maintenance Specialist 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908

1320 Fleet Mechanic 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908

2106 Accounting Technician II 20 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $5,555.908

1322 Cover Bus Operator 19.5 $4,450.234 $4,673.905 $4,911.642 $5,160.078 $5,423.965 $65,087.580

5675 Recreation Center Assistant Supervisor 19.5 $4,450.234 $4,673.905 $4,911.642 $5,160.078 $5,423.965

5810 Senior Center Assistant Supervisor 19.5 $4,450.234 $4,673.905 $4,911.642 $5,160.078 $5,423.965

5635 Sports Coordinator 19.5 $4,450.234 $4,673.905 $4,911.642 $5,160.078 $5,423.965

5634 Recreation Coordinator 19.5 $4,450.234 $4,673.905 $4,911.642 $5,160.078 $5,423.965

2310 Central Stores Specialist 19 $4,339.884 $4,560.980 $4,790.396 $5,032.887 $5,289.644 $63,475.723

1407 Office Specialist Senior 19 $4,339.884 $4,560.980 $4,790.396 $5,032.887 $5,289.644

4120 Animal Control Officer 18.5 $4,237.657 $4,450.433 $4,673.905 $4,911.642 $5,160.078 $61,920.935

1325 Bus Operator II 18.5 $4,237.657 $4,450.433 $4,673.905 $4,911.642 $5,160.078

4310 Employment Services Representative, Senior 18.5 $4,237.657 $4,450.433 $4,673.905 $4,911.642 $5,160.078

3710 Painting & Graffiti Crew Leader 18.5 $4,237.657 $4,450.433 $4,673.905 $4,911.642 $5,160.078

2115 Accounting Technician I 18 $4,134.242 $4,339.884 $4,560.980 $4,790.396 $5,032.887 $60,394.648

5224 Aquatics Facility Maintenance Specialist 18 $4,134.242 $4,339.884 $4,560.980 $4,790.396 $5,032.887

2313 Purchasing Assistant 18 $4,134.242 $4,339.884 $4,560.980 $4,790.396 $5,032.887

5620 Ceramics, Arts & Crafts Coordinator 17.5 $4,029.638 $4,237.657 $4,450.433 $4,673.905 $4,911.642 $58,939.701

4130 Community Safety Dispatcher 17 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $4,790.396 $57,484.754

1545 Library Assistant, Senior 17 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $4,790.396

1543 Library Database Specialist 17 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $4,790.396

1415 Office Specialist 17 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $4,790.396

5715 Park Maintenance Worker 17 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $4,790.396

3615 Facility Maintenance Worker 16.5 $3,834.694 $4,029.638 $4,237.657 $4,450.433 $4,673.905 $56,086.863

3715 Painter 16.5 $3,834.694 $4,029.638 $4,237.657 $4,450.433 $4,673.905

5115 Special Events Assistant 16 $3,744.354 $3,932.166 $4,134.242 $4,339.884 $4,560.980 $54,731.757

1550 Library Assistant 15 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $4,339.884 $52,078.613

1547 Library Literacy Assistant 15 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $4,339.884

1420 Office Assistant, Senior 15 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $4,339.884

1130 Reprographics Technician 15 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $4,339.884

1345 Transportation Dispatcher 15 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $4,339.884

5515 Camp Cook 14.5 $3,475.711 $3,652.825 $3,834.694 $4,029.638 $4,237.657 $50,851.889

3620 Custodian 14 $3,390.125 $3,561.297 $3,744.354 $3,932.166 $4,134.242 $49,610.907

3215 Community Development Assistant 14 $3,390.125 $3,561.297 $3,744.354 $3,932.166 $4,134.242

1.043 1.045
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3205 City Planner 33.5 $8,307.759 $8,727.270 $9,167.393 $9,631.763 $10,119.171 $121,430.053

