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The Mission of the Las Gallinas Valley Sanitary District is to protect public health and our environment, providing effective wastewater
collection, treatment, and resource recovery.

BOARD MEETING AGENDA
October 17, 2024

MATERIALS RELATED TO ITEMS ON THIS AGENDA ARE AVAILABLE FOR
PUBLIC INSPECTION DURING NORMAL BUSINESS HOURS AT THE DISTRICT
OFFICE, 101 LUCAS VALLEY ROAD, SUITE 300, SAN RAFAEL, OR ON THE DISTRICT
WEBSITE WWW.LGVSD.ORG

OPEN SESSION:

PUBLIC COMMENT

This portion of the meeting is reserved for people desiring to address the Board on matters not on the
agenda and within the jurisdiction of the Las Gallinas Valley Sanitary District. Presentations are generally
limited to three minutes. All matters requiring a response will be referred to staff for reply in writing and/or
placed on a future meeting agenda. Please contact the General Manager before the meeting.

101 LUCAS VALLEY ROAD OFFICE LEASE RENEWAL

Pursuant to Gov. Code Sec. 54956.8, the Board will consider the appointment of Curtis Paxton, General
Manager, as the District's negotiator regarding the lease of the properties at 101 Lucas Valley Road,
Suite 300/301, San Rafael. The appointed negotiator will discuss the lease of said properties with Rathlin
Properties LLC (Ciaran Scally).

CLOSED SESSION:

CONFERENCE WITH REAL PROPERTY NEGOTIATORS - Pursuant to Government Code

§ 54954.5; Commercial Property (101 Lucas Valley Road, Suite 300/301) to be leased on an interim
basis. Agency Negotiator: Curtis Paxton, General Manager for the Las Gallinas Valley Sanitary District.
Negotiating parties: Rathlin Properties LLC (Ciaran Scally). Under negotiation: Board to provide
instruction to Agency Negotiator concerning price and/or terms of payment.

101 Lucas Valley Road, Suite 300 « San Rafael, CA 94903 « 415.472.1734 + Fax 415.499.7715 -
www.lgvsd.org
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OPEN SESSION:

4:45 PM 4. CONSENT CALENDAR
These items are considered routine and will be enacted, approved or adopted by one motion

unless a request for removal for discussion or explanation is received from the staff or the Board.
Approve the Board Minutes for October 3, 2024

Receive and Ratify the Check Warrant List

Approve Board Compensation for September 2024

Approve Clark attending the SDLF Leadership Academy in San Rafael on November 3-5, 2024
Approve the Capital Facilities Charge Report

Approve the Employee Relations Resolution 2024-2342 and the Personnel Policies and Procedures
Revisions Resolution 2024-2343

mmo o w>»

Possible expenditure of funds: Yes, Item B through D.

Staff recommendation: Adopt Consent Calendar — Items A through F.

5:00 PM 5. INFORMATION ITEMS:
STAFF/CONSULTANT REPORTS:
1. General Manager’s Report — verbal
2.  Winter Newsletter Topics — written

5:30 PM 6. BOARD MEMBER REPORTS:
. CLARK
a. NBWA Board Committee, Operations Control Centers Ad Hoc Committee,
Fleet Management Ad Hoc Committee, FutureSense Ad Hoc Committee,
Energy Ad Hoc Committee, CASA Workforce Committee, Other Reports

—_

2. MURRAY
a. Marin LAFCo, Flood Zone 6, Biosolids Ad Hoc Committee, CASA Energy Committee,
Development Ad Hoc Committee, Energy Ad Hoc Committee,
San Francisco Bay Trail Ad Hoc Committee, Other Reports

3. NITZBERG
a. Operations Control Centers Ad Hoc Committee,
Fleet Management Ad Hoc Committee, Mclnnis Marsh Ad Hoc Committee
San Francisco Bay Trail Ad Hoc Committee, Other Reports

4. ROBARDS
a. Gallinas Watershed Council/Miller Creek, NBWRA, Engineering Ad Hoc Committee re: STPURWE,
Mclnnis Marsh Ad Hoc Committee, Development Ad Hoc Committee,
FutureSense Ad Hoc Committee, Other Reports

5. YEZMAN
a. Flood Zone 7, CSRMA, Ad Hoc Engineering Committee re: STPURWE,
Marin Special Districts, Biosolids Ad Hoc Committee,
Other Reports

101 Lucas Valley Road, Suite 300 « San Rafael, CA 94903 « 415.472.1734 + Fax 415.499.7715 -
www.lgvsd.org
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5:45 PM 7. BOARD REQUESTS:

A. Board Meeting Attendance Requests — Verbal
B. Board Agenda ltem Requests — Verbal

5:50 PM 8. VARIOUS INDUSTRY RELATED ARTICLES

6:00 PM 9. ADJOURNMENT

FUTURE BOARD MEETINGS NOVEMBER 7 AND NOVEMBER 21, 2024

AGENDA APPROVED: Craig K. Murray, President Patrick Richardson Legal Counsel

CERTIFICATION: |, Teresa Lerch, Board Secretary of the Las Gallinas Valley Sanitary District, hereby
declare under penalty of perjury that on or before October 14, 2024 4:00 p.m., | posted the Agenda for the
Board Meeting of said Board to be held on October 17, 2024 at the District Office, located at 101 Lucas
Valley Road, Suite 300, San Rafael, CA.

DATED: October 10, 2024

Teresa L. Lerch
Board Secretary

The Board of the Las Gallinas Valley Sanitary District meets regularly on the first and third Thursday of

each month. The District may also schedule additional special meetings for the purpose of completing unfinished
business and/or study sessions. Regular meetings are held at the District Office, 101 Lucas Valley Road, Suite 300, San
Rafael, CA.

In compliance with the Americans with Disabilities Act of 1990 (42 U.S.C. Sec. 12132), if you need special assistance to
participate in this meeting, please contact the Board Secretary at the District at (415) 472-1734 at least 24 hours prior to
the meeting. Notification prior to the meeting will enable the District to make reasonable disability-related
modifications or accommodations, including auxiliary aids or services, to help ensure accessibility to this
meeting.

101 Lucas Valley Road, Suite 300 « San Rafael, CA 94903 « 415.472.1734 + Fax 415.499.7715 -
www.lgvsd.org



AGENDA ITEM 1

10/17/2024

PUBLIC COMMENT

This portion of the meeting is reserved for persons desiring to address the Board on
matters not on the agenda and within the jurisdiction of the Las Gallinas Valley
Sanitary District. Presentations are generally limited to three minutes. All matters
requiring a response will be referred to staff for reply in writing and/or placed on a
future meeting agenda. Please contact the General Manager before the meeting.
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AGENDA ITEM 2

10/17/2024

101 LUCAS VALLEY ROAD OFFICE LEASE RENEWAL
DISTRICT NEGOTIATOR

Separate Item to be distributed at Board Meeting

Separate Iltem to be distributed prior to Board Meeting
Verbal Report

Presentation
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AGENDA ITEM 3

10/17/2024

CLOSED SESSION
Separate Item to be distributed at Board Meeting

Separate Item to be distributed prior to Board Meeting
Verbal Report

Presentation



Agenda Item L/ A
Date O G\Q\MLI /71; (A2 L’(

MEETING MINUTES OF OCTOBER 3, 2024

THE BOARD OF DIRECTORS AND STAFF OF THE LAS GALLINAS VALLEY SANITARY DISTRICT
MET IN OPEN SESSION AT 4:01 PM AT THE DISTRICT OFFICE, 101 LUCAS VALLEY ROAD, SUITE
300 CONFERENCE ROOM, SAN RAFAEL, CA. 94903

BOARD MEMBERS PRESENT: Megan Clark, Craig Murray, Barry Nitzberg and Gary
Robards

BOARD MEMBERS ABSENT: Crystal Yezman

STAFF PRESENT: Curtis Paxton, General Manager; Teresa Lerch, Board

Secretary; Dale McDonald, District Treasurer; Mike
Cortez, District Engineer

OTHERS PRESENT: Patrick Richardson, District Counsel; Tim Holmes,
Kenwood Energy

ANNOUNCEMENT: President Murray announced that the agenda had been

posted as evidenced by the certification on file in
accordance with the law.

PUBLIC COMMENT: None.

CLOSED SESSION:

ACTION:

THE BOARD OF DIRECTORS OF THE LAS GALLINAS VALLEY SANITARY DISTRICT ADJOURNED TO
CLOSED SESSION ON OCTOBER 3, 2024, AT 4:01 P.M. AT THE DISTRICT OFFICE, 101 LUCAS VALLEY
ROAD, SUITE 300, CONFERENCE ROOM, SAN RAFAEL, CALIFORNIA.

Lerch and McDonald left the meeting at 4:02 pm.

CONFERENCE WITH LEGAL COUNSEL - ANTICIPATED LITIGATION - Significant exposure to
litigation pursuant to subdivision (b) of Gov. Code Section 54956.9 — One potential case.

ADJOURNMENT:
ACTION:

The Board of Directors of the Las Gallinas Valley Sanitary District reconvened the Regular Session on
October 3, 2024 at 4:48 p.m.

BOARD MEMBERS PRESENT: Megan Clark, Craig Murray, Barry Nitzberg, Gary
Robards
STAFF PRESENT: Curtis Paxton, General Manager, Teresa Lerch, Board

Secretary, Dale McDonald, District Treasurer; Mike
Cortez, District Engineer

OTHERS PRESENT: Patrick Richardson, District Counsel: Scott
Wolfenberger, Myers & Sons Construction, LLC.

PUBLIC COMMENT: None.

Meeting Minutes Page 1 0%4 October 3, 2024



REPORT ON CLOSED SESSION: President Murray reported that there was nothing to
report.

APPROVAL OF UNILATERAL CONTRACT CHANGE ORDERS FOR THE SECONDARY TREATMENT
UPGRADE AND RECYCLED WATER EXPANSION (STPURWE) PROJECT

The Board reviewed the request for the STPURWE Unilateral Change orders with a combined amount of
$203,700 to Meyers and Sons Construction. Discussion ensued.

ACTION:
Board approved (M/S Murray/Robards (4-0-1-0) the issuance of six unilateral Contract Change Orders
(COOs) with a combined amount of $203,700 to Myers and Sons Construction, LLC (MSC) for the
Secondary Treatment Upgrade and Recycled Water Expansion (STPURWE) project and authorizes the
transfer from Capital Reserves to cover payment of the Contract Change Orders.
AYES: Clark, Murray, Nitzberg and Robards
NOES: None.
ABSENT: Yezman.
ABSTAIN: None.

CONSENT CALENDAR:
These items are considered routine and will be enacted, approved, or adopted by one motion unless a request
for removal for discussion or explanation is received from the staff or the Board.
A. Approve the Board Minutes for September 19, 2024
B. Receive and Ratify the Check Warrant List
C. Approve Award of Contract to Amerine — Center Pivot #3 and #4 Replacement Projects
D. Approve Award of Contract to Sanbell - CM & Inspection for Sewer Main Rehabilitation
Program 2024
E. Approve Award of Contract to Alpha CM — CM & Inspection for Smith Ranch PS Electrical
Upgrades and PS Lighting Projects
F. Approve Supplemental Will-Serve Letter for Legacy at Lucas Valley (Talus Reserve)
G. Approve Notice of Completion — John Duckett Force Main Access Structures
H. Approve Notice of Completion — Standby Generator System for Minor Pump Stations

Iltems B, D, E and F were pulled for discussion.

ACTION:
Board approved (M/S Nitzberg/Clark (4-0-1-0) the Consent Calendar items A through H with a modification
to item F showing no balance due.
AYES:  Clark, Murray, Nitzberg and Robards.
NOES: None.
ABSENT: Yezman.
ABSTAIN: None.

INFORMATION ITEMS:

STAFF / CONSULTANT REPORTS:
1. General Manager's Report — Paxton reported.

BOARD REPORTS
1. CLARK

a. NBWA Board Committee — no report
b. Operation Control Centers Ad Hoc Committee — no report

Meeting Minutes Page 2 of 4 October 3, 2024



Fleet Management Ad Hoc Committee — no report
FutureSense Ad Hoc Committee — verbal report

Energy Committee Ad Hoc Committee — no report

CASA Workforce Committee — no report

Other Reports — reported on the SDLF Finance workshop.

URRAY
Marin LAFCO —verbal report
Flood Zone 6 — no report
CASA Energy Committee — no report
Biosolids Ad Hoc Committee — verbal report
Development Ad Hoc Committee — no report
SF Bay Trail Ad Hoc Committee — no report
Energy Ad Hoc Committee — no report
Other Reports- attended the Ember Stomp fair at the Civic Center.

S@mpooTNZE @*0QR0

3. NITZBERG

Operation Control Centers Ad Hoc Committee — no report
Fleet Management Ad Hoc Committee — no report
Mclnnis Marsh Ad Hoc Committee — no report

SF Bay Trail Ad Hoc Committee — no report

Other Reports — no report

Poo0oTw

4. ROBARDS

. Gallinas Watershed Council/Miller Creek — no report

NBWRA — verbal report

STPURWE Engineering Ad Hoc Committee —no report

Meclnnis Marsh Ad Hoc Committee — no report

Development Ad Hoc Committee — no report

FutureSense Ad Hoc Committee — no report

Other Reports — walked with the public around the reclamation area.

@"poooTp

5. YEZMAN - absent

Flood Zone 7— no report

CSRMA - no report

Marin Special District Association — no report
STPURWE Engineering Ad Hoc Committee — no report
Biosolids Ad Hoc Committee — no report

Other Reports— no report

~Pop0 O

7. BOARD REQUESTS:
A. Board Meeting Attendance Requests — Clark requested to attend the SDLF Leadership
Academy November 3-5 in San Rafael.
B. Board Agenda Item Requests — Review the ADU Ordinance at a future board meeting, Solar
arrays, and a discussion on an Al policy.

8. VARIOUS INDUSTRY ARTICLES
Discussion ensued.

Meeting Minutes Page 3 of 4 October 3, 2024



9. ADJOURNMENT:
ACTION:
The board approved (Robards/Clark 4-0-1-0) the adjournment of the meeting at 6:49 p.m.
AYES: Clark, Murray, Nitzberg and Robards.
NOES: None.
ABSENT: Yezman.
ABSTAIN: None.

The next Board Meeting is scheduled for October 17, 2024 at 4:00 pm at the District office.

ATTEST:

Teresa Lerch, Board Secretary

APPROVED:

Gary E. Robards, Vice-President

Meeting Minutes Page 4 9|f6 October 3, 2024



Agenda Itém ; { $
L.as Gallinas Valley Sanitary District Check Register - Warrant List ﬂate O % hu P!Q g 2? ‘1
Check issue Dates: 9/20/2024 - 10/10/2024 Oct 10, 2024 08:45A

Report Criteria:
Report type: GL detait
Check Detail.input date = 10/10/2024,10/07/2024

Gl Period Check issue Date Invoice Number Description Invoice GL Account  Invoice Amount Amount

A and P Moving Inc

30000757

10/24 10/10/2024 4066937 Document Storage- Oct 24 10-400-5451 96.80 96.80

Total A and P Moving Inc: 96.80

ADP Inc
20240920

09/24 09/20/2024 670783754 Payroll processing fees Comprehensive Services Bundle ezl.abor an 10-400-5303 71.80 71.80 M
202409201

09/24 09/20/2024 670784281 Payroll processing fees Comprehensive Services Bundle 10-400-5303 2,160.00 2,160.00 M

Total ADP Inc: 2,231.80

Amatori, Pamela

30000758
10/24 10/10/2024 WELLNESS 24.25 - Wellness Reimbursement 10-400-5170 396.00 396.00

Total Amatori, Pamela: 396.00

Applied Industrial Technologi
21320
10/24 10/10/2024 7030537718  Two (2) 52-ft WH780 Heat-Treated Cottered Chains for Bio-Wheels  10-600-5319 9,164.00 9,164.00

Total Applied Industrial Technologies: 9,164.00
Aqua Engineering Inc
21321
10/24 10/10/2024 28512 Standby Generator at Treatment Plant Project Phase 023 services th 10-829-5601 7.448.72 7.448.72

Total Aqua Engineering Inc: 7.448.72

B.W.S. Distributors, Inc.

21322
10/24 10/10/2024 294415 Miscellaneous supplies 10-600-5315 330.39 330.39
10/24 10/10/2024 294627 Miscellaneous supplies 10-800-5315 1,339.95 1,339.95
Total B.W.S. Distributors, Inc.: 1,670.34
Buck's Saw Service inc
30000759
10/24 10/10/2024 115579 Brushcutter and Weed Head 10-480-5312 1,453.86 1,453.86
10/24 10/10/2024 115657 Two Electric Saws with Parts 10-460-5311 2,039.77 2,039.77
10/24 10/10/2024 115666 Chainsaw 10-460-5311 705.24 705.24
Total Buck’s Saw Service Inc: 4,198.87
Byers Law Office
30000760
10/24 10/10/2024 14788 Legal Counsel - September 2024 10-400-5351 11,130.00 11,130.00

Total Byers Law Office: 11,130.00

M = Manual Check, V = Void Check
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Las Gallinas Valley Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

2

Oct 10, 2024 08:45AM

GL Period Check Issue Date  Invoice Number Description Invoice GL Account  Invoice Amount Amount
CalNet
21323
10/24 10/10/2024 22331015 Phone Lines at Pump Station 10-500-5423 342.27 342.27
Total CalNet: 342.27
CalPERS 457 Plan Deferred Comp
20240925
09/24 09/25/2024 457 9.20 457 Deferred Comp Paydate 9.20 10-000-2127 11,205.34 11,205.34
202409202
09/24 09/20/2024 457 9.6.24 457 Deferred Comp Paydate 9.6 10-000-2127 11,205.34 11,205.34
Total CalPERS 457 Plan Deferred Comp: 22,410.68
CalPERS CERBT-OPEB
202409251
09/24 09/25/2024 17685381 CERBT-OPEB Payment- Oct 10-670-5113 11,630.00 11,630.00
Total CalPERS CERBT-OPEB: 11,630.00
CALPERS Healith
202409203
09/24 09/20/2024 OCTOBER 202 Health Premium - Active - Administration 10-400-5110 12,636.67 12,636.67
09/24 09/20/2024 OCTOBER 202 Health Premium - Active - Engineering 10-420-5110 6,107.05 5,107.05
09/24 09/20/2024 OCTOBER 202 Health Premium - Active - Coliections 10-460-5110 13,074.06 13,074.06
09/24 09/20/2024 OCTOBER 202 Health Premium - Active - Maintenance 10-480-5110 1,614.46 1,614.46
09/24 08/20/2024 OCTOBER 202 Health Premium - Active - Lab 10-560-5110 2,335.68 2,335.68
09/24 09/20/2024 OCTOBER 202 Health Premium - Active - Plant 10-600-5110 16,608.31 16,608.31
098/24 09/20/2024 OCTOBER 202 Health Premium - Retired - Employer Share - Administration 10-600-5111 1,413.00 1,413.00
09/24 09/20/2024 OCTOBER 202 Health Premium - Retired - Employer Share - Collections 10-600-5111 157.00 157.00
09/24 09/20/2024 OCTOBER 202 Health Premium - Retired - Employer Share - Plant 10-600-5111 1,413.00 1,413.00
09/24 09/20/2024 OCTOBER 202 Admin Fee - Active 10-400-5110 123.30 123.30
09/24 09/20/2024 OCTOBER 202 Admin Fee - Retired 10-400-5111 27.35 27.35
Total CALPERS Health: 64,509.88
CALPERS Retirement
202409204
09/24 09/20/2024 9.6 PAYDATE  EE & ER Retirement- Administration 10-400-5120 5,049.96 5,049.96
09/24 09/20/2024 9.6 PAYDATE  EE & ER Retirement- Engineering 10-420-5120 4,301.99 4,301.99
09/24 09/20/2024 9.6 PAYDATE  EE & ER Retirement- Collections 10-460-5120 8,067.05 8,067.05
09/24 09/20/2024 9.6 PAYDATE  EE & ER Retirement- Maintenance 10-480-5120 1,365.44 1,365.44
09/24 09/20/2024 9.6 PAYDATE EE & ER Retirement- Laboratory 10-560-5120 1,691.78 1,691.78
09/24 09/20/2024 9.6 PAYDATE EE & ER Retirement- Plant 10-600-5120 10,521.79 10,621.79
202409252
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Administration 10-400-5120 5,049.96 5,049.96
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Engineering 10-420-5120 4,301.99 4,301.99
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Collections 10-460-5120 8,067.05 8,067.05
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Maintenance 10-480-5120 1,365.44 1,365.44
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Plant 10-600-5120 10,621.79 10,521.79
09/24 09/25/2024 9.20 PAYDATE EE & ER Retirement- Laboratory 10-560-5120 1,691.78 1,681.78
202409253
09/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Administration 10-400-5120 5,049.96 5,049.96
09/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Engineering 10-420-5120 4,301.99 4,301.99
09/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Collections 10-460-5120 8,067.05 8,067.05
09/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Maintenance 10-480-5120 1,365.44 1,365.44
08/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Laboratory 10-560-5120 1,691.78 1,691.78

M = Manual Check, V = Void Check
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Las Gallinas Valiey Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

Page: 3

Oct 10, 2024 08:45AM

GL Period Check Issue Date Invoice Number Description Invoice GL Account  invoice Amount Amount
08/24 09/25/2024 10.4 PAYDATE EE & ER Retirement- Plant 10-6800-5120 10,521.79 10,521.79 M
Total CALPERS Retirement: 92,964.03
Caltest Analytical Laboratory
30000761
10/24 10/10/2024 722862 LGVSD Groundwater Sampling for Biosolids Program 10-813-5601 19,891.65 19,891.65
10/24 10/10/2024 722862 LGVSD Groundwater Sampling for Biosolids Program 10-813-5601 8,115.25 8,115.25
Total Caltest Analytical Laboratory: 28,006.90
Cintas Corporation
21324
10/24 10/10/2024 4203836713 Laundry Service for week of 09.01.24 10-600-5334 359.82 359.82
10/24 10/10/2024 4203836713 Laundry Service for week of 09.01.24 10-460-5334 359.81 359.81
10/24 10/10/2024 4203836713 Safewasher Mobile Service 10-480-5339 223.63 223.63
10/24 10/10/2024 4205951031 Laundry Service for week of 09.23.24 10-460-5334 349.97 349.97
10/24 10/10/2024 4205951031 Laundry Service for week of 09.23.24 10-600-5334 349.97 349.97
10/24 10/10/2024 4206686238 Laundry Service for week of 8/30/2024 10-460-5334 360.31 360.31
10/24 10/10/2024 4206686238 Laundry Service for week of 9.30.24 10-600-5334 360.32 360.32
10/24 10/10/2024 4206686238 Safewasher Mobile Service 10-480-5339 223.63 223.63
Total Cintas Corporation: 2,587.46
City of San Rafael
213256
10/24 10/10/2024 9.30.24 INVOl  Pre-application for New Muiltipurpose Bulding at LGVSD 10-764-5601 2,086.00 2,086.00
Total City of San Rafael: 2,086.00
Comet Building Maintenance
21326
10/24 10/10/2024 174502 Janitoral Services - Sept 2024 10-400-5333 1,670.00 1,670.00
Total Comet Building Maintenance: 1,670.00
Cook, Glenn
30000762
10/24 10/10/2024 24.25 WELLNE 24.25 Welilness Reimbursement 10-600-5170 156.36 156.36
Total Cook, Glenn: 156.36
CPS HR Consuiting
30000763
10/24 10/10/2024 0014403 Human Resources Consuiting Services 10-400-5331 958.85 958.85
Total CPS HR Consulting: 958.85
Custom Tractor Service
30000764
10/24 10/10/2024 LGVSD1610 Biosolids Land Application Services 2024 - Half of Contract 10-580-5325 112,500.00 112,500.00
Total Custom Tractor Service: 112,500.00
EOAinc
30000765
10/24 10/10/2024 LG35-0824 Technical support for NPDES Permits 60-620-5341 1,101.15 1,101.15

M = Manual Check, V = Void Check
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Las Gallinas Valley Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

Page: 4
Oct 10, 2024 08:45AM

GL Period Check Issue Date Invoice Number Description Invoice GL Account  Invoice Amount Amount
10/24 10/10/2024 LG35-0824 Technical support for NPDES Permits 10-600-5341 6,239.85 6,239.85
Total EQA Inc: 7.341.00
Ethosoft
30000766
10/24 10/10/2024 2053 FY 24.25 Agreement - Lab Software LIMS for TN! Standards Reporti  10-716-5601 4,350.00 4,350.00
Total Ethosoft: 4,350.00
Gardeners Guild
30000767
10/24 10/10/2024 118677 Maintenance for QCT 2024 10-600-5312 2,153.00 2,153.00
Total Gardeners Guild: 2,153.00
GHD Inc.
30000768
10/24 10/10/2024 380-0058050 Amendment #1 Terra Linda- Hwy 101 Sewer Crossing 10-754-5601 2,095.80 2,095.80
Total GHD Inc.: 2,095.80
Grainger
30000769
10/24 10/10/2024 9262966113 Misc. Supplies 10-600-5315 206.71 206.71
Total Grainger: 206.71
Hach Company
30000770
10/24 10/10/2024 14195381 Replacement Colorimeter Assembly 10-600-5317 642.39 642.39
10/24 10/10/2024 14207736 Reagent Set, Chlorine Total CL. 17 and Tubing Kit 10-600-5315 696.46 696.46
Total Hach Company; 1,338.85
Harrington Industrial Plastics LLC
30000771
10/24 10/10/2024 00606004 O-Ring Assembly 10-800-5317 202.04 202.04
Total Harrington Industrial Plastics LL.C: 202.04
Ibieto Inc dba Pasta King
21319
10/24 10/07/2024 1735 Safety Lunch Meeting 10-400-5243 446.90 446.90
Total Ibleto Inc dba Pasta King: 446.90
Jaycox Construction CNG
21327
10/24 10/10/2024 LGSD243 FueiMaker Preventative Maintenance Service 9.23.24 10-460-5315 3,000.00 3,000.00
Total Jaycox Construction CNG: 3,000.00
Kemira Water Solutions Inc,
30000772
10/24 10/10/2024 9017851988 Ferric Chloride Solution 10-600-5283 15,930.52 15,930.52

M = Manual Check, V = Void Check
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Las Gallinas Valley Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

5

Oct 10, 2024 08:45AM

GL Period Check Issue Date Invoice Number Description Invoice Gl Account  Invoice Amount Amount
Total Kemira Water Solutions inc.: 15,930.52
Kenwood Energy
30000773
10/24 10/10/2024 LGVSD-2410 BESS Consulting Services 10-934-5601 453.75 453.75
10/24 10/10/2024 LGVSD-2410 Solar PV System Upgrade 10-830-5601 5,597.50 5,597.50
Total Kenwood Energy: 6,061.25
Kerry Lemos Electrical
21328
10/24 10/10/2024 0000200 Tested and Replaced Two Patch Cables 10-400-5317 437.00 437.00
Total Kerry Lemos Electrical: 437.00
Marin Ace
21329
10/24 10/10/2024 76458 Misc Supplies 10-600-5317 45.72 4572
Total Marin Ace: 45.72
Murray, Craig
30000774
10/24 10/10/2024 WASTEWATE  CASA Montery Conf - Corrected Mileage Reimbursement 10-440-5467 6.03 6.03
Total Murray, Craig: 6.03
Myers & Sons Construction LP
21330
10/24 10/10/2024 0214-55 500-Gallon Fuel Procurement & Installation 10-927-5601 41,612.93 41,612.93
Total Myers & Sons Construction LP: 41.612.93
NBWA c/o Central Marin Sanitation Agency
21331
10/24 10/10/2024 INV01707 Watershed Stewardship Plan Costs Overhead 10-400-5461 3,486.03 3,486.03
10/24 10/10/2024 INV01707 Water Collaborator Sponsorship 10-460-5461 1,754.05 1,754.05
Total NBWA c/o Central Marin Sanitation Agency: 5,240.08
Nigro & Nigro
21332
10/24 10/10/2024 20599 Audit Services for Fiscal Year 2023-2024 10-400-5353 12,000.00 12,000.00
Total Nigro & Nigro: 12,000.00
Noli & Tam Architects
21333
10/24 10/10/2024 0061063 Multipurpose Laboratory Building 10-764-5601 96,950.01 96,950.01
Total Noll & Tam Architects: 96,950.01
Pacific Wastewater Optimization
21334
10/24 10/10/2024 1017 Project Management Services - Wet Weather Capacity Expansion to 10-935-5601 6,840.00 6,840.00
10/24 10/10/2024 1018 Task 2: Pond Liner Repair Design, Bidding, and Construction Suppor 10-925-5601 5,040.00 5,040.00

M = Manual Check, V = Void Check
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Las Gallinas Valiley Sanitary District Check Register - Warrant List

Check Issue Dates: 9/20/2024 - 10/10/2024

Page: 6
Oct 10, 2024 08:45AM

GL Period Check Issue Date  Invoice Number Description Invoice GL Account  Invoice Amount Amount
10/24 10/10/2024 1019 Task 1: Sludge Pump installation Design, Bidding, and Construction 10-906-5601 9,360.00 9,360.00
Total Pacific Wastewater Optimization; 21,240.00
Paxton, Curtis
30000775
10/24 10/10/2024 24.25 WELLNE 24.25 Weliness reimbursement 10-400-5170 500.00 500.00
Total Paxton, Curtis: 500.00
Platt Electric Supply
21338
10/24 10/10/2024 5033727 Misc. Supplies 10-600-5317 6.42 6.42
Total Platt Electric Supply: 6.42
Proforma
21336
10/24 10/10/2024 B939002812A  Business cards - Nitzberg 10-440-5221 71.15 71.15
Total Proforma: 71.15
RelaDyne
30000776
10/24 10/10/2024 0160400-IN 46 Diesel- Collections 10-460-5231 4,571.46 4,571.46
10/24 10/10/2024 0160400-IN 46 Unleaded- Collections 10-460-5233 1,601.29 1,601.29
10/24 10/10/2024 0160400-IN 60 Unleaded- Plant 10-600-5233 250.65 250.65
Total RelaDyne: 6,423.40
Roy's Sewer Service
21337
10/24 10/10/2024 223241 Cleaned and Dumped Debris from Headworks Channel 10-600-5315 3,600.00 3,600.00
Total Roy's Sewer Service: 3,600.00
Satcom Global
30000777
10/24 10/10/2024 AI10240196 Satelite Phone Service - Administration Sept 24 10-400-5243 77.69 77.69
10/24 10/10/2024 Al10240196 Satelite Phone Service ~ Collections Sept 24 10-460-5243 77.69 77.89
10/24 10/10/2024 AI10240196 Satelite Phone Service - Plant Sept 24 10-6800-5243 77.69 77.69
Total Satcom Giobal: 233.07
Shape Incorporated
21338
10/24 10/10/2024 38330B26578  Two Flygt 2" NPT Cast lron Discharge Etbow 10-500-531¢ 1,412.70 1.412.70
Total Shape Incorporated: 1,412.70
SiteOne Landscape Supply
21339
10/24 10/10/2024 145734127-00  Misc. Supplies 10-460-5315 32.55 32.55
Total SiteOne Landscape Supply: 32.55

M = Manual Check, V = Void Check
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Las Gallinas Valley Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

Page:

7

Oct 10, 2024 08:45AM

GL Period Check Issue Date invoice Number Description Invoice GL Account  invoice Amount Amount
Sun Life Financial - LIFE & ADD
20241002
10/24 10/02/2024 OCTOBER 202 Life & ADD - Administration 10-400-5150 565,00 565.00
10/24 10/02/2024 OCTOBER 202 Life & ADD - Engineering 10-420-5150 114.80 114.50
10/24 10/02/2024 OCTOBER 202 Life & ADD - Collections 10-460-5150 159.50 159.50
10/24 10/02/2024 OCTOBER 202 Life & ADD - Maintenance 10-480-5150 64.50 64,50
10/24 10/02/2024 OCTOBER 202 Life & ADD - Laboratory 10-560-5150 45,00 45.00
10/24 10/02/2024 OCTOBER 202 Life & ADD - Plant 10-600-5150 221.00 221.00
Total Sun Life Financial - LIFE & ADD: 1,169.50
Sun Life Financial - LTD
202410021
10/24 10/02/2024 OCTOBER 202 LTD - Administration 10-400-5160 583.56 583,56
10/24 10/02/2024 OCTOBER 202 LTD - Engineering 10-420-5160 367.78 367.78
10/24 10/02/2024 OCTOBER 202 LTD - Collections 10-460-5160 757.87 757.87
10/24 10/02/2024 OCTOBER 202 LTD - Maintenance 10-480-5160 179.54 179.54
10/24 10/02/2024 OCTOBER 202 LTD - Laboratory 10-560-5160 215.47 215.47
10/24 10/02/2024 OCTOBER 202 LTD - Plant 10-600-5160 936.53 936.53
Total Sun Life Financial - LTD: 3,040.75
Tapia, Rogelio
30000778
10/24 10/10/2024 24,25 WELLNE 24.25 Wellness Reimbursement 10-460-5170 500.00 500.00
Total Tapia, Rogelio: 500.00
Underground Service Alert
21340
10/24 10/10/2024 1513792024 2024 Membership Fee 10-460-5461 3,213.52 3,213.52
Total Underground Service Alert: 3,213.52
Univar USA Inc.
30000779
10/24 10/10/2024 52387759 Sodium Hypochilorite Delivery 9 3 24 10-600-5281 16,530.01 16,530.01
10/24 10/10/2024 52440221 Sadium Hypochlorite Delivery 9 23 24 10-600-5281 16,151.16 16,151.16
Total Univar USA Inc.: 32,681.17
USA BlueBook
21341
10/24 10/10/2024 INV00481078  Two Total Cholorine Analyzer Kits 10-600-5211 7.818.34 7.818.34
10/24 10/10/2024 INV00496455 Misc. Supplies 10-600-5315 585.97 585.97
10/24 10/10/2024 INV0O0500724 Misc. Supplies 10-600-5315 408.47 408.47
10124 10/10/2024 INV0O0501544  Three Ball Valves 10-600-5315 1,054.48 1,054.48
Total USA BlueBook: 9,867.26
Vision Service Plan
20241001
10/24 10/01/2024 821316577 Vision Coverage - Administration Oct 2024 10-400-5119 108.45 108.45
10/24 10/01/2024 821316577 Vision Coverage - Engineering Oct 2024 10-420-5118 43.38 43.38
10/24 10/01/2024 821316577 Vision Coverage - Collections Oct 2024 10-460-5119 151.83 151.83
10/24 10/01/2024 821316577 Vision Coverage - Maintenance Qct 2024 10-480-5119 65.07 65.07
10/24 10/01/2024 821316577 Vision Coverage - Laboratory Oct 2024 10-560-5119 43,38 43.38

M = Manual Check, V = Void Check

17

2EgzEx=a=g

T Tz

2=



Las Gallinas Valley Sanitary District

Check Register - Warrant List
Check Issue Dates: 9/20/2024 - 10/10/2024

Page: 8

Oct 10, 2024 08:45AM

GL Period Check Issue Date Invoice Number Description Invoice GL Account  Invoice Amount Amount
10/24 10/01/2024 821316577 Vision Coverage - Plant Oct 2024 10-600-5119 130.14 130.14 M
Total Vision Service Plan: 542.25
WateReuse
30000780
10/24 10/10/2024 D55604 Annual Membership Dues FY25 10-400-5461 1,633.26 1.633.26
Total WateReuse: 1,633.26
West Yost
21342
10/24 10/10/2024 2059909 Grant tracking, cyber grant assistance, and project matrix update 8-1 10-420-5342 1,695.00 1.685.00
Total West Yost: 1,695.00
WEX Health Inc.
20240924
09/24 09/24/2024 9.23.24 FSA FSA Reimbursement 9.23.24 10-000-2130 127.27 127.27 M
20241004
10/24 10/04/2024 10.3.24 FSA FSA Reimbursement 10.3.24 10-000-2130 140.00 140.00 M
202409245
09/24 09/25/2024 9.24.24 FSA FSA Reimbursement 8.24.24 10-000-2130 76.23 76.23 M
202409255
09/24 09/25/2024 00020122585-1 FSA Administration - August 2024 10-000-2130 50.00 50.00 M
202410012
10/24 10/01/2024 9.29.24 FSA FSA Reimbursement 9.29.24 10-000-2130 84.09 84.09 M
202410022
10/24 10/02/2024 10.1.24 FSA FSA Reimbursement 10.1.24 10-000-2130 5.00 5.00 M
Total WEX Health Inc.: 482.59
Grand Totals: 653,941.39

Board Member:

General Manager:

Finance Manager:

M = Manual Check, V = Void Check
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Agende Tteyy (/ C_

Date
Directors' Meeting Attendance Recap
Name Total Meetings
Megan Clark 5
Barry Nitzberg 6
Craig Murray 6
Gary Robards 6
Crystal Yezman 5
Total 28
Meeting Date: 10/17/2024
Paydate: 10/18/2024

C:\Users\bhunt\Desktop\important files\Board Meeting Attendance lJo?m.xlsx



101 Lucas Valley Road, Suite 300, San Rafael, CA 94903
LGS Office: 415.472.1734 Fax: 415.499.7715

%f% GG I l I nos BOARD MEMBER ATTENDANCE FORM

VALLEY SANITARY DISTRICT

Director’'s Name: MEG/)I\/ (,I.MKK Month: SEPT ZDZ’%

Board Members shall be compensated for up to the legal limit of six (6) meetings per month and one (1) per day. Board

members are limited to four (4) conferences or seminars per year. For multi-day conferences, compensation shall be at
a maximum of one (1) meeting per day.