2405 Information Technology Manager 33.5 $8,307.759 8,727.270 $9,167.393 $9,631.763 $10,119.171

5015 Parks & Recreation Superintendent 33.5 $8,307.759 $8,727.270 $9,167.393 $9,631.763 $10,119.171

1105 Public Information Officer 33.5 $8,307.759 $8,727.270 $9,167.393 $9,631.763 $10,119.171

4015 Public Safety Manager 32 $7,712.443 $8,102.854 $8,512.664 $8,945.511 $9,396.546 $112,758.550

2305 Purchasing Manager 32 $7,712.443 $8,102.854 $8,512.664 $8,945.511 $9,396.546

3105 Redevelopment & Housing Manager 31 $7,342.643 $7,712.443 $8,102.854 $8,512.664 $8,945.511 $107,346.137

1210 Senior Human Resources Analyst 28 $6,902.522 $7,256.559 $7,622.721 $8,009.495 $8,412.030 $100,944.365

1020 Senior Management Analyst 28 $6,902.522 $7,256.559 $7,622.721 $8,009.495 $8,412.030

5605 Recreation Manager 28 $6,902.522 $7,256.559 $7,622.721 $8,009.495 $8,412.030

3410 Associate Civil Engineer 28 $6,902.522 $7,256.559 $7,622.721 $8,009.495 $8,412.030

3210 Associate Planner 27 $6,572.732 $6,902.522 $7,256.559 $7,622.721 $8,009.495 $96,113.934

3805 Environmental Services Manager 27 $6,572.732 $6,902.522 $7,256.559 $7,622.721 $8,009.495

5205 Aquatics Program Manager 26.5 $6,413.900 $6,737.626 $7,078.327 $7,436.003 $7,814.289 $93,771.465

5105 Special Events Supervisor 26.5 $6,413.900 $6,737.626 $7,078.327 $7,436.003 $7,814.289

2407 Information Technology Supervisor 26.5 $6,413.900 $6,737.626 $7,078.327 $7,436.003 $7,814.289

4110 Crime Prevention Program Coordinator 26 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $7,622.721 $91,472.649

1510 Librarian, Senior 26 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $7,622.721

1527 Library Technical Services Supervisor 26 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $7,622.721

1530 Literacy Program Manager 26 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $7,622.721

1340 Fleet Maintenance Supervisor 26 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $7,622.721

1110 Cable TV Coordinator 25.5 $6,103.511 $6,413.900 $6,737.626 $7,078.327 $7,436.003 $89,232.031

1115 Graphics & Printing Specialist 25.5 $6,103.511 $6,413.900 $6,737.626 $7,078.327 $7,436.003 $89,232.031

3305 Code Enforcement Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559 $87,078.708

3605 Facility Maintenance Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559

5705 Park Maintenance Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559

3705 Street & Tree Maintenance Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559

1315 Transit  Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559

3415 Facility CIP Supervisor 25 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $7,256.559

1405 Executive Assistant 24.5 $5,808.885 $6,103.511 $6,413.900 $6,737.626 $7,078.327 $84,939.927

2105 Accountant II 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522 $82,830.259

2205 Business License Officer 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

5505 Camp Program Manager 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

4205 Emergency Preparedness Officer 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

2410 Information Technology Specialist 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

1515 Librarian 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

4215 Social Services Coordinator 24 $5,667.026 $5,953.166 $6,257.494 $6,572.732 $6,902.522

5210 Assistant Aquatics Supervisor 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626 $80,851.513

3213 Assistant Planner 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

1120 Media Specialist 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

1125 Producer & Editor 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

5610 Recreation Center Supervisor  23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

5805 Senior Center Supervisor 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

5615 Sports Supervisor 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

5611 Teen Center Supervisor 23.5 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $6,737.626

1212 Human Resources Analyst 23 $5,387.107 $5,656.461 $5,939.285 $6,236.250 $6,548.060 $78,576.716

1025 Deputy City Clerk 22.5 $5,263.279 $5,532.444 $5,808.885 $6,103.511 $6,413.900 $76,966.801

1525 Library Section Supervisor 22.5 $5,263.279 $5,532.444 $5,808.885 $6,103.511 $6,413.900

1520 Branch Library Supervisor 21.5 $5,009.875 $5,263.279 $5,532.444 $5,808.885 $6,103.511 $73,242.136

5305 Food Services Supervisor 21.5 $5,009.875 $5,263.279 $5,532.444 $5,808.885 $6,103.511

5220 Head Swim Coach 21.5 $5,009.875 $5,263.279 $5,532.444 $5,808.885 $6,103.511

5223 Water Polo Coach 21.5 $5,009.875 $5,263.279 $5,532.444 $5,808.885 $6,103.511

2104 Accountant I 21 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $5,953.166 $71,437.994

3110 Community Development Coordinator 21 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $5,953.166

3505 Permit Technician, Senior 21 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $5,953.166

5707 Senior Park Maintenance Crew Leader 21 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $5,953.166

3607 Senior Facility Maintenance Lead Worker 21 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $5,953.166

3120 Housing Programs Specialist 20.5 $4,767.383 $5,009.875 $5,263.279 $5,532.444 $5,808.885 $69,706.618

Class 

Code
Occupational Job Families and Job Classes PAY SCHED

FLSA designations cannot be assigned to a class.  An employer must show that each employee meets every requirement of the claimed exemption.  The 