REGULAR and SPECIAL MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No

95 | R, maehiNG X
9,7"7 O t d X

TOTAL Z

OTHER MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No

924 | SDLA ~F acession Paniva, <
9-25 | " = Budb Raole in Finan@@ X
-2¢." - " X

TOTAL -
Total Meetings for which | am Requesting Payment: 5
Max of six (6) per Health & Safety Code §4733

| hereby certify that the meetings as set forth above are true and correct and are for the purpose of conducting official business for

the Las Gallinas Valiey Sanitary Distrit
Y/ NP H) 3~ Ro24-

irector Signature Date

Aqu(ﬂstratnf?%ces Ma nagj&pproved Date
TCn . Io/1 24

\__.- “Board Secretary Received / Date

20



(Gallinas

Office: 415.472.1734 Fax: 415.499.7715

VALLEY SANITARY DISTRICT

Director's Name:

Board Members shall be compensated for up to the legal limit of six (6) meeting per month and one (1) per day. Board members are limited to four

MURRAY, Craig K.

Month:

September 2024

101 Lucas Valley Road, Suite 300, San Rafael, CA 94903

BOARD MEMBER ATTENDANCE FORM

{4) conferences or seminars per year. For multl-day conferences, compensation shall be at a maximum of one (1) meeting per day.

REGULAR and SPECIAL MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No
9/5/24 Board Meeting X
9/19/24 Board Meeting X
TOTAL 2/2
OTHER MEETINGS CHARGING DISTRICT
Date Description of meeting ~ Yes . | No
8/4f24 San Rafael Safe Routes to School Quarterly Task Force Meeting X
9/7/24 Fire Safe Marin Ember Stomp 2024 Marin County Fairgrounds X
9/8/24 Travel Day to CSDA X
9/9,10,11,12/24 CSDA Annual Conference — Indian Wells XXXX
8/1a/24 RWA-Buckeye-Chapter13-Survey/Engineering-Day %
9/12/24 CASA Air Quality, Climate Change & Energy {ACE) Workgroup Meeting X
9/12/24 EES! Exploring The Policy Landscape of Carbon Dioxide Removal X
9/12/24 ICMA Coaching Program: Ethics at the Helm-Staying the Course Despite X
Unethical Elected Officials
Merrydale Road/Las Gallinas Creek Headwater Litter & Debris Removal
9/15,29/24 ¢/o City of San Rafael: 9/15 0.5 hrs; 9/29 1.5 hrs XX
9/23/24 CASA, Water Technology Ailiance of Denmark Workshop: Nutrients X
Removal & Air Quality Objectives — Santa Rosa Water
9/24/24 CSDA How To Develop Your Agency’s Succession Plan Webinar X
9/25/24 Biosolids Ad Hoc Committee Meeting X
9/25/24 International Right of Way Association (IRWA) Luncheon Presentation ~ X
PG&E 10,000 Mile System Hardening Update

: Igvsd board meeting attendance form — September 2024
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101 Lucas Valley Road, Suite 300, San Rafael, CA 94903
LGS Office: 415.472.1734 Fax: 415.499.7715

f GO Ill nos BOARD MEMBER ATTENDANCE FORM

VALLEY SANITARY DISTRICT

TOTAL 6/16
7 i

Total Meetings for which | am Requesting Payment: I~ ¢ /1 8

Manx of six {6) per Health & Safety Code §4733

I hereby certify that the meetings as set forth above are true and correct and are for the purpose of conducting official business for
the Las Gallinas Val!eyj_aritary District.

N > Craig K. Murray September 25, 2024

e

Director Slgnature Date
o~

Adm‘\ﬁ;‘g’(ve Services M j Apprgved Date

L Board Secretary Received

/

: lgvsd board meeting attendance form — September 2024
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101 Lucas V?lley Road, Suite 300, San Rafael, CA 94903
LGS Office: 415.472,1734 Fax: 415.499.7715

f GCI I l| Nas BOARD MEMBER ATTENDANCE FORM

VALLEY SANITARY DISTRICT

Director’s Name: gd)/ r \/ N)%? bém Month: f/l L

Board Members shall be compensated for up to the legal hmlt of six (6) meetings per month and one (1) per day. Board
members are limited to four (4) conferences or seminars per year. For multi-day conferences, compensation shall be at
a maximum of one (1) meeting per day.

REGULAR and SPECIAL MEETINGS | CHARGING DISTRICT
Date Description of meeting Yes No
\
U5 | |
[’7 24 | Bogrd Mee 4, n_ﬁj_ v
¢ : ‘ i
s o | Boawd Meekicg v |
TOTAL
|
OTHER MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No

O;/q CASDA Anr\m};i} C’fmﬁwgnc& v
U0 \ o \ | d
an . [ .
Q12 o vl

TOTAL

Total Meetings for which | am Requesting Payment: [O

Manx of six (6) per Health & Safety Code §4733
I hereby certify that the meetings as set forth above are true and correct and are for the purpose of conducting official business for
the Las Gallinas Valley Sanitary District.

%M,«A @Zy@%/i /‘@I%O/‘ZH
}Tector %lé)ature a Date

( Adn'?"ztwe Seityﬁ'ger Approved \ Date

Board Secretary Received ] T Date
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101 Lucas Valley Road, Suile 300, San Rafarl, CA 04907
Office: 415,472.1734 Fax: 415.499.7715

- las |
L GO l l I nOS BOARD MEMBER ATTENDANCE FORM

VALLEY SANITARY DISTRICT
Direcior's Name: C.7/\\/ ‘ )/ (// U’ fMonth ,S;‘G: ,{) //) "!__,,"“jk

Board Membets shaltbe compensated forup to the legallimit of s (6) meetings per month and one (1) per day. Board
members are limited to four (4) conferences orseminars peryear Formulti day conlorences, cornpensation shall e
a maximum of one (1) meeting per day.

REGULAR and SPECIAL MEETINGS CHARGING DISTRICT
Dale Description of meeling Yes Mo

‘f\kd (/ﬂﬁ\)q@@/”\‘\ Aﬁ{\’/-(’{(jb /
(‘)D/%m) f’tez//rmq |
1 i/; 1 bRLESY /“4,(,/6*: hA |

TOTAL j
OTHER MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No

19 Fqnd sV IWMNUEL cobperee) |
Algaaln| W MEREvse wp o2
1|21 (F8LLIUNS W @rershep uniq § O P
1| 1D MBS X 13 wﬁs M&eT 1 MG Ve

TOTAL 3
Total Meetings for which | am Requesting Payment: Q

Miax of six (6) per Health & Safety Code §4733

I hereby certfy that the meetings as set forth above are true and correct and are for the purpose of conducting official business for

the Las Gallinas Valley Sanitary District. /
s Ay i /3 / 4
Z ) b /2

o EA — '
Director Signature Date
/ f\dm%%rv&ces ?‘f.r Approved Date
L ( N/ Ci 2] 29
N RoStdSecretary Reckifed - bate |/
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101 Lucas Valley Road, Suite 300, San Rafael, CA 94903
Office: 415.472.1734 Fax: 415.499.7715

_lLas .
'Gallinas

VALLEY SANITARY DISTRICT

BOARD MEMBER ATTENDANCE FORM

Director’s Name: Crystal Yezman Month: September 2024

Board Members shall be compensated for up to the legal limit of six {6} meetings per month and one (1) per day. Board
members are limited to four {4) conferences or seminars per year. For multi-day conferences, compensation shall be at
a maximum of one (1) meeting per day.

REGULAR and SPECIAL MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No
09/05/2024 Regular Board Mtg X
09/19/2024 Regular Board Mtg X
TOTAL y)
OTHER MEETINGS CHARGING DISTRICT
Date Description of meeting Yes No
09/04/2024 Engineering Ad Hoc Mtg X
09/10/2024 MSDA Exec Board Meeting X
09/25/2024 Biosolids Ad Hoc X
09/25/2024 Flood Zone 7 Meeting X
TOTAL 3
Total Meetings for which | am Requesting Payment: 5
Max of six (6) per Health & Safety Code §4733
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101 Lucas Valley Road, Suite 300, San Rafael, CA 94903
e LGS Office: 415.472.1734 Fax: 415.499.7715

j %GO "inos BOARD MEMBER ATTENDANCE FORM

VALLEY SANITARY DISTRICT

)
/ 10/10/2024
//w(c// Q 77/” Vet 1o/
A
Director Signature Date
/7 /
?dministratiyg:éefvices ManagerApproved Date
e .
N O /o | 2 Y
e Board Secretary Received " Datel '
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AGENDA ITEM é{ D

DATE: - O(JaW 2

) Las = 2
"Gallinas

VALLEY SANITARY DISTRICT

BOARD MEMBER
MEETING ATTENDANCE REQUEST

Date: 10 3 '5/4 Name: 'i/Q'-" "'HA L&R‘“\
I would like to attend the CjL—D?L Lgy%"ﬂ El l S L‘H't“j Meeting
of LEADERSINIP WORY S m:«PS

,..-s

To be held on the % : 1day of Nt WV, from " a m. /Qm to

\ 5 g day of N ‘“ t  from 4: (<9, a.m. /@ ‘_
Location of meeting: EY?A\?‘)J(S(\})Y SUITES > SAN ‘ﬂ‘} FA E ’——- CA. (-] 4 k‘ L’:;
Actual meeting date(s): /] /f - % }'4 )T F; %
Meeting Type: (In person/Webinar/Conference) | A, IEELXN

Purpose of Meeting: /“\) VAN {ED LEA -J/}t’/\\vﬂl i K)KILL-J

Meeting relevance to District: ﬂi’rh f\f i(\i":f }j 0 F\-\ : ‘;”:Lf 'H, ‘) ST (\\ LTS
YES NO
Request assistance from Board Secretary to register for Conference: @ (]

Frequency of Meeting: ’7 { ‘i(,\ \,\ A —~Oownd Jﬂ N}C’/

Estimated Costs of Travel (if apphcable) g/

[ gk f) |
Date submitted to Board Secretary: AZL,? P i 24

Board approval obtained on Date:

Please submit this form to the Board Secretary no later than 1 week prior to the
Board Meeting.

REVISED 06012021

2; 04



Item Number 4E
VALLEY SANITARY DISTRICT GM ReVieW CP

Agenda Summary Report

To: Board of Directors

From: Dale McDonald, Administrative Services Manager W
(415) 526-1519 dmcdonald@Igvsd.org
Meeting Date: October 17, 2024

Re: Capital Facilities Charge Accounting and Reporting
Item Type: Consent X Action Information Other .
Standard Contract: Yes No (See attached) Not Applicable __ X .

STAFF RECOMMENDATION:
Receive report to comply with reporting provisions of Government Code Section 66013.

BACKGROUND:

California Government Code Section 66013 was substantially amended in 1998 and imposed
more stringent accounting and reporting requirements for fees collected for sewer connection and
capacity charges. Capacity charge is defined as a charge for facilities in existence at the time a
charge is imposed or charges for new facilities to be constructed in the future that are of benefit to
the person or property being charged.

The accounting requirements stipulate that the District deposit its Capital Facilities Charges (CFC)
and related interest earned into a separate Connection Fees account and to account for those
charges in a manner to avoid commingling with other monies of the District and to expend those
charges only for the purposes for which the charges were collected. The law also requires that this
information simply be made available to the public within 180 days after the end of the fiscal year.

Pursuant to the District’s Ordinance Code, Title 2, Chapter 1, the District charges a Capital
Facilities Charge for each Equivalent Sewer Unit as outlined in Section 907 for new connections
and for the additions or alterations of existing structures. The District identifies projects which
expand existing capacity and allocates funding from the Capital Facilities Charge fund as part of
the annual budget.

Attached for information only is a copy of the District's annual Capital Facilities Charge Revenue
and Expenditure Report for the fiscal year ended June 30, 2024 and the adopted Restricted Funds
Budget for 2024-2025, identifying anticipated use of funds for public improvements, of which there
is none, that fully comply with the accounting and reporting provisions of Government Code
Section 66013.

PREVIOUS BOARD ACTION: None
ENVIRONMENTAL REVIEW: N/A
FISCAL IMPACT: None

X:\BOARD\Agenda\Agenda 2024\Agenda Packet\10172024\ASR Capital Facilities Charge Accounting and Reporting.docx Page 1 of 1
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mailto:dmcdonald@lgvsd.org

Las Gallinas Valley Sanitary District

Capital Facilities Funded Project Detail
July 2023 through June 2024

CAPITAL FACILITIES CHARGE - REVENUE

CAPACITY RELATED EXPENSES FOR FY 2023-24

There were no capacity related expenses used towards capacity related projects in FY 2023-24. The balance of $1,066,776.47 is
available to expand existing capacity through projects identified during the Capital Outlay Budget process or by Board action.

S:\ACCOUNTING\AUDIT\Audit 23-24\CFC\CFC Activity FY2024

268,872.91

40-000-1129 - Money Mrkt-Connection Fee-x9510 - BEGINNING BALANCE July 1, 2023 797,903.56
Date Memo Debit Credit Balance
40-000-1129 - Money Mrkt-Connection Fee-x9510
07/31/2023 74 Circle - Connection Fee 3,681.00 0.00 801,584.56
07/31/2023  July 2023 Interest Income 681.28 0.00 802,265.84
08/23/2023 26 Pt Gallinas Road - Connection Fees 3,113.00 0.00 805,378.84
08/31/2023 August 2023 Interest Income 2,336.49 0.00 807,715.33
09/30/2023  September 2023 Interest Income 2,570.93 0.00 810,286.26
10/18/2023 22 Leona Dr. - Connection Fee 336.00 0.00 815,780.26
10/18/2023  Saint Isabella School - Connection Fee 1,227.00 0.00 815,780.26
10/18/2023 31 Washington Ave - Connection Fee 2,863.00 0.00 815,780.26
10/18/2023 850 Butternut Drive - Connection Fee 1,068.00 0.00 815,780.26
10/31/2023  October 2023 Interest Income 2,854.22 0.00 818,634.48
11/15/2023  Safeway - Connection Fee 2,863.00 0.00 821,497.48
11/21/2023 12 Montevideo Way - Connection Fee 6,135.00 0.00 827,632.48
11/30/2023  November 2023 Interest Income 2,706.44 0.00 830,338.92
12/28/2023  Marin Airport Sports Center - Connection Fee 25,767.00 0.00 856,105.92
12/31/2023  December 2023 Interest Income 2,645.76 0.00 858,751.68
01/31/2024  January 2024 Interest Income 3,111.07 0.00 861,862.75
02/08/2024 15 Arcangel way - Connection Fee 826.00 0.00 917,097.75
02/08/2024 90 Sidney Ct - Connection Fee 1,239.00 0.00 917,097.75
02/08/2024  Pet Emergency Center of Marin - Connection Fee 53,170.00 0.00 917,097.75
02/29/2024 February 2024 Interest Income 2,852.34 0.00 919,950.09
03/31/2024  March 2024 Interest Income 2,928.16 0.00 922,878.25
04/30/2024 300 N San Pedro Ct - Connection Fee 826.00 0.00 923,704.25
04/30/2024  April 2024 Interest Income 3,241.90 0.00 926,946.15
05/31/2024  Talus connection fee deposit from Ops to ConnFee 108,822.20 0.00 1,035,768.35
05/31/2024  May 2024 Interest Income 3,166.19 0.00 1,038,934.54
06/24/2024 1207 Las Raposas Rd - Connection Fee 826.00 0.00 1,061,030.04
06/24/2024 240 Channing Way - Connection Fee 1,652.00 0.00 1,061,030.04
06/24/2024  Marin County Fire Dispatch Suite - Connection Fee 16,313.50 0.00 1,061,030.04
06/24/2024 223 Blackstone Drive - Connection Fee 3,304.00 0.00 1,061,030.04
06/24/2024  Weiss Associates - Connection Fees 2,548.35 0.00 1,063,578.39
06/30/2024  June 2024 Interest Income 3,198.08 0.00 1,066,776.47
Total 40-000-1129 - Money Mrkt-Connection Fee-x9510 268,872.91 0.00 1,066,776.47
TOTAL - ENDING BALANCE June 30, 2024 * 268,872.91 0.00 1,066,776.47
* Annex and Capital Facilities Charges revenue in FY 2023-24 236,580.05
* Interest on Connection Fees revenue in FY 2023-24 32,292.86



LAS GALLINAS VALLEY SANITARY DISTRICT
RESTRICTED FUNDS
ADOPTED BUDGET FY 2024-2025 - JUNE 20, 2024

2022-23 2023-24 2023-24 2024-25
Actual Adopted Projected Adopted
Budget End of Year Budget
Restricted Funds

Capacity / Capital Facilities / Connection Fee Fund (#5025)

Beginning Balance $ 587,687 % 797,904 $ 797,904 $ 1,106,819
Plus: Additions 210,216 872,019 308,916 342,200
Less: Use of Funds - - - -

Ending Balance $ 797904 $ 1,669,923 $ 1,106,819 $ 1,449,019

Purpose: To pay for collection system and plant capacity improvements to serve new connections.

Captains Cove Fund (#5019)

Beginning Balance $ 1,498 $ 3,657 $ 3,657 $ 1,116
Plus: Additions 8,188 16,010 16,246 16,250
Less: Use of Funds (6,029) (24,800) (18,787) (16,600)

Ending Balance $ 3,657 $ (5,133) $ 1,116 $ 766

Purpose: Special assessment fees in and class account 350 expenses out.

Marin Lagoon Fund (#5005)

Beginning Balance $ 15,978 $ 10,538 $ 10,538 $ 14,127
Plus: Additions 9,956 24,780 34,596 25,150
Less: Use of Funds @ (15,396) (26,600) (31,007) (37,200)

Ending Balance $ 10,538 $ 8,718 $ 14,127  $ 2,077

Purpose: Special assessment fees in and class account 360 expenses out.

™ Prior Year Capital Expenditures for Marin Lagoon Pump Station #1 to be recovered over multiple years as balance insufficient
to cover entire cost of project.

Recycled Water Capital Repair and Replacement Fund (#5028) @

Beginning Balance $ - 3 23§ 23 % -
Plus: Additions - 22,348 12,990 17,520
Less: Use of Funds - - - -

Ending Balance $ 23 % 22371 % 13,014  $ 17,520

Purpose: Capital repair or replacement costs at the Recycled Water Treatment Facility. Fund shall not exceed $500K.

@) Established May 2023 with first annual contribution by MMWD and LGVSD to be made in 2023-24.
To be funded by LGVSD and MMWD by multiplying the total annual recycled water Operating & Maintenance producing costs by 10%.

Total Restricted Fund Reserve Funding: $ 401,120

Last update:7/12/2024 30 10of1



Item Number 4F 1

VALLEY SANITARY DISTRICT GM ReVieW CP

Agenda Summary Report

To: Board of Directors

From: Dale McDonald, Administrative Services Manager W
(415) 526-1519 dmcdonald@Igvsd.org
Meeting Date: October 17, 2024

Re: Resolution Adopting Standalone Employment Relations Resolution
Item Type: Consent _ X Action Information Other .
Standard Contract: Yes No (See attached) Not Applicable __ X .

STAFF RECOMMENDATION
Adopt Resolution No. 2024-2342 establishing a standalone policy for the administration of
employee-employer relations.

BACKGROUND

The Las Gallinas Valley Sanitary District (District) consolidated Personnel Policy and Procedures
(PPP) were prescribed for the purpose of carrying out the personnel program in compliance with
state and federal law. The policies and procedures were last updated in 2017.

Liebert Cassidy Whitmore and CPS HR Consulting were asked to review the PPP and
recommend updates to reflect legislative changes and to incorporate best practices in personnel
management. It was recommended to separate out the Employee Relations Resolution (ERR)
section into a standalone document.

The District has an employee representation group, OE3 (Operating Engineers Local 3) for
certain non-management classifications within the District. Government Code Section 3500 et.
seq. (also known as the Meyers-Milias-Brown Act) governs the labor-management relations within
California local governments, including cities, counties, and most special districts. The Meyers-
Milias-Brown Act (MMBA) empowers a government agency to adopt reasonable rules and
regulations after consultation in good faith with representatives of its employee organizations for
the administration of employer-employee relations.

An initial draft of the proposed changes to the PPP and ERR was prepared by the District and
presented to the labor representatives, along with an opportunity to meet and discuss. The District
and OE3 representatives met on three occasions to review the resolution and discuss the
proposed revisions. Labor Management Committee meetings were held on May 8, July 10, and
August 28, 2024. OE3 provided specific comments on the language and the District responded to
each comment, and in some cases amended the resolution in response to the comments
received.

The District Board reviewed the proposed changes to the PPP manual and the ERR document at
their regular meeting of September 19, 2024. Recommended changes were considered and
made to the draft ERR as follows:

X:\BOARD\Agenda\Agenda 2024\Agenda Packet\10172024\PPP\ASR Employment Relations Resolution No 2424-2342.docx Page 1 of 2

31


mailto:dmcdonald@lgvsd.org

VALLEY SANITARY DISTRICT

Changes to the Draft Employee Relations Resolution After September 19

e Section 1.01 Statement of Purpose: Added “contracting” to the third paragraph as
a management right. Two items of note:

o First, this provision in the ERR states that unless an MOU provision requires
otherwise, the District retains all management rights. All of what this section
describes is a management right and does not enlarge the District’s
management rights. And if anything in the MOU curtails those rights, that
provision governs.

o Second, the District has the right to contract and subcontract. However, the
District cannot contract or subcontract bargaining unit work without meeting
and conferring with the employee union. These statements do not negate the
obligations of the District.

e Section 2.10 Appeals: Corrected title of “Board Clerk” to “Board Secretary.”

e Section 4.02 Impasse Procedures: No changes were made. Mediation only
applies if the meet and confer process has reached an impasse. The Board can
resolve issues directly with the union and has opportunity to reach agreement before
impasse mediation.

There is no impact to the District/ OE3 Memorandum of Understanding or to any employment
terms. With the adoption of the resolution, the District and its represented employees can follow
best practices, avoid ambiguity in processes, and comply with the relevant Government Code and
the MMBA.

PREVIOUS BOARD ACTION
The Personnel Policy and Procedures was last presented to the Board and approved on March 9,
2017, superseding the prior version dated May 28, 2015.

ENVIRONMENTAL REVIEW
N/A

FISCAL IMPACT
N/A

Attachment:
Resolution No. 2024-2342
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RESOLUTION NO. 2024-2342
LAS GALLINAS VALLEY SANITARY DISTRICT

RESOLUTION OF THE BOARD OF DIRECTORS ESTABLISHING A
STANDALONE POLICY AND PROCEDURE FOR THE ADMINISTRATION OF
EMPLOYER-EMPLOYEE RELATIONS

WHEREAS, the Las Gallinas Valley Sanitary District’'s Personnel Policy and Procedures
was established to carry out the personnel program in compliance with state and federal law,
concerning both day-to-day employment matters and employee union relations as outlined
under the Meyers-Milias-Brown Act (MMBA); and

WHEREAS, the Board of Directors recognizes the need to separate the Employee
Relations Resolution section from the consolidated Personnel Policy and Procedures to provide
a standalone document that ensures a uniform and equitable approach to considering legitimate

employee objectives advanced by employee organizations; and

WHEREAS, Government Code Section 3507 empowers a government agency to adopt
reasonable rules and regulations after consultation in good faith with representatives of its

employee organizations for the administration of employer-employee relations; and

NOW THEREFORE, BE IT RESOLVED that the Board of Directors of the Las Gallinas
Valley Sanitary District hereby adopts the standalone Employee Relations Resolution Policy and
Procedure for the administration of employer-employee relationships, separate from the

consolidated Personnel Policy and Procedures.

Article | — General Provisions

Sec. 1.01. Statement of Purpose:

This implements Chapter 10, Division 4, Title 1 of the Government Code of the State of California
(section 3500 et seq.) captioned “Meyers-Milias-Brown Act” (Local Public Employee
Organizations), by providing orderly procedures for the administration of employer-employee
relations between Las Gallinas Valley Sanitary District and its employee organizations. Nothing
contained herein, however, shall be deemed to supersede the provisions of state law, ordinances,
resolutions and rules which provide for other methods of administering employer-employee
relations. This resolution is intended, instead, to strengthen employer-employee relations through
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the establishment of uniform and orderly methods of communications between employees,
employee organizations and the District.

It is the purpose of this Resolution to provide procedures for meeting and conferring in good faith
with Recognized Employee Organization(s) regarding matters that directly and significantly affect
and primarily involve the wages, hours, and other terms and conditions of employment of
employees in appropriate units and that are not preempted by federal or state law. The District
shall not be required to meet and confer over the merit, necessity or organization of any service
or activity provided by law or executive order.

Nothing contained in this Resolution shall be construed to restrict any legal or inherent exclusive
District rights with respect to matters of general legislative or managerial policy. Unless
specifically in conflict with any Memorandum of Understanding, the District retains all
management rights, which include, but are not limited to: The sole and exclusive right to
determine the District’'s mission, including that of its constituent departments, commissions, and
boards; the sole and exclusive right to direct the affairs of, manage, and maintain the efficiency
of the District, to set standards of service; and to control the organization and operation of the
District. The District also has the sole and exclusive right to take any actions which the District
deems desirable to conduct its affairs, including, but not limited to, determining the procedures
and standards of selection for employment, directing its work force (including scheduling and
assigning work and overtime), hiring, firing, discharges, promotions, demotions, transfers, taking
disciplinary action, determining the methods, means and personnel by which District operations
are to be conducted, relieving employees from duty because of budgetary considerations, lack of
work, or other lawful reasons, contracting or subcontracting, maintaining discipline and efficiency
of employees, determining the content of job classifications, taking all necessary actions to carry
out its mission in emergencies, and exercising complete control and discretion over its
organization and the technology of performing its work consistent with the provisions of this
Resolution and the MMBA. The foregoing is meant to be descriptive of the District’s rights, and
not exhaustive.

Sec. 1.02. Definitions:
As used in this Resolution, the following terms shall have the meanings indicated:

A. "Appropriate unit" means a unit of employee classes or positions, established pursuant to
Article Il of this Resolution.

B. "District" means the Las Gallinas Valley Sanitary District, and, where appropriate herein,
refers to the Board of Directors or any duly authorized District representative as herein
defined.

C. "Confidential Employee" means an employee who, in the course of his or her duties, has

access to confidential information relating to District's administration of employer-
employee relations.

D. "Consult/Consultation in Good Faith" means to communicate orally or in writing with all
affected recognized employee organization(s), in good faith, for the purpose of presenting
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and obtaining views or advising of proposed actions in an effort to reach a consensus;
and, as distinguished from meeting and conferring in good faith regarding matters within
the required scope of representation (as defined in California Government Code section
3504), does not involve an endeavor to reach a binding agreement in the form of a
Memorandum of Understanding, nor is it subject to the impasse resolution procedures set
forth in Article IV of this Resolution.

E. "Day" means calendar day unless expressly stated otherwise.

F. “Exclusively Recognized Employee Organization” means an employee organization which
has been formally acknowledged by the District as the sole employee organization
representing the employees in an appropriate representation unit determined pursuant to
Article Il of this Resolution, having the exclusive right to meet and confer in good faith
concerning matters within the scope of representation pertaining to unit employees, and
thereby assuming the corresponding obligation of fairly representing such employees.
Such recognition status may only be challenged by another employee organization as set
forth in Article 1l section 8..

G. "Employee Relations Officer" means the General Manager or designee.

H. "Impasse" means that the representatives of the District and a Recognized Employee
Organization have reached a point in their meeting and conferring in good faith where their
differences on matters to be included in a Memorandum of Understanding, and/or
concerning matters over which they are required to meet and confer, remain so substantial
and prolonged that further meeting and conferring would be futile.

l. "Management Employee" means an employee having responsibility for formulating,
administering or managing the implementation of the District’s policies and programs.

J. "Proof of Employee Support" means (1) an authorization card recently signed and
personally dated by an employee, provided that the card has not been subsequently
revoked in writing by the employee, or (2) a verified authorization petition or petitions
recently signed and personally dated by an employee, or (3) employee dues deduction
authorization, using the payroll register for the period immediately prior to the date a
petition is filed hereunder, except that dues deduction authorizations for more than one
employee organization for the account of any one employee shall not be considered as
proof of employee support for any employee organization. The only authorization which
shall be considered as proof of employee support hereunder shall be the authorization last
signed by an employee. The words "recently signed" shall mean within six (6) months
prior to the filing of a petition.

K. "Supervisory Employee" means any employee having authority, in the interest of the
District, to hire, transfer, suspend, lay off, recall, promote, discharge, assign, reward, or
discipline other employees, or responsibly to direct them, or to adjust their grievances, or
effectively to recommend such action if, in connection with the foregoing, the exercise of
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such authority is not of a merely routine or clerical nature, but requires the use of
independent judgment.

Terms not defined herein shall have the meanings as set forth in the MMBA.

Article Il — Representation Proceedings

Sec. 2.01. Filing of Recognition Petition by Employee Organization:

An employee organization which seeks to be formally acknowledged as the Exclusively
Recognized Employee Organization representing the employees in an appropriate unit may file a
petition of representation with the General Manager or designee containing the following
information and documentation:

A

B.

Name and address of the employee organization.
Names and titles of its officers.

Names, email addresses, and telephone numbers of employee organization
representatives who are authorized to speak on behalf of the organization.

A statement that the employee organization has, as one of its primary purposes, the
responsibility of representing employees in their employment relations with the District.

A statement whether the employee organization is a chapter of, or affiliated directly or
indirectly in any manner, with a local, regional, state, national, or international
organization, and, if so, the name and address of each such other organization.

Certified copies of the employee organization's constitution and bylaws.

A designation of those persons, not exceeding two in number, and their addresses, to
whom notice sent by regular United States mail will be deemed sufficient notice on the
employee organization for any purpose.

A statement that the employee organization has no restriction on membership based on
race, color, religion, creed, sex, national origin, age, sexual orientation, mental or physical
disability or medical condition, or any other legally-protected classifications.

The job classifications or position titles of employees in the unit claimed to be appropriate
and the approximate number of member employees therein.

A statement that the employee organization has in its possession proof of employee
support as herein defined to establish that a majority of the employees in the unit claimed
to be appropriate have designated the employee organization to represent them in their
employment relations with the District. Such written proof shall be submitted for
confirmation to the Employee Relations Officer or to a mutually agreed upon disinterested
third party.
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K. A request that the Employee Relations Officer formally acknowledge the petitioner as the
Exclusively Recognized Employee Organization representing the employees in the unit
claimed to be appropriate for the purpose of meeting and conferring in good faith.

The Petition, including the proof of employee support and all accompanying documentation, shall
be declared to be true, correct and complete by the duly authorized officer(s) of the employee
organization executing it.

Sec. 2.02. District’s Response to Recognition Petition:

Upon receipt of the Petition, the Employee Relations Officer shall determine whether:

a. There has been compliance with the requirements for the filing of a Recognition Petition
as set forth in Sec. 2.01 hereof; and

b. The proposed representation unit is an appropriate unit in accordance with Sec. 2.07 of
this Article II.

If the Employee Relations Officer determines the petition satisfies the two criteria above, the
Employee Relations Officer shall so inform the petitioning employee organization, shall give
written notice of such request for recognition to the employees in the unit and shall take no
action on said request for thirty (30) days thereafter.

If the Employee Relations Officer determines that the petition does not satisfy one or both of the
criteria above, the Employee Relations Officer shall offer to consult with such petitioning
employee organization. The Employee Relations Officer, after consulting with the labor
organization, will inform that organization in writing why the petition fails to satisfy the criteria
above.

The petitioning employee organization may appeal the Employee Relations Officer’s
determination in accordance with Sec. 2.09 of this Resolution.

Sec. 2.03. Open Period for Filing Challenging Petition:

Within thirty (30) days of the date written notice was given to affected employees that a valid
recognition petition for an appropriate unit has been filed, any other employee organization may
file a competing request to be formally acknowledged as the exclusively recognized employee
organization of the employees in the same or in an overlapping unit (one which corresponds with
respect to some, but not all the classifications or positions set forth in the recognition petition
being challenged), by filing a petition evidencing proof of employee support in the unit claimed to
be appropriate of at least thirty (30) percent and otherwise in the same form and manner as set
forth in Sec. 2.01 of this Article Il. If the challenging petition seeks establishment of an overlapping
unit, the Employee Relations Officer shall call for a hearing on such overlapping petitions for the
purpose of ascertaining the more appropriate unit. The petitioning employee organizations shall
have the opportunity to be heard during the hearing. Thereafter, the Employee Relations Officer
shall determine the appropriate unit or units in accordance with the standards in Sec. 2.07 of this
Article Il and shall provide written notice of the Employee Relations Officer’'s determination.
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If the petitioning employee organizations do not agree with the decision rendered by the Employee
Relations Officer, the petitioning employee organizations shall have fifteen (15) days from the
date when the notice of such unit determination is communicated to them by the Employee
Relations Officer to amend their petitions to conform to such determination or to appeal such
determination or to appeal such determination pursuant to Sec. 2.09 of this Article Il.

Sec. 2.04. Granting Recognition Without an Election:

If the Petition is in order, and the proof of support shows that a majority of the employees in the
appropriate unit have designated the petitioning employee organization to represent them, and if
no other employee organization filed a challenging petition, the petitioning employee organization
and the Employee Relations Officer shall request the California State Mediation and Conciliation
Services (“CSMCS”), a division of California Public Employee Relations Board (PERB), or another
agreed upon neutral third party, to review the count, form, accuracy, and propriety of the proof of
support. If the neutral third party makes an affirmative determination, the Employee Relations
Officer shall formally acknowledge the petitioning employee organization as the Exclusive
Recognized Employee Organization for the designated unit.

Sec. 2.05. Election Procedure:

Where recognition is not granted pursuant to Sec. 2.04 of this Resolution, then, upon
determination of an appropriate unit in accordance with Sec. 2.02 and 2.07 of this Article Il, the
Employee Relations Officer shall arrange for a secret ballot election to be conducted by a party
agreed to by the Employee Relations Officer and the concerned employee organization(s), in
accordance with such party's rules and procedures subject to the provisions of this Resolution.

In the event that the parties are unable to agree on a third party to conduct an election, the
election shall be conducted by CSMCS. In the event that CSMCS declines to conduct the
election, for any reason, the parties agree that the election shall be conducted by a neutral
arbitrator selected from a list of seven (7) names to be provided by CSMCS or, if that body for
any reason fails to provide such a list, by the American Arbitration Association. The incumbent
recognized employee organization shall first strike one name, the petitioning organization shall
then strike one name, the Employee Relations Officer shall next strike one name, and alternate
so forth until the last name remaining shall be the Election Supervisor.

If, once the election supervisor is appointed, the parties cannot agree as to the time, place, and
manner of the election, the parties shall authorize the election supervisor to unilaterally
determine such issues and carry out the election accordingly.

All employee organizations who have duly submitted petitions which have been determined to
be in conformance with this Article Il shall be included on the ballot. The choice of “no
organization” shall also be included on the ballot thereby allowing employees the choice of
representing themselves individually in their employment relations with the District.

Employees are entitled to vote if they meet either of the following criteria: 1) They are employed
in regular permanent positions within the designated appropriate unit during the pay period
which ended at least fifteen days before the date the election; or 2) They did not work during the
fifteen day period because of iliness, vacation or other authorized leaves of absence, and they
are employed by the District in the same unit on the date of the election.
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An employee organization shall be formally acknowledged as the Exclusively Recognized
Employee Organization for the designated appropriate unit following an election or run-off
election if it received a numerical majority of all valid votes cast in the election. In an election
involving three or more choices, where none of the choices receives a majority of the valid votes
cast, a run-off election shall be conducted between the two choices receiving the largest
number of valid votes cast. The rules governing an initial election shall also apply to a run-off
election.