FLSA designations listed below are for general administration guidelines only.
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1410 Administrative Assistant 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026 $68,004.314

5507 Camp Facility Maintenance Specialist 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026

4305 Employment Services Coordinator 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026

3610 Facility Maintenance Specialist 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026

1320 Fleet Mechanic 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026

2106 Accounting Technician II 20 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $5,667.026

1322 Cover Bus Operator 19.5 $4,539.238 $4,767.383 $5,009.875 $5,263.279 $5,532.444 $66,389.331

5675 Recreation Center Assistant Supervisor 19.5 $4,539.238 $4,767.383 $5,009.875 $5,263.279 $5,532.444

5810 Senior Center Assistant Supervisor 19.5 $4,539.238 $4,767.383 $5,009.875 $5,263.279 $5,532.444

5635 Sports Coordinator 19.5 $4,539.238 $4,767.383 $5,009.875 $5,263.279 $5,532.444

5634 Recreation Coordinator 19.5 $4,539.238 $4,767.383 $5,009.875 $5,263.279 $5,532.444

2310 Central Stores Specialist 19 $4,426.682 $4,652.199 $4,886.204 $5,133.545 $5,395.436 $64,745.237

1407 Office Specialist Senior 19 $4,426.682 $4,652.199 $4,886.204 $5,133.545 $5,395.436

4120 Animal Control Officer 18.5 $4,322.411 $4,539.441 $4,767.383 $5,009.875 $5,263.279 $63,159.353

1325 Bus Operator II 18.5 $4,322.411 $4,539.441 $4,767.383 $5,009.875 $5,263.279

4310 Employment Services Representative, Senior 18.5 $4,322.411 $4,539.441 $4,767.383 $5,009.875 $5,263.279

3710 Painting & Graffiti Crew Leader 18.5 $4,322.411 $4,539.441 $4,767.383 $5,009.875 $5,263.279

2115 Accounting Technician I 18 $4,216.927 $4,426.682 $4,652.199 $4,886.204 $5,133.545 $61,602.541

5224 Aquatics Facility Maintenance Specialist 18 $4,216.927 $4,426.682 $4,652.199 $4,886.204 $5,133.545

2313 Purchasing Assistant 18 $4,216.927 $4,426.682 $4,652.199 $4,886.204 $5,133.545

5620 Ceramics, Arts & Crafts Coordinator 17.5 $4,110.231 $4,322.411 $4,539.441 $4,767.383 $5,009.875 $60,118.495

4130 Community Safety Dispatcher 17 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $4,886.204 $58,634.449

1545 Library Assistant, Senior 17 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $4,886.204

1543 Library Database Specialist 17 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $4,886.204

1415 Office Specialist 17 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $4,886.204

5715 Park Maintenance Worker 17 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $4,886.204

3615 Facility Maintenance Worker 16.5 $3,911.388 $4,110.231 $4,322.411 $4,539.441 $4,767.383 $57,208.600

3715 Painter 16.5 $3,911.388 $4,110.231 $4,322.411 $4,539.441 $4,767.383

5115 Special Events Assistant 16 $3,819.241 $4,010.809 $4,216.927 $4,426.682 $4,652.199 $55,826.392

1550 Library Assistant 15 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $4,426.682 $53,120.185

1547 Library Literacy Assistant 15 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $4,426.682

1420 Office Assistant, Senior 15 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $4,426.682

1130 Reprographics Technician 15 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $4,426.682

1345 Transportation Dispatcher 15 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $4,426.682

5515 Camp Cook 14.5 $3,545.225 $3,725.882 $3,911.388 $4,110.231 $4,322.411 $51,868.927

3620 Custodian 14 $3,457.928 $3,632.523 $3,819.241 $4,010.809 $4,216.927 $50,603.125

3215 Community Development Assistant 14 $3,457.928 $3,632.523 $3,819.241 $4,010.809 $4,216.927

1.043 1.045

CITY OF COMMERCE
07-2015