There shall be no more than one valid election under this Resolution pursuant to any petition in
a 12-month period affecting the same unit.

The costs of conducting elections shall be borne in equal shares by the District and by each
employee organization appearing on the ballot.

Sec. 2.06. Procedure for Decertification of Exclusively Recognized Employee
Organization:

A Decertification Petition alleging that the incumbent Exclusively Recognized Employee
Organization no longer represents a majority of the employees in an established appropriate
unit may be filed with the Employee Relations Officer only during the month of March of any
year following the first full year of recognition, during the thirty (30) day period commencing one
hundred twenty (120) days prior to the termination date of a Memorandum of Understanding
then having been in effect less than three (3) years, whichever occurs later, or any time
following expiration of a Memorandum of Understanding. A Decertification Petition may be filed
by two or more employees or their representative, or an employee organization, and shall
contain the following information and documentation declared by the duly authorized signatory
under penalty of perjury to be true, correct and complete:

a. The name, address, and telephone number of the petitioner and a designated
representative authorized to receive notices or requests for further information.

b. The name of the established appropriate unit and of the incumbent Exclusively
Recognized Employee Organization sought to be decertified as a representative of that
unit.

c. An allegation that the incumbent Exclusively Recognized Employee Organization no
longer represents a majority of the employees in the appropriate unit, and any other
relevant and material facts relating thereto.

d. Proof of employee support that at least thirty (30) percent of the employees in the
established appropriate unit no longer desire to be represented by the incumbent
Exclusively Recognized Employee Organization. Such proof shall be submitted for
confirmation to the Employee Relations Officer or to a mutually agreed upon
disinterested third party within the time limits specified in the first paragraph of this
Section.

An employee organization may, in satisfaction of the Decertification Petition requirements set
forth in this Resolution, file a Petition under this Section in the form of a Recognition Petition that
evidences proof of employee support of at least thirty percent (30%) percent, that includes the
allegation and information required under this Section 2.06, and otherwise conforms to the
requirements of Section 2.01 of this Article II.
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The Employee Relations Officer shall initially determine whether the Petition has been filed in
compliance with the applicable provisions of this Article Il. If the Employee Relations Officer
determines the Petition does not comply with Article Il, the Employee Relations Officer shall
offer to consult with the petitioning employees and/or employee organization. If the Employee
Relations Officer's negative determination remains unchanged, the Employee Relations Officer
shall return the Petition to the employees or employee organization with a written statement of
the reasons for the Employee Relations Officer’s determination. The petitioning employees or
employee organization may appeal such determination in accordance with Sec. 2.10 of this
Article II.

If the determination of the Employee Relations Officer is affirmative, or if the Employee
Relations Officer's negative determination is reversed on appeal, the Employee Relations
Officer shall give written notice of such Decertification or Recognition Petition to the incumbent
Exclusively Recognized Employee Organization and to unit employees. Upon request, the
Employee Relations Officer shall provide a copy of the Petition with names and all other
identifying information redacted.

The Employee Relations Officer shall then arrange for a secret ballot election to be held on or
about thirty (30) days after the written notice of Decertification or Recognition to determine the
wishes of unit employees as to the question of decertification and, if a Recognition Petition was
duly filed hereunder, the question of representation. Such election shall be conducted in
conformance with Sec. 2.05 of this Article II.

During the "open period" specified in the first paragraph of this Sec. 2.06, the Employee
Relations Officer may, with good reason to believe that a majority of unit employees no longer
wish to be represented by the incumbent Exclusively Recognized Employee Organization, notify
that organization and all unit employees that the Employee Relations Officer shall arrange for an
election to determine that issue. In such event any other employee organization may, within
fifteen (15) days of such notice, file a Recognition Petition in accordance with this Sec. 2.08,
which the Employee Relations Officer shall act on in accordance with this Sec. 2.06.

If, pursuant to this Sec. 2.06, a different employee organization is formally acknowledged as the
Exclusively Recognized Employee Organization, such organization shall be bound by all the
terms and conditions of any Memorandum of Understanding then in effect for its remaining term.

Sec. 2.07. Policy and Standards for Determination of Appropriate Units:

The Employee Relations Officer shall maintain a list of all current bargaining units in the District
and shall have the management discretion to form and define reasonable bargaining units, based
on the procedures specified in this Resolution. The policy objectives in determining the
appropriateness of units shall be the effect of a proposed unit on (1) the efficient operations of
District and its compatibility with the primary responsibility of the District and its employees to
effectively and economically serve the public, and (2) providing employees with effective
representation based on recognized community of interest considerations. These policy
objectives require that the appropriate unit shall be the broadest feasible grouping of positions
that share an identifiable community of interest. Factors to be considered shall be:

A. Similarity of the general kinds of work performed, types of qualifications required, and the
general working conditions.
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B. History of representation in the District and similar employment; except however, that no
unit shall be deemed to be an appropriate unit solely on the basis of the extent to which
employees in the proposed unit have organized.

C. Consistency with the organizational patterns of the District.
D. Effect of differing legally mandated impasse resolution procedures.
E. Number of employees and classifications, and the effect on the administration of

employer-employee relations created by the fragmentation of classifications and
proliferation of units.

F. Effect on the classification structure and impact on the stability of the employer-employee
relationship of dividing a single or related classification among two or more units.

G. Whether the classifications are managerial, supervisory, and/or confidential, as defined in
this Resolution.

Notwithstanding the foregoing provisions of this Section, managerial, supervisory, and
confidential employees may only be included in a unit consisting solely of managerial, supervisory
or confidential employees respectively. Managerial, supervisory, and confidential employees may
not represent any employee organization which represents other employees.

Also, under the MMBA, professional employees have the right to be represented separately from
non-professional employees.

The Employee Relations Officer shall, after notice to and consultation with affected employee
organizations, allocate new classifications or positions, delete eliminated classifications or
positions, and retain, reallocate, or delete classifications or positions from units in accordance
with the provisions of this Section. The decision of the Employee Relations Officer shall be final.

Sec. 2.08. Procedure for Modification of Established Appropriate Units:

a. Request for Modification from Employee Organization

Requests by employee organizations for modifications of established appropriate units
may be considered by the Employee Relations Officer only during the period specified in
Sec. 2.06 of this Article Il. Such requests shall be submitted in the form of a Recognition
Petition and, in addition to the requirements set forth in Sec. 2.01 of this Article Il, shall
contain a complete statement of all relevant facts and citations in support of the
proposed modified unit in terms of the policies and standards set forth in Sec. 2.07 of
this Resolution. The Employee Relations Officer shall process such petitions as other
Recognition Petitions under this Article II.

b. Unit Modification by Action of the Employee Relations Officer

The Employee Relations Officer may initiate a unit modification at any time for good
cause, including but not limited to when new classifications are adopted, existing
classifications abolished, or when classifications are no longer compatible with the
existing bargaining unit under the factors of Sec. 2.07 of this Article Il. The Employee
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Relations Officer shall give written notice of the proposed modification(s) to any affected
employee organization and shall hold a meeting concerning the proposed
modification(s), at which time all affected employee organizations shall be heard.

Thereafter the Employee Relations Officer shall determine the composition of the
appropriate unit or units in accordance with Sec. 2.07 of this Article Il, and shall give
written notice of such determination to the affected employee organizations. The
Employee Relations Officer's determination may be appealed as provided in Section
2.10 of this Article Il. If a unit is modified pursuant to the motion of the Employee
Relations Officer hereunder, employee organizations may thereafter file Recognition
Petitions seeking to become the Exclusively Recognized Employee Organization for
such new appropriate unit or units pursuant to Sec. 2.01 of this Article Il.

Sec. 2.09. Procedure for Processing Severance Requests:

An employee organization may file a request to become the exclusively recognized employee
organization of a unit alleged to be appropriate that consists of a group of employees who are
already a part of a larger established unit represented by another exclusively recognized
employee organization. The timing, form, and processing of such request shall be as specified
in Sec. 2.08 of Article Il for modification requests.

Sec. 2.10. Appeals

An employee organization aggrieved by a determination of the Employee Relations Officer that
the Filing of a Recognition Petition (Sec. 2.01), Challenge of a Petition (Sec. 2.03),
Decertification of a Petition (Sec. 2.06), Determination of an Appropriate Unit (Sec. 2.07), Unit
Modification Petition (Sec. 2.08), or Severance Request(s) (Sec. 2.09) has not been processed
in compliance with the applicable provisions of this Article Il, may, within ten (10) days of notice
of the Employee Relations Officer’s determination, appeal such determination to the Board of
Directors for final decision.

Appeals to the Board of Directors shall be filed in writing with the Board Secretary, and a copy
thereof served on the Employee Relations Officer. The Board of Directors shall commence to
consider the matter within thirty (30) days of the filing of the appeal. The Board of Directors may,
in its discretion, refer the dispute to a non-binding third party hearing process.

Any decision of the Board of Directors on the use of such procedure, and/or any decision of the
Board of Directors determining the substance of the dispute shall be final and binding.

Sec. 2.11. Abandonment of Unit or Good Faith Doubt of Majority Representative:

In the event a bargaining unit appears to have been abandoned by its Exclusively Recognized
Employee Organization, or in the event that the Employee Relations Officer has a good faith
doubt that the Exclusively Recognized Employee Organization represents a majority of the
members of the unit, the Employee Relations Officer shall serve notice to the affected employee
organization(s) stating the evidence leading the Employee Relations Officer to the belief of
abandonment or doubt of majority representational status. Such affected employee
organization shall have twenty (20) days to present written evidence and argument to the
contrary.
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If, after the twenty-day period expires, the Employee Relations Officer still believes the unit has
been abandoned or still has a good faith doubt of majority representation, the Employee
Relations Officer shall thereupon arrange for a secret ballot election to be held on or about
fifteen (15) days after notice thereof to determine the wishes of unit members. The question
before the electorate shall be, “Do you wish to continue to be represented by [insert name of
association or union] in your formal bargaining relationship with the District?” If the answer by a
majority of valid votes cast is in the affirmative, there shall be no change in representational
status. If the answer by a majority of valid votes cast is in the negative, then the organization’s
representational status as bargaining representative for the unit in question shall be terminated.

Details of such election shall be handled in accordance with applicable provisions of Section
2.04 of Article 1l of this Resolution.

Article lll = Administration

Sec. 3.01. Submission of Current Information by Recognized Employee Organizations:

All changes in the information filed with District by an Exclusively Recognized Employee
Organization under items (A.) through (H.) of its Recognition Petition under Section 2.01 shall be
submitted in writing to the Employee Relations Officer within thirty (30) days of such change.

Sec. 3.02. Employee Organization Activities—Use of District Resources:

Access to District work locations and the use of District paid time, facilities, equipment and other
resources by employee organizations and those representing them shall be authorized only to
the extent provided for in Memoranda of Understanding and/or administrative procedures, shall
be limited to lawful activities consistent with the provisions of this Resolution that pertain directly
to the employer-employee relationship and not such internal employee organization business as
soliciting membership, campaigning for office, and organization meetings and elections, and shall
not interfere with the efficiency, safety, and security of District operations.

Sec. 3.03. Administrative Rules and Procedures:

The General Manager or designee is hereby authorized to establish such rules and procedures
as appropriate to implement and administer the provisions of this Resolution after consultation
with affected employee organizations.

Article IV — Impasse

Sec. 4.01. Initiation of Impasse Procedures:

If the meet and confer process has reached impasse as defined in Article |, Section 1.02 of this
Resolution, either party may initiate the impasse procedures by filing with the other party a written
request for an impasse meeting, together with a statement of its position on all issues. An
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impasse meeting shall then be scheduled promptly by the Employee Relations Officer. The
purpose of such meeting shall be:

A

B.

To identify and specify in writing the issue or issues that remain in dispute;

To review the position of the parties in a final effort to reach agreement on a Memorandum
of Understanding; and

If the impasse is not resolved, to discuss arrangements for the utilization of the impasse
procedures provided herein.

Sec. 4.02. Impasse Procedures:

Impasse procedures are as follows:

A

If the parties agree to submit the impasse to mediation, the dispute shall be submitted to
mediation. Unless the parties agree to a mediator, the mediator shall be selected from a
list of seven (7) names to be provided by CSMCS. The recognized employee organization
shall first strike one name, the Employee Relations Officer shall next strike one name, and
alternate so forth until the last name remaining shall be the mediator. All mediation
proceedings shall be private. The mediator shall make no public recommendation, nor
take any public position at any time concerning the issues.

Otherwise, the parties can utilize any other impasse procedures provided in accordance
with the MMBA.

After any applicable impasse procedures have been exhausted, the Board of Directors
may hold a public hearing regarding the impasse, and take such action regarding the
impasse as it in its discretion deems appropriate as in the public interest, including
implementation of the District’s last, best, and final offer. Any legislative action by the
Board of Directors on the impasse shall be final and binding.

Sec. 4.03. Costs of Impasse Procedures:

The cost for the services of a mediator and/or any other mutually incurred costs of any impasse
procedures, shall be borne equally by the District and the Exclusively Recognized Employee
Organization. Separately incurred services or costs shall be borne solely by the party incurring
the cost.

Article V — Miscellaneous Provisions

Sec. 5.01. Construction:

This Resolution shall be administered and construed as follows:

A. Nothing in this Resolution shall be construed to deny to any person, employee,
organization, the District, or any authorized officer, body or other representative of the
Resolution No. 2024-2342 Page 12 of 14
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D.

District, the rights, powers and authority granted by federal or state law, ordinances or
resolutions.

This Resolution shall be interpreted so as to carry out its purpose as set forth in Article I.

Nothing in this Resolution shall be construed as making the provisions of California Labor
Code section 923 applicable to District employees or employee organizations, or of giving
employees or employee organizations the right to participate in, support, cooperate or
encourage, directly or indirectly, any strike, sickout or other total or partial stoppage or
slowdown of work. In consideration of and as a condition of initial and continued
employment by the District, employees recognize that any such actions by them are in
violation of their conditions of employment, except as expressly otherwise provided by
legally preemptive state or contrary local law. In the event employees engage in such
actions, they shall subject themselves to discipline up to and including termination, and
may be replaced, to the extent such actions are not prohibited by preemptive law; and
employee organizations may thereby forfeit all rights accorded them under this Resolution
and other District ordinances and resolutions for a period of up to one (1) year from
commencement of such activity.

Nothing in this Resolution shall be construed as a waiver of any rights unless expressly

and specifically stated.

Sec. 5.02. Suspension of Recognition:

Recognition of an employee organization may be suspended by the Board for:

a.
b.
c.

Repeated or continued failure or refusal to comply with the provisions of this Resolution.
Intentional furnishing of false information to the District.
Violation of any law, resolutions, contract provisions, court decision or court orders.

Reasonable notice and opportunity to correct violations shall be given prior to suspension under
this Section.

Sec. 5.03. Severability:

If any provision of this Resolution, or the application of such provision to any persons or
circumstances, shall be held invalid, the remainder of this Resolution, or the application of such
provision to persons or circumstances other than those as to which it is held invalid, shall not be
affected thereby.

* * % % % % *x * * * * *
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PASSED AND ADOPTED by the Board of Directors of the Las Gallinas Valley Sanitary District,
Marin County, California, at a meeting thereof held on the 17" day of October, 2024 by the

following vote:

AYES, and in favor thereof Members:
NOES, Members:

ABSENT, Members:

ABSTAIN, Members:

| hereby certify that the foregoing is a full, true, and correct copy of a resolution duly and

regularly passed and adopted by the Sanitary Board of the Las Gallinas Valley Sanitary District.

Teresa Lerch, District Secretary

Approve: (seal)

Gary E. Robards, Vice-President of Board of Directors
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Agenda Summary Report

To: Board of Directors

From: Dale McDonald, Administrative Services Manager W
(415) 526-1519 dmcdonald@Igvsd.org
Meeting Date: October 17, 2024

Re: Resolution Revising the Personnel Policy and Procedures
Item Type: Consent _ X Action Information Other
Standard Contract: Yes No (See attached) Not Applicable __ X .

STAFF RECOMMENDATION
Adopt Resolution No. 2024-2343 revising the District’s Personnel Policy and Procedures.

BACKGROUND

The Las Gallinas Valley Sanitary District’'s consolidated Personnel Policy and Procedures (PPP)
were prescribed for the purpose of carrying out the personnel program in compliance with state
and federal law. The policies and procedures were last updated in 2017.

Liebert Cassidy Whitmore and CPS HR Consulting were asked to review the PPP and
recommend updates to reflect legislative changes and to incorporate best practices in personnel
management.

An initial draft of the proposed changes to the PPP was prepared by the District and presented to
the labor representatives, along with an opportunity to meet and discuss. The Labor Management
Committee, consisting of District representatives and Operating Engineers Local 3 (OE3)
representatives, met on May 8, July 10, and August 28, 2024 to review and discuss the proposed
changes to the PPP. To provide clarity, language in the PPP was updated to conform to the
language in the Memorandum of Understanding (MOU) between the District and OES3.

The District Board reviewed the proposed changes to the PPP at their regular meeting of
September 19, 2024. Recommended changes were considered and made to the PPP as follows:

Changes to the Personnel Policies and Procedures Manual After September 19

e Section 6. Use of District Property: Added “vehicle” to preamble paragraph.

e Section 6.1 Scope: Added “(D) District property shall not be defaced including but
not limited to graffiti, unauthorized writing or drawing on property, or placement of
unauthorized or inappropriate stickers on property” at the end of Section 6.1.

e Section 22.9 Bereavement: No changes were made. Language aligns with the
MOU and conforms with AB 1949, which updated California Gov. Code § 12945.7
effective January 1, 2023, providing eligible employees with up to 5 days of
bereavement leave.
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VALLEY SANITARY DISTRICT

The General Manager is the person appointed by the Board to administer and enforce the rules
and regulations of District. The General Manager has general authority over personnel matters
and authority to administer the District with exclusive management and control of the operations
and works of the District, subject to approval of the Board (Board Policy B-80). Minor administerial
revisions to the PPP are allowed under this authority provided that no significant increases or
decreases in compensation or benefits are proposed.

There is no impact to the District/ OE3 Memorandum of Understanding or to any employment
terms. Adoption of the resolution will confirm that the General Manager has authority to make
administrative changes and updates to the PPP required by relevant legislative changes without
additional Board approval.

PREVIOUS BOARD ACTION
The Personnel Policy and Procedures was last presented to the Board and approved on March 9,
2017, superseding the prior version dated May 28, 2015.

ENVIRONMENTAL REVIEW
N/A

FISCAL IMPACT
There is no fiscal impact for adopting the revised PPP.

Attachments:
1. Resolution No. 2024-2343
2. LGVSD Personnel Policy and Procedures (10/17/2024).
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RESOLUTION NO. 2024-2343

A RESOLUTION OF THE BOARD OF DIRECTORS OF THE
LAS GALLINAS VALLEY SANITARY DISTRICT ADOPTING THE REVISED
PERSONNEL POLICIES AND PROCEDURES OF THE DISTRICT

WHEREAS, the Board of Directors has adopted personnel rules that have been

incorporated into a consolidated Personnel Policy and Procedures handbook; and

WHEREAS, Board Policy B-80 grants the General Manager authority over personnel
matters, including the authority to make minor revisions to the Personnel Policies and Procedures,
provided such revisions do not result in significant changes to employee compensation or benefits;

and

WHEREAS, the General Manager is further authorized to amend the Personnel Policies and

Procedures to ensure compliance with applicable laws; and

WHEREAS, any other amendments to the Personnel Policies and Procedures require formal

action by the Board of Directors; and

WHEREAS, the Board of Directors now desires to adopt the revised Personnel Policies and
Procedures, which incorporate all relevant legislative updates, as well as changes made by the

Board and those made by the General Manager within the scope of their authority.

NOW, THEREFORE, BE IT RESOLVED that the Board of Directors hereby adopts the
revised Personnel Policies and Procedures, as incorporated by reference, as the official and most
current version of the District's Personnel Policies and Procedures, effective as of the date of this

resolution.
BE IT FURTHER RESOLVED that the Board of Directors reaffirms the General Manager's

authority to make future administrative and legally required updates to the Personnel Policies and

Procedures without further Board approval.

* % * % * % * *x %, *x * *
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PASSED AND ADOPTED by the Board of Directors of the Las Gallinas Valley Sanitary District,
Marin County, California, at a meeting thereof held on the 17" day of October, 2024 by the

following vote:

AYES, and in favor thereof Members:
NOES, Members:

ABSENT, Members:

ABSTAIN, Members:

| hereby certify that the foregoing is a full, true, and correct copy of a resolution duly and regularly

passed and adopted by the Sanitary Board of the Las Gallinas Valley Sanitary District.

Teresa Lerch, District Secretary

Approve: (seal)

Gary E. Robards, Vice-President of Board of Directors
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No. 1

SECTION 1

GENERAL AND ADMINISTRATION

Purpose and Authority

APPLICABILITY & PURPOSE

These Personnel Policy and Procedures (PPP) are prescribed for the purpose of carrying out the

personnel program in compliance with state and federal law. Section 1 of these PPPs establishes

the purpose and authority for these regulations.

1.1
A.

1.2

Purpose

The goal of these policies and procedures is to establish fair, equitable and lawful
procedures for dealing with personnel matters, to attract and retain the most competent
persons available, to assure that appointments and promotions of employees will be
based on merit, to provide a reasonable degree of security for qualified employees, and
to support the values, goals, and strategies set forth by the Las Gallinas Valley Sanitary
District (“District”).

These PPPs represent a compilation of legal standards, policies, procedures, rules, forms,
and definitions pertaining to the responsibilities of employees and managers in their
employment with Las Gallinas Valley Sanitary District. Previous personnel rules,
regulations, policies, and procedures are expressly repealed and replaced by these PPPs.

This Personnel Policy and Procedures Manual are organized into the following sections:

Section 1: General and Administration

Section 2: Personnel Conduct and Standards of Employment
Section 3: Recruitment and Selection

Section 4: Employment Practices

Application

These policies and procedures apply to all permanent, regular employees of the Las Gallinas Valley

Sanitary District, unless a specific policy or procedure indicates otherwise. The provisions related

to appointment, probation status, procedure for disciplinary action, and selection appeals are not

applicable to temporary or casual employees, at-will employees, elected officials, or the General

Manager appointed by the Board of Directors.

1
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1.3 Authority

A. The ultimate determination of personnel policy is the responsibility of the Board of
Directors.
B. The Board of Directors shall appoint a General Manager. The General Manager or

designee shall appoint District personnel in accordance with these PPPs.

C. The General Manager or designee will be responsible for conducting competitive
examinations to ascertain the fitness of applicants for appointment and promotion of
employees to vacant positions. The General Manager or designee may contract with any
qualified person or agency for the performance of such technical or professional services
as may be desired in the establishment or operation of the personnel system.

D. The General Manager or designee is responsible for carrying out personnel policies and
procedures set by the Board of Directors, and shall ensure that these policies and
procedures are administered in a fair and equitable manner for all employees.

E. Members of the Board of Directors shall deal only with the General Manager or designee
on personnel matters.

1.4 Effect of Collective Bargaining Agreements

If a provision of these Personnel Policies and Procedures is in conflict with a provision of an
applicable Memorandum of Understanding negotiated between District and a recognized
employee organization, to the extent of such conflict, the provision of the Memorandum of
Understanding shall be controlling.

1.5 Effect of At-Will Agreements

If a provision of these Personnel Policies and Procedures is in conflict with a provision of an
applicable At-Will contract negotiated between the District and an employee, to the extent of
such conflict, the provision of the At-Will contract shall be controlling.

1.6 No Contract Created
The Personnel Policies and Procedures do not create any contract of employment, express or
implied, or any rights in the nature of a contract.

1.7 Right to Amend, Delete or Suspend

These policies and procedures may be amended by adding, deleting, or changing such policies and
procedures from time to time upon giving notice to the recognized bargaining unit. This section
is not intended to supersede the District’s obligations as set forth in California Government Code
section 3500 et seq.

No.2 Definitions
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines words and terminology used by these PPPs.
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2.1 Definitions
Unless otherwise defined by the context, words used in these PPPs will have the following
meanings:

A. Anniversary Date. The date recurring yearly upon an employee’s most recent regular
appointment. The anniversary date will be used to determine salary step increases and
promotion to the next higher classification (if promotion is based on time in grade). The
anniversary date shall be adjusted for all unpaid leaves of absences.

B. Applicant. Any person who, according to these rules, has made formal application for
employment.

C. Appointing Authority. The person having authority to appoint or to remove persons from
positions in the District or subordinates to whom this authority is delegated.

D. Appointment. The offer of and acceptance by a candidate to a position in the District
service.
E. At-Will Employee. “At Will” refers to any District employee who: (1) does not hold regular

status; (2) serves at the pleasure of the Board, General Manager, or appointing authority;
and (3) can be terminated at any time without cause and without pre- or post-disciplinary
process and/or the opportunity to appeal. Employees who move from regular
employment status to an at-will position shall be required to sign a notification and
acknowledgement of at-will employment as a condition of employment.

F. Authorized Position. A funded work position, within a job classification, which is or may
be held by an employee.

G. Board. The Board of Directors of the Las Gallinas Valley Sanitary District.

H. Classification or Class. A position or group of positions having the same title, class
specification, minimum qualifications, and salary.

l. Date of Hire. When an employee is hired into a regular (full or part-time) or contract
position with the District.

J. Day. Calendar day. If the final day of a time period falls on a weekend or holiday, the next
calendar day following will constitute the final calendar day.

K. Demotion. A change in status of an employee from a position in one classification to a
position in another classification with lesser duties and responsibilities, lower
qualifications, and a lower maximum salary. A demotion may be voluntary or involuntary.

L. District. The Las Gallinas Valley Sanitary District, a government organization governed
solely by the Board of Directors.
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AA.

4

Eligible Candidate. A person who has successfully passed all initial examination
requirements for a classification for which the person has made official application.

Employee. A person who is employed by the District.

Exempt Employee. An employee defined under federal law as not subject to overtime
payment over 40 hours per week or the equivalent.

Leave of Absence. When authorized, an absence from duty for a specified period of time.
An employee on authorized leave may return to the same or a similar position at the end
of the authorized leave period.

Non-Exempt Employee. An employee who under federal law must be paid overtime
wages (or compensatory time off) when the employee works over 40 hours per week or
the equivalent. Also known under federal law as an hourly employee.

Overtime. Authorized work beyond the identified work week or work period.

Probationary Period. A trial period during which an employee is required to demonstrate
competency in the knowledge, skills, and abilities necessary to successfully perform the
job and from which an employee is at-will and may be released without cause or right of
appeal. The probationary period is the final step in the examination process. The
probationary period shall begin with the regular hire date of the employee in the current
job class, whether attained by new hire or promotion.

Promotion. Advancement of an employee from a position in an established classification
to a position in an established classification with higher level duties and responsibilities,
higher qualifications, and a higher maximum salary.

Reclassification. A reallocation of a position to a different or new classification because of
a significant change in duties and/or responsibility of the position over time.

Reinstatement. A return to employment (reemployment) of an employee following
separation due to layoff.

Reorganization. A planned, prospective restructuring or redesign of a department, which
will have fiscal or classification impact, to meet changing needs.

Seniority Date. An employee’s date of hire adjusted by any unpaid Leaves of Absence.
An employee’s seniority date shall be used to determine an employee’s benefit accruals.

Separation. Any ending of employment with the District, including discharge, reduction in
force, resignation, retirement, and job abandonment.

Step Increase. Advancement within a salary range from one step to another, higher step.

Step Increase Date. Date used to determine eligibility for a step increase.
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AB.

AC.

AD.

No. 3

Termination. The involuntary separation from employment of an employee by an
appointing authority. Dismissal and discharge may be used synonymously with
termination.

Y-Rate. A salary paid above the maximum salary of the range for an incumbent employee
when the employee is moved from their class to a different class with a lower salary range.
The incumbent retains their current rate of pay until such time as the new class has a

“,n

maximum salary rate which is equal to or higher than the “y” rate.

Temporary or Casual Employee. An employee who is assigned to work on a particular
project or on a job of limited or definite duration is a temporary or casual employee. A
temporary or casual employee: (1) does not hold regular status, (2) does not serve a
probationary period, (3) can be dismissed from District employment at any time without
cause, right of appeal, grievance, or hearing, and (4) is not entitled to earn, accrue, or
participate in any District employee benefit plans, or paid or unpaid leaves, except as
required by law.

Employee Relations Resolution

The Employee Relations Resolution is a separate standalone document, adopted by the Board,
that establishes the orderly administration of labor management relations as provided for in
California Government Code sections 3500 et seq.

5
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No. 4

SECTION 2

PERSONNEL CONDUCT AND STANDARDS OF EMPLOYMENT

Employee Standards of Conduct

APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines general standards of conduct for District employees.

4.1
A.

Standards of Conduct

Employees of the District are expected to be productive, perform their work in a safe
manner, be considerate of others, and conduct themselves in a professional manner at
all times.

The following non-exclusive list illustrates the types of conduct that are prohibited and
will not be tolerated by the District. . Other types of conduct that may be a threat or
harmful to security, personal safety, employee welfare, and the District’s interests or
operations may also be prohibited. This non-exclusive list of prohibited conduct may
subject an employee to disciplinary action up to and including termination of
employment.

Personal Conduct

6

1. Discourteous treatment of the public, District Board Members, Management,
Supervisors or fellow employees.

2. Threatening or doing bodily harm to others.

3. Using inappropriate language on District radios.

4. Conducting personal business on District time.

5. Asking for gifts or gratuities from District constituents or any contractor, vendor

or supplier or other person doing business with the District.

6. Accepting gifts or gratuities valued at more than $10.00

7. Provoking a verbal or physical fight or fighting during working hours or on District
property.

8. Participating in horseplay or practical jokes on District time or on District
property.

9. Engaging in criminal conduct whether or not related to job.
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10.

11.

12.

13.

Causing, creating or participating in a disruption of any kind during working hours
on District property.

Using abusive language at any time on District premises.
Allowing personal affairs to interfere with District business or job responsibilities.

Engaging in political activity during working hours or in the course of performing
job.

Job Responsibilities

1.

Safety

4.

5.

Failing to notify a supervisor when unable to report to work.
Unreported or unauthorized absence from work.

Insubordination, including failing or refusing to carry out instructions of
supervisor, manager, or General Manager or their designee.

Failing to observe work schedules (tardiness or leaving job early).
Sleeping or malingering on the job.

Failure of supervisor to take disciplinary action, or report misconduct of
subordinates.

Abandoning work site or assigned task.

Failing to report unsafe equipment, conditions or practices.

Failing to report accidents, near misses or injuries.

Endangering self or others by violating a safety rule or by performing unsafe acts.
Failing to use appropriate personal protective equipment.

Failing to follow job safety rules and procedures.

Drugs and Alcohol

1.

7

Possessing, distributing, selling, or purchasing alcohol, intoxicants, drugs and
other controlled substances (including cannabis) while on the job.

Using or being impaired by / under the influence of alcohol, intoxicants, or
controlled substances (including cannabis) while on the job.
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Driving a District vehicle while impaired by / under the influence of alcohol,
intoxicants, drugs, or controlled substance (including cannabis).

Driving District Vehicles

1.

Having driver’s license expire, suspended, or revoked, if job requires driving on
District business.

Failing to report loss of driving privileges.
Failing to obey traffic laws.

Failing to report moving and non-moving violations.

District Property

1.

Stealing District property or the personal property of others.
Deliberately or carelessly damaging District property or the property of others.
Removing District property from premises without prior authorization.

Using District vehicles, equipment, time, materials, or facilities for personal use
without prior authorization.

Records and Record Keeping

1.

5.

6.

Falsifying employment records, employment information, or other District
records.

Recording work time of another employee or allowing any other employee to
record one’s work time, except for authorized personnel.

Inaccurately recording one’s time records.
Failing to maintain required District logs and records.
Willfully or negligently omitting or concealing facts from official records.

Falsifying of financial records (travel, expenses or payroll).

Other Misconduct

2.

3.

8

Misappropriating District funds.
Disclosing confidential information.

Gambling on District time or property.
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9

4, Engaging in or condoning unlawful harassment, discrimination, bullying, abusive
conduct, or retaliation of others.

General Prohibitions

Discrimination Prohibited. The District prohibits unlawful discrimination because of race,
religious creed (including religious dress and grooming practices), color, sex/gender
(including pregnancy, childbirth, breastfeeding or related medical conditions), sex
stereotype, gender identity/gender expression/transgender (including whether or not
you are transitioning or have transitioned), sexual orientation, national origin (including
language use restrictions and possession of a driver's license issued to persons unable to
prove their presence in the United States is authorized, ancestry, physical disability,
mental disability, medical condition, genetic information/characteristics, marital status,
registered domestic partner status, age (40 or over), military or veteran status,
reproductive health decision-making, or any other basis protected by federal, state or
local law or ordinance or regulation. All such discrimination is unlawful.

Employment of Relatives. The District may not hire relatives where actual or potential
problems may arise regarding supervision, security, safety, or morale, or where potential
conflicts of interest exist. Relatives include spouses, domestic partners, children, siblings,
parents, step-relatives, and in-laws of those enumerated by marriage or domestic
partnership. If two employees marry, register as domestic partners, or become related,
causing actual or potential problems regarding supervision, safety, security, or morale, or
where conflict of interest may exist, only one of the employees will be retained unless
reasonable accommodations can be made to eliminate the actual or potential problems
or conflict. Notwithstanding any provision in these Policies, any reasonable
accommodation including transfer that results in a salary reduction is not disciplinary and
is not subject to any grievance or appeal. The affected employees will be given 30 days
to decide which relative stays with the District. If a decision is not made within 30 days,
the General Manager or designee will make the decision based on the employment
history and job performance of both employees. Notwithstanding any provision in these
Policies, any such separation is not considered to be disciplinary and is not subject to any
grievance or appeal.

Retaliation Prohibited. The District prohibits retaliation against any employee for
engaging in protected activity in good faith. Protected activity includes filing a complaint,
participating or cooperating in an investigation, or testifying in a proceeding regarding
discriminatory conduct, regulatory violations, illegal activity, or unsafe working conditions
or industrial injury.

Improper Political Activity
The District Prohibits:
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1. Employees and elected officials from engaging in political activities during work
hours;

2. Political campaigning in District buildings or on premises adjacent to District
building; and

3. An employee or elected official from using his/her office to coerce or intimidate
public employees to promote, propose, or contribute to any political cause or
candidate.

B. Political Activity Prohibited. Coercion of or by employees or use of positions for political
purposes is prohibited.
C. Examples of Prohibited Political Activity:

1. Participate in political activities of any kind while in uniform or in District vehicle;

2. Participate in political activities during working hours;

3. Participate in political activities on District worksites;

4, Place or distribute political communication on District property;

5. Use District equipment to make political communications;

6. Solicit a political contribution from an elected official or employee of the District,
or from a person on a District employment list, with knowledge that the person
from whom the contribution is solicited is a District employee;

7. Favor or discriminate against any employee because of political opinions or
affiliations;

8. Interfere with any election; or

9. Attempt to trade job benefits for votes.

D. Examples of Permitted Political Activity:

1. Express opinions on all political subjects or candidates;

2. Become a candidate for any local, state or national election;

3. Contribute to political campaigns;

4, Join and participate in the activities of political organizations;

5. Request, during off-time duty, political contributions through the mail or other
means from an elected official or employee of the District, if the solicitation is
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4.4

part of a solicitation made to a significant segment of the public which may
include District employees;

6. Solicit or received, during off-duty time, political contributions from a District
employee organization if the funds, when collected, were not earmarked for a
clearly identifiable candidate for a federal, state or local office; or

7. Solicit or receive, during off-duty time, political funds or contributions to promote
the passage or defeat of a ballot measure which would affect the rate of pay,
hours of work, retirement, civil service, or other working condition of District
employees.

Maintenance of Confidential and/or Privileged Information

Information used and/or accessed in the course of employment, if privileged by virtue of the

employee’s position and/or confidential, will not be discussed outside the work environment.

4.5
A.

11

Outside Employment

General. While employed by the District, employees are expected not to engage in
outside work or activity that is incompatible with the best interest of the District, or which
interferes with the employee’s work schedule, duties, or work performance. Employees
who wish to engage in outside employment must obtain approval from the General
Manager or designee. Outside employment must be reviewed and approved annually.

Process. An employee must request from the General Manager or designee approval for
outside employment and complete an annual “Authorization for OQutside Employment”
form available from Human Resources. The form must be completed and submitted to
the employees’ supervisor for approval on an annual basis. Approval is required by the
General Manager or designee prior to engaging in any outside employment.

Revocation. Approval may be rescinded at any time if, in the judgment of the General
Manager or designee, the outside employment is inconsistent with, incompatible with, in
conflict with, or harmful or unfavorable to the employee’s duties as a District employee.

Alcohol and Drug Free Workplace

The use or impairment by alcohol, marijuana, drugs, and/or controlled substances
constitutes a potential danger to the welfare and safety of other employees and exposes
the District to the risks of property damage, or injury to other persons. Use of these
substances can adversely affect an employee’s job performance efficiency, safety, and
health. In addition, the use or possession of these substances on the job constitutes a
potential danger to the welfare and safety of other employees and exposes the District
to the risks of property loss or damage, or worse, injury to other persons.

In order to ensure safe and productive work practices free from the influence of impairing
drugs and alcohol, the District requires that an employee:
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7.

Not report to scheduled work or be on call while the employee’s ability to
perform their job duties is impaired due to on- or off-duty alcohol, intoxicants,
drugs, or other controlled substances (including cannabis), and to advise the
supervisor if the employee is impaired and unable to work when an employee is
called to report to unscheduled work when not on call;

Not possess, distribute, sell, or purchase alcohol, intoxicants, drugs, and other
controlled substances (including cannabis) at any time while on the , District
property, driving a District vehicle, or while on duty for the District at any location;

Not directly or through third parties manufacture, sell, distribute, dispense, or
provide controlled substances to any person, including any employee, at any
time; or manufacture, sell, distribute, dispense, or provide alcohol to any
employee while either or both are on duty;

Notify their supervisor, before beginning work, when taking any medications or
drugs, prescription or nonprescription, which may interfere with the safe and
effective performance of duties or operation of District equipment;

Notify the General Manager or designee of any criminal drug conviction for a
violation occurring in the workplace no later than five days after conviction;

Notify the supervisor immediately of facts or reasonable suspicions when the
employee observes behavior or other evidence that a fellow employee poses a
risk to the health and safety of the employee or others; and

Consent to drug or alcohol testing and searches pursuant to Section 4.6.

C. Employees who violate the above policy, who are convicted on criminal drug statute

violations occurring at the workplace, or who fail to give the notice required above, are

subject to discipline, up to and including termination.

D. District supervisor and management employees must:

1.

12

Notify the state or federal granting agency which has funded the work or
program, if any, of any criminal drug statute convictions for a violation that
occurred at a site where work is/was being done with a specific grant or contract;

Record factors supporting “reasonable suspicion” as defined above and consult
with other management staff in order to determine whether there is reasonable
suspicion to test an employee as described by this policy;

Take appropriate disciplinary action up to and including termination for any
criminal drug statute conviction that has a nexus to the employee’s employment,
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13

or require that the convicted employee participate satisfactorily in a drug abuse
assistance or rehabilitation program as a condition for returning to duty;

4. Take appropriate disciplinary action for any violation of this policy consistent with
existing discipline procedures;

5. Enforce this policy;
6. Report any suspected violation of this policy to the General Manager; and
7. Any manager or supervisor who knowingly permits a violation of this policy by

any employee shall be subject to disciplinary action.

The General Manager, with Board approval, may make an exception to the District’s no
alcohol on District property policy or at a District-sponsored event (such as Holiday Party).

Searches. In order to promote a safe, productive and efficient workplace, the District has
the right to search and inspect, without employee consent, all District property, including
but not limited to lockers, storage areas, furniture, District vehicles, and other places
under the common control of the District, or joint control of the District and employees.
No employee has any expectation of privacy in any District building, property, or vehicle,
nor during the use of District’s technology systems and software programs.

Reasonable suspicion testing. The District may require a blood test, urinalysis, or other
drug and/or alcohol screening of those persons reasonably suspected of using or being
under the influence of a drug or alcohol at work. Testing must be approved by the General
Manager or designee. Department Managers may approve testing if there is an
immediate incident or concern and the General Manager or designee is unavailable.

“Reasonable suspicion” is based on objective factors, such as behavior, speech, body
odor, appearance, or other evidence of recent drug or alcohol use which would lead a
reasonable person to believe that the employee is under the influence of drugs or alcohol
at work. In order to receive authority to test, the supervisor must record the factors that
support reasonable suspicion and discuss the matter with the General Manager or
designee, or respective Department Manager if the General Manager or designee is
unavailable. If there is a reasonable suspicion of drug or alcohol abuse at work, the
employee will be relieved from duty and placed on paid leave until the test results are
received. When possible, the supervisor shall have another supervisor/manager observe
as a witness.

Post-Accident Testing. The District may require alcohol or drug screening following any
work-related accident or any violation of safety precautions or standards, whether or not
aninjury resulted from the accident or violation, provided that the “reasonable suspicion”
factors described above are present.
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l. Drug testing will be in accordance with Government Code section 12954, which prohibits
discrimination against a person in hiring, termination, or any term or condition of
employment, if the discrimination is based on:

1. The person’s use of cannabis off the job and away from the workplace.

2. An employer-required drug screening test that finds nonpsychoactive cannabis
metabolites in their hair, blood, urine, or other bodily fluids.

District applicants and employees can, however, be penalized based on a scientifically

valid preemployment drug screening conducted through methods that do not screen for
nonpsychoactive cannabis metabolites.

Government Code section 12954 does not permit an employee to possess, to be impaired
by, or to use, cannabis on the job, nor does it affect the rights or obligations of an
employer to maintain a drug- and alcohol-free workplace pursuant to Health and Safety
Code Section 11362.45, or any other rights or obligations of an employer specified by
federal law or regulation

Government Code section 12954 does not apply to an employee in the building and
construction trades. Government Code section 12954 does not apply to applicants or
employees hired for positions that require a federal government background
investigation or security clearance in accordance with regulations issued by the U.S.
Department of Defense (pursuant to 32 CFR Part 117 or equivalent regulations applicable
to other agencies).

4.7 Use of District Facilities or Property
No District property will be used by an employee without express authorization of the General
Manager or designee which is not necessitated by the employee’s position.

Any employee who uses or is assigned a vehicle, materials, tools or equipment is responsible for
accounting for and securing the property, safe and proper use, and for reporting any damages,
loss, or need for routine maintenance.

Without prior Management approval vehicles, materials, tools and equipment will not be loaned
to employees for their personal use.

4.8 Smoke Free Workplace
The District is a smoke-free environment. The use of smoke-tobacco products, including but not
limited to cigarettes, e-cigarettes, vaping, cigars, and pipes are prohibited at all District facilities
and on all District property, including vehicles, parking lots and other outdoor areas. Employees
who smoke tobacco products in violation of this provision may be subject to disciplinary action
up to and including termination.
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Smoking is prohibited inside any District building or other enclosed area. For the purpose of this
policy, "enclosed area" means an area closed in by a roof and walls with appropriate openings for
ingress and egress; this also includes District vehicles. For purpose of this policy, “smoking” shall
mean the inhaling, exhaling, burning, or carrying any lighted cigar, cigarette, or pipe, or any other
lighted tobacco or plant product intended for inhalation, whether natural or synthetic, in any
manner or in any form. “Smoking” also includes the use of an electronic smoking device (e-
cigarettes) that creates an aerosol or vapor.

Employees who smoke are urged to be particularly considerate of fellow employees who are
sensitive to or object to cigarette smoke. Smoking should be confined to areas where others are
not exposed to the smoke. Smoking within twenty feet of main entrances, exits, and operable
windows of any District building, owned or leased, is also prohibited.

Employees are also not allowed to smoke during work hours and may only do so on designated
meal and rest breaks subject to the parameters above.

4.9 Gift Policy
No employee may receive a gift to influence, or that may have the appearance of influencing, a
business relationship.

The District requires that any gift that is received by an employee be reported and given to the
General Manager or designee.

Receipt of gifts of cash is not permissible regardless of amount.

4.10 Dress Code

Employees of the District are required to dress appropriately for the jobs they are performing.
Therefore, failure to follow the dress regulations contained in this section shall be grounds for
discipline.

A. All clothing must be neat, clean, in good repair, and appropriate to the work setting.

B. Prescribed uniforms and safety equipment must be worn when required.

C. Footwear must be appropriate for the work environment and functions being performed.
D. Depending on work assignment’s safety requirements, hair must be tied back when

working around plant, lab or hazardous equipment in compliance with safety standards.

E. Depending on the work assignment’s safety requirements, facial hair may be permitted;
however, facial hair must be groomed. The remainder of the face must be clean shaven
so as to meet safety standards, including respirator equipment, as required by the
position.

F. Good personal hygiene is required.
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G. Dress must be appropriate to the work setting, particularly if the employee deals with the
public.

4.11 Tattoo Policy

Employees of the District are expected to project a professional appearance while at work.
Therefore, failure to follow the tattoo regulations contained in this section shall be grounds for
discipline.

A. Tattoos on the head, face, and/or neck must be covered with makeup, clothing or a
bandage while at work or removed.

B. Any visible tattoos cannot be obscene, sexually explicit, discriminatory as to sex, sexual
orientation, race, religion, or national origin, extremist, and/or gang related.

C. Any non-conforming tattoos must be covered with clothing or a bandage while at work
or removed.
D. If an employee has a question about how the tattoo policy applies to them, the matter

should be immediately raised with their supervisor for consideration and determination.

4.12  Piercing and Jewelry Policy

Conductive materials and equipment that are in contact with any part of an employee’s body will
be removed prior to performing live electrical work to prevent them from contacting exposed
energized conductors or circuit parts. This would include piercings, jewelry, and watches which
shall be removed prior to performing electrical work.

No.5 Equal Employment Opportunity
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines the District’s policy and procedure for Equal
Employment Opportunity in employment.

5.1 Equal Employment Opportunity

A The District is an equal opportunity employer and makes employment decisions on the
basis of merit. The District’s policy prohibits discrimination, harassment, bullying, abusive
conduct, and retaliation against employees, officers, officials, contractors, interns,
volunteers, participants in apprenticeship programs or applicants for employment based
on race, religious creed (including religious dress and grooming practices), color,
sex/gender (including pregnancy, childbirth, breastfeeding or related medical conditions),
sex stereotype, gender identity/gender expression/transgender (including whether or not
you are transitioning or have transitioned), sexual orientation, national origin (including
language use restrictions and possession of a driver's license issued to persons unable to
prove their presence in the United States is authorized, ancestry, physical disability,
mental disability, medical condition, genetic information/characteristics, marital status,
registered domestic partner status, age (40 or over), military or veteran status,
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reproductive health decision-making, or any other basis protected by federal, state or
local law or ordinance or regulation. All such discrimination is unlawful.

The District will afford equal employment opportunity to all qualified employees and
applicants as to all terms and conditions of employment, including compensation, hiring,
training, promotion, transfer, discipline, and termination.

B. The District is committed to complying with all applicable laws providing equal
employment opportunities. This commitment applies to all persons involved in the
operation of the District and prohibits unlawful discrimination, harassment, bullying,
abusive conduct, and retaliation by any employee, applicant, officer, official, interns,
volunteers, participants in apprenticeship programs or contractor of the District, including
supervisors and co-workers.

C. Employees, applicants, officers, officials, interns, volunteers, participants in
apprenticeship programs or contractors who believe they have experienced any form of
employment discrimination are encouraged to report this immediately, using the
complaint procedure provided in Section 5.3 of these PPPs.

5.2 Policy Against Harassment, Discrimination, Retaliation, Bullying, and Abusive Conduct

A The purpose of Policy Against Harassment, Discrimination, Retaliation, Bullying and
Abusive Conduct (“Policy”) is to establish a strong commitment to prohibit and prevent
harassment, discrimination, bullying, abusive conduct, and retaliation by and against the
District's employees, officers, officials, interns, volunteers, and elected officials; to define
those terms; and to set forth a procedure for investigating and resolving internal
complaints of harassment, discrimination, bullying, abusive conduct, and retaliation. The
District encourages all covered individuals to report—as soon as possible—any conduct
that is believed to violate this Policy. Acts of harassment, discrimination, bullying, abusive
conduct, and retaliation by anyone affiliated with the District, including its elected
officials, are strictly prohibited and are subject to sanctions and disciplinary measures, up
to and including termination. Nothing in this policy is intended to create a legal or
employment right or duty that is not created by law.

B. The District is committed to preventing harassment, discrimination, bullying, abusive
conduct, and retaliation in the workplace.

The District has zero tolerance for any conduct that violates this Policy. Conduct need not
arise to the level of a violation of state or federal law to violate this Policy. A single act by
a District employee may constitute a violation of this Policy and provide sufficient
grounds for the District to discipline the District employee.

This Policy establishes a complaint procedure by which the District will investigate and
resolve complaints of harassment, discrimination, bullying, abusive conduct, and
retaliation by and against protected classifications.
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The District expressly prohibits any retaliation against an employee because they filed or
supported a complaint or because they participated in the investigation or complaint
resolution process. Individuals found to have retaliated against an employee in violation
of this Policy will be subject to appropriate sanctions or disciplinary actions, up to and
including termination.

All such harassment, discrimination, bullying, abusive conduct, and retaliation is unlawful.
This policy also prohibits retaliation for engaging in protected activity as recognized by
state and federal law.

This policy applies to all terms and conditions of employment, including, but not limited
to hiring, placement, promotion, disciplinary action, layoff, recall, transfer, leave of
absence, compensation, and training.

Disciplinary action or other appropriate sanction up to and including termination will be
instituted for prohibited behavior as defined below.

Definitions.

1. Protected Classification: This Policy prohibits harassment, discrimination, bullying,
abusive conduct, or retaliation because of an individual's protected classification.
"Protected Classification" includes race, religion or religious creed, color, sex
(including gender, gender identity, gender expression, transgender identity,
pregnancy, and breastfeeding), reproductive health decision making, sexual
orientation (including heterosexuality, homosexuality, and bisexuality), national
origin, ancestry, marital status, age (40 or over), medical condition, genetic
characteristics or information, military and veteran status, physical or mental
disability, or any other basis protected by law.

This policy prohibits discrimination, harassment, bullying, abusive conduct, or
retaliation for the following reasons: (1) an individual’s protected classification; (2)
the perception that an individual has a protected classification; or (3) the individual
associates with a person who has or is perceived to have a protected classification.

2. Protected Activity: This Policy prohibits harassment, discrimination, bullying,
abusive conduct, and retaliation because of an individual’s protected activity.

Protected activity includes, but is not be limited to, the following activities: (1)
making a request for an accommodation for a disability; (2) making a request for an
accommodation for religious beliefs; (3) making a complaint under this Policy; (4)
opposing violations of this Policy; or (5) participating in an investigation under this
Policy.

3. Policy Coverage: This Policy covers the following individuals: applicants for
employment at the District; District employees regardless of rank or title; elected
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or appointed officials of the District; interns; volunteers; and contractors (“covered
individuals”).

This Policy applies to all terms and conditions of employment, internships, and
volunteer opportunities, including, but not limited to, selection, hiring, placement,
promotion, disciplinary action, layoff, recall, transfer, leave of absence,
compensation, and training.

Harassment: This Policy prohibits harassment of a covered individual because of the
individual’s actual or perceived protected classification. Note that harassment is
not limited to conduct that the District's employees take. Under certain
circumstances, harassment can also include conduct taken by those who are not
employees, such as elected officials, persons providing services under contract, or
even members of the public. Harassment may include, but is not limited to, the
following types of behavior:

a. Speech, such as epithets, derogatory, offensive or inappropriate comments,
slurs, or stereotypical comments, or verbal propositions made on the basis of a
protected classification. This includes, but is not limited to, comments, stories,
and jokes about appearance, dress, physical features, gender identification,
and race.

Physical acts, such as assault, impeding or blocking movement, offensive touching,
or any physical interference with normal work or movement. This includes, but is
not limited to, pinching, grabbing, patting, propositioning, leering, or making
explicit or implied job threats or promises in return for submission to physical acts.

b. Visual acts, such as derogatory, offensive or inappropriate, posters, cartoons,
emails, text messages, electronic memes, social media postings, written
material, graphics, pictures, or drawings related to a protected classification.

c.  Unwanted sexual advances, requests for sexual favors and other acts of a
sexual nature, where submission is made a term or condition of
employment, where submission to or rejection of the conduct is used as the
basis for employment decisions, or where the conduct is intended to or actually
does unreasonably interfere with an individual's work performance or create
an intimidating, hostile, or offensive working environment.

d. Conductthat anotherindividual who is a member of the protected classification
would find unwelcome or unwanted. Harassment may include the following:

e. Conduct which would be unwelcome or unwanted to an individual of the
recipient's same protected classification and which is taken because of the
recipient's protected classification.
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Conduct to which the recipient appears to have consented. The District does
not recognize as a defense that the recipient appeared to have "consented"
to the conduct at issue by failing to protest about the conduct. A recipient
may not protest offensive or inappropriate conduct for many legitimate
reasons, including the need to avoid being perceived as insubordinate or to
avoid being ostracized or subjected to retaliation.

Conduct about which no employee has previously complained. Simply
because no one has complained about a joke, gesture, picture, physical
contact, or comment or substantially similar conduct does not mean that the
conduct is welcome, inoffensive, or appropriate. The fact that no one
previously complained does not preclude anyone from complaining if the
conduct is repeated.

Conduct witnessed by a third party or about which a third party learns, even
if they did not witness the conduct. Visual, verbal or physical conduct
between two people who do not find such conduct offensive or inappropriate
can constitute harassment of a third party witnesses such conduct or learns
about the conduct later and finds the conduct to be offensive or
inappropriate. Conduct can constitute harassment even if it is not explicitly
or specifically directed at a particular individual.

Conduct can constitute harassment in violation of this Policy even if the
individual engaging in the conduct has no intention to harass. Even well-
intentioned conduct can violate this Policy if the conduct is directed at, or
implicates a protected classification, and if the individual or an individual of
the recipient's same protected classification would find it inappropriate or
offensive (e.g., gifts, over attention, endearing nicknames, hugs).

Retaliation: Retaliation occurs when an employer takes adverse action against a
covered individual because of the individual’s protected activity as defined in this
Policy.

“Adverse action” may include, but is not limited to, the following actions: (1) an
employment action; (2) counseling; (3) taking sides because an individual has
reported harassment or discrimination; (4) spreading rumors about a
complainant or about someone who supports or assists the complainant or who
participates in the investigation; (5) shunning or avoiding an individual who
reports harassment or discrimination; or (6) making real or implied threats of
intimidation to prevent or deter an individual from reporting harassment or
discrimination.

Retaliatory harassment is prohibited by this Policy. Retaliation can be action that
is work-related, or one that has no tangible effect on employment, or even an
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action that takes place exclusively outside of work, as long as it may well dissuade
a reasonable person from engaging in protected activity. An employee may bring
a claim under FEHA for complaining of or opposing conduct that the employee
reasonably believes to be discriminatory.

8. Bullying/Abusive Conduct:

This Policy prohibits bullying and abusive conduct. Bullying and abusive conduct
is a form of discourteous treatment toward coworkers and can take many forms.
Some examples include, but are not limited to the following:

= Repeated unwanted conduct, comments, actions, or gestures that affect
an employee’s dignity, psychological or physical health, and well-being.

= |nsulting, hurtful, hostile, vindictive, cruel, or malicious behavior that
undermines, disrupts, or negatively affects another’s ability to do their
job and results in a harmful work environment for the employee(s).

= Swearing or shouting; repeated derogatory remarks, insults, or epithets;
exclusion, ignoring, or socially isolating another; belittling; humiliation;
any form of physical threat or physical intimidation; demeaning
comments about a person’s appearance; the use of patronizing titles or
nicknames; persistent, unwelcome teasing; gratuitous sabotaging or
undermining a person’s work performance;

= Spreading lies, malicious rumors or gossip; disrespecting reasonable,
personal boundaries; sharing inappropriate personal information with
unauthorized individuals;

= Calling out, confronting or scolding an employee in front of others;

= Setting someone up to fail; blaming others for one’s own errors;

= |nsulting another’s habits, attitudes, or private life.

= Harassment that is not based on / does not implicate a protected
classification.

Prohibited bullying/abusive conduct may result from the actions of one
individual or of a group.

Not all conflict at work is considered bullying/abusive conduct. Generally,
bullying or abusive conduct requires a pattern of intentional, unwanted, and
repeated behavior done with the intention to cause harm, demean, embarrass,
or intimidate another person. Examples of conduct that may not constitute
bullying or abusive conduct include: giving work direction to employees;
providing feedback on performance; a single instance of a raised voice; not
granting a scheduling request, etc.

D. Complaint Procedure.

1. A covered individual who believes they have been subjected to harassment,
discrimination, bullying, abusive conduct, or retaliation may make a complaint
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to any supervisor, manager, District Counsel, or the General Manager without
regard to any chain of command. Any supervisory or management employee
who receives a harassment, discrimination, bullying, abusive conduct, or
retaliation complaint should immediately notify the General Manager. Upon
receiving notification of a complaint regarding discrimination, harassment,
bullying, abusive conduct, or retaliation, the General Manager or their designee
will complete and/or delegate the following steps:

Within 24 hours of submitting the complaint to the General Manager, the General
Manager shall inform, in a means designed to retain confidentiality, the District
Counsel.

Authorize and supervise the investigation of the complaint and/or investigate the
complaint. The investigation will usually include interviews with the following
individuals: 1) the complainant; 2) the accused (i.e., the subject of the
investigation); 3) witnesses to the conduct at issue in the complaint; and 4) other
persons who have relevant knowledge concerning the allegations in the
complaint. Those informed of the investigation shall conduct themselves in a
manner that will not compromise the integrity of the investigation, including, but
not limited to, refraining from actions that may intimidate potential witnesses.

The complainant and the accused have the right to be accompanied by
an advocate(s) when discussing alleged incidents. Said persons shall be
advised of this right prior to the commencement of such discussions.

Review the factual information gathered during the investigation to
determine whether the alleged conduct violated the Policy giving
consideration to all factual information, the totality of the
circumstances, including the nature of the conduct, and the context in
which the alleged incidents occurred.

Prepare a summary report of the determination as to whether the
conduct violated this Policy and, if necessary, provide such report to the
appointing authority (i.e., District Counsel or General Manager). If
discipline or sanctions are imposed, the level of discipline or sanctions
will not be communicated to the complainant.

If conduct in violation of this Policy occurred, take or recommend to the
appointing authority prompt and effective remedial action. The remedial action
will be commensurate with the severity of the offense.

Take reasonable steps to protect the complainant from further harassment,
discrimination, bullying, abusive conduct, or retaliation.

If the General Manager or District Counsel is the accused, or is a witness to the

events at issue, an individual with higher authority will complete and/or delegate
the steps enumerated above.
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10.

11.

12.

13.

14.

15.

16.

17.

The District takes a proactive approach to potential violations of this Policy and
will conduct an investigation if its supervisory or management employees become
aware that harassment, discrimination, bullying, abusive conduct, or retaliation
occurred or may be occurring, regardless of whether the recipient or third party
reports a potential violation.

Upon conclusion of the investigation of alleged harassment, discrimination,
bullying, abusive conduct, or retaliation, appropriate action shall be taken against
the appropriate party where a violation of this Policy is found, including legal
actions where appropriate.

Appropriate action shall be taken to remedy the victim's loss, if any, resulting
from the harassment, discrimination, bullying, abusive conduct, or retaliation.

Action taken to remedy a harassment, discrimination, bullying, abusive conduct,
or retaliation situation shall be done in a manner so as to prevent further
violations.

Elected officials and employees complaining of harassment, discrimination,
bullying, or abusive conduct shall be protected thereafter from any form of
reprisal and/or retaliation. Any adverse conduct taken because an applicant,
employee, elected official or contractor has reported harassment,
discrimination, bullying, or abusive conduct or has participated in the complaint
and investigation process described herein, is prohibited. This Policy protects
those who make good faith reports of harassment, discrimination, bullying, or
abusive conduct and those who associate with an individual who is involved in
reporting harassment, discrimination, bullying, or abusive conduct or who
participates in the complaint or investigation process, from retaliation.

The District will make every effort to assure the confidentiality of complaints
made under this Policy to the greatest extent allowed by law. However, complete
confidentiality may not be possible because of the District’s need to investigate
the complaint and provide the subject of the complaint their due process rights,
which include providing the subject of the investigation a copy of the complaint
after the initial investigatory interview, if requested.

The District expressly prohibits an employee who is interviewed during the course
of an investigation from attempting to influence other employees, including
employees who may have witnessed the underlying conduct at issue, while the
investigation is open and ongoing.

An employee may discuss their interview with a designated representative from
the employee’s employee organization and/or the employee’s legal
representative. The District will not disclose a completed investigation report
except as it deems necessary to support a disciplinary action, to take remedial
action, to defend itself in adversarial proceedings, or to comply with the law or
court order.
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Responsibilities
Managers and Supervisors are responsible for:

1.

10.

11.

12.

Informing employees of this Policy.
Modeling appropriate behavior.

Taking all steps necessary to prevent harassment, discrimination, bullying,
abusive conduct, or retaliation from occurring.

Receiving complaints in a fair and serious manner, and documenting steps taken
to resolve complaints.

Monitoring the work environment and taking immediate appropriate action to
stop potential violations, such as removing inappropriate pictures or correcting
inappropriate language.

Following up with those who have complained to ensure that the behavior has
stopped and that there are no reprisals.

Informing those who complain of harassment or discrimination of their option to
contact the EEOC or CRD regarding alleged Policy violations.

Assisting, advising, or consulting with employees and the General Manager or
designee regarding this Policy and Complaint Procedure.

Assisting in the investigation of complaints involving employee(s) in their
departments and, if the complaint is substantiated, recommending appropriate
corrective or disciplinary action in accordance with employer Personnel Rules, up
to and including discharge.

Implementing appropriate disciplinary and remedial actions.

Reporting potential violations of this Policy of which they become aware,
regardless of whether a complaint has been submitted, to the General Manager
or designee, or the manager.

Participating in mandated periodic training and scheduling employees for
training.

Each employee, interns, volunteers, participants in apprenticeship programs or

contractor is responsible for:

1.

2.

Treating all employees and contractors with respect and consideration.

Modeling appropriate behavior.
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No. 6

3. Participating in periodic training.

4, Fully cooperating with the employer’s investigations by responding fully and
truthfully to all questions posed during the investigation.

5. Maintaining the confidentiality of any investigation that the employer conducts
by not disclosing the substance of any investigatory interview, except as directed
by the manager or General Manager.

6. Reporting any act they believe in good faith constitutes harassment,
discrimination, bullying, abusive conduct, or retaliation as defined in this Policy,
to their immediate supervisor, or manager, or General Manager or designee.

Use of District Property and Equipment

APPLICABILITY & PURPOSE

This Personnel Policy and Procedure represents the policy and procedure for the use of District

property including electronic media, telephones, telecommunication devices, and vehicles by

District employees.

6.1
A.

25

Scope

This policy applies to all District employees who use any District property, electronic
media, and telecommunication devices provided by the District. District property is to be
used only for conducting District business unless otherwise authorized. District property
includes, but is not limited to: telephones, cell phones, desks, computers (including
hardware and software), file cabinets, lockers, communications stored or transmitted on
District property (such as email and voicemails, text messages), vehicles and any other
District property used by District employees in the course of their work. Employees
should not have an expectation of privacy in District property or equipment.

District property may be monitored and searched at any time and for any reason.
Messages sent or received on District equipment including cell phones may be saved and
retrieved by others. As a result, District employees should not have an expectation of
privacy in the messages sent or received on District property or equipment.

Every District employee is required to adhere to all District rules and policies while on
District property or using District property or equipment.

District property shall not be defaced including but not limited to graffiti, unauthorized
writing or drawing on property, or placement of unauthorized or inappropriate stickers
on property.

General Policy on the Use of Electronic Media
General. This section defines general policy on the use of electronic media. Electronic
media is defined as computers, computer peripherals, electronic connections, computer
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software, laptops, voice mail, electronic mail (email), Internet access, , Intranet access,
on-line information services, electronic facsimile (fax) files, instant messaging, and any
other electronic type of equipment that the District deems as electronic media. This also
applies to usage of telephones and cell phones provided by the District.

Business Purposes. Electronic media, as outlined in the scope above, are provided for the
use of District employees for business-related purposes and as such do not offer privacy
protections that one might expect from a personal system.

Limited Personal Use, as Authorized. Reasonable and limited personal use is allowed at
the sole discretion of the District. Such use will be brief, to the point, and conducted
during breaks or lunch, or as otherwise specifically authorized by the General Manager or
his/her designee.

Personal use of the District electronic media, such as but not limited to cell phones, is
subject to IRS regulations.

Right to Search and Monitor. Approved District personnel, as well as computer support
personnel, as authorized by the General Manager, reserve the right to enter, search and
monitor the computer files, voice mail, email, encrypted files, or any type of electronic
file of any employee without advance notice. Justification for such actions may include
monitoring work flow or productivity, and investigating theft, disclosure of confidential
business or proprietary information, or personal abuse of the system. The existence of
passwords and “message delete” functions does not restrict or eliminate the District’s
ability or right to access electronic communications.

Facsimiles. Electronic files of facsimiles (fax’s) sent, received, and/or stored using the
District equipment should be considered District property and may be subject to search
for such reasons as stated above.

Computers, Computer Software, Laptops and Computer Files. District computers,
software and files stored on the computer or network will be considered as District
property. Therefore, these devices may be subject to search for reasons stated above. In
addition, all software that resides on any of the District’s computers will be licensed and
may be considered the property of the District.

Software Installations. No employee will install software on any of the District’s
computers without first receiving permission from authorized management personnel;
the General Manager.

No Hardware Tampering. No employee shall alter or tamper with any District computer
or interfere with its operation. All hardware failures will be immediately reported to
General Manager or designee.
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Records Retention Policy. Electronic media which are considered “District records” will be
subject to District’s records retention policies as adopted by the Board, including the same
legal retention periods as paper documents. District records include: 1) permanent
electronic computer files, and 2) telecommunications (e.g., email, instant messaging, and
voice mail) which have been downloaded/converted into permanent electronic files, or
have been printed to hard copies and stored as permanent files for the purposes of
records retention.

Public Records Act. Under the California Public Records Act, any electronic media message
(e.g., email or voice mail) or permanent computer file which has been generated on
District equipment and system may constitute a “public record”, and may be provided to
the public through the California Public Records Act, or may be otherwise discoverable.
Thus, employees must always assume that email, instant messaging, voice mail, and
permanent computer files are subject to disclosure unless a specific legal basis for non-
disclosure exists.

General Allowable Uses of Electronic Media. Allowable uses of electronic media for
District business purposes include the:

1. To facilitate performance of job functions.

2. To facilitate communication of information within the District.

3. To coordinate meeting of individuals, locations and resources of the District.

4. To communicate with outside organizations as required in order to perform an

employee’s job function.

General Prohibited Uses of Electronic Media. Prohibited uses of electronic media include,
but are not limited to the following:

1. Illegal or impermissible activities as defined as a violation of District policies,
regulations, and state and/or federal law.

2. Committing fraud or stealing data, or equipment.

3. Using the network for an illegal activity, including violation of copyright, license
agreements, and other contracts, e.g. downloading music.

4, Anything that may be construed as harassment or disparagement of others based
on race, national origin, sex, sexual orientation, age, disability, religious or
political beliefs, or any other protected status will not be tolerated. These include,
but are not limited to, slurs, obscene messages, materials, and pictures.

5. Threatening messages.
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6. Political endorsements.
7. Commercial activities including areas of financial gain.

8. Intentionally disrupting network traffic or crashing the network and connected
systems (for example: sabotage, intentionally introducing a computer virus).

9. Unauthorized access to others’ files with no substantial business purpose, or
vandalizing the data of another user.

Network Security and Integrity. District employees must also abide by policies and
procedures established for the purposes of maintaining security and integrity of the
District’s network system and supporting infrastructure.

Violation of Policy. Violation of this policy will be reviewed on a case-by- case basis and
may result in disciplinary action, up to and including termination.

Email, Instant Messaging, Text Messaging and Voice Mail

Right to Review and Monitor. The District reserves the right to access all voice mail,
instant messaging, text messaging and email left on or transmitted via District’s
communication systems. Since email, instant messaging, text messaging and voice mail
messages are District property and intended for District business, employees should not
have an expectation of privacy in any email, text message or voice mail message in
District’s communication systems. Management shall have the right to review any e mail,
instant message, text message, or voice mail messages of any employee at any time and
for any reason.

Purpose of Email, Instant Messaging, Text Messaging and Voice Mail. The purpose of
email, instant messaging, and text messaging and voice mail is to provide a work-related
communication channel between individuals and groups, and to promote effective and
efficient use of time and resources in order to carry out the business of the District.
Employees are expected to utilize the District’s communications systems with the same
degree of respect, professionalism, and courtesy as is expected of personal face-to-face
interactions. As with telephone calls, cell phone use, personal emailing, instant
messaging, text messaging and voice mail should be: a) confined to those absolutely
necessary; b) kept to a minimum; c) brief and to the point; d) to the extent practical,
performed on breaks or lunch time.

Uses of Email, Instant Messaging, Text Messaging and Voice Mail. Listed below are
examples (non-exhaustive list) of appropriate and inappropriate email, and where
applicable, instant messaging, text messaging and voice mail use.

1. Examples of Appropriate Use
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a. Providing or requesting information regarding District business (e.g.,
meeting notification, budget issues, etc.).

b. Transmitting a document or file (vs. printing and mailing the document).

C. General announcements within the scope of the sender’s job
responsibilities.

d. Informational announcements that need to be communicated to
employees.

2. Examples of Inappropriate Use

a. Illegal or impermissible activities as defined as a violation of District
policy, state, and/or federal law.

b. Anything that may be construed as harassment or disparagement of
others based on race, national origin, sex, sexual orientation, age,
disability or religious or political beliefs, or any other protected status will
not be tolerated. These include, but are not limited to, slurs, obscene
messages, materials, and pictures, or religious materials.

C. Anything that may be construed as disruptive, threatening, offensive to
others or harmful to morale.

d. Copyright infringement.

e. Items of political nature or having to do with political activities.

f. Unauthorized distribution of personnel or medical information.

g. Use of email when signed documents are required (Note: Use of email to
distribute documents for signature is acceptable).

h. Purposely creating any message that purports to be from another person
without their permission.

i Unauthorized use of mailing lists.

j. Unauthorized access to others’ files with no substantial business purpose,
or vandalizing the data of another user.

k. Personal messages such as chain letters, broadly distributed emails

6.4 Internet

regarding personal matters or interests.
Violations. Violations will be investigated and may result in disciplinary
action up to and including termination.

A. General Usage. The purpose of Internet services is to distribute information to public

constituencies or to conduct research for District related activities.

The duration of reasonable personal use will be established at the discretion of the

General Manager or his/her designee and will only be conducted during breaks or lunch

or as otherwise specifically authorized.
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B. Right to Review, Monitor, Report, and Restrict Internet Use. Since Internet access and use

are intended for District business, Employees will have no right or expectation of privacy

in any Internet activity using District equipment or networks. Management will have the

right to review any Internet activity of any at any time and for any reason. Management

may restrict Internet use by anyone at any time and for any reason. The District may

restrict access to Internet sites whose content appears to have no purpose related to the

business of District.

C. Uses of the Internet. Except as otherwise noted herein, all Internet activities should be

directly related to District business. Listed below are examples of appropriate and

inappropriate Internet use.

1. Examples of Appropriate Use.

Obtaining information regarding District business, i.e., policy, legislation,
public meetings, technical research, etc.

b. Transmitting or receiving a file or document (in conjunction with email).

C. Providing information regarding District business to the public, i.e.,
meeting agendas, key points of contact, forms, etc.

2. Examples of Inappropriate Use.

a. File downloads not connected with District business.

b Generating, sending, requesting, receiving or archiving material in any
form, i.e., text, graphics, etc. which contain offensive language or is
harassing in nature.

C. Activities resulting in personal gain, i.e., items for sale or purchase, or
other personal business.

d. Illegal activities.

e. Copyright infringement.

f. Creating acts of fraud, waste or abuse through Internet activities.

g. Intentionally disrupting network traffic or crashing the network and
connected systems (for example: sabotage, intentionally introducing a
computer virus).

h. Other acts of misconduct such as willful misconduct, discrimination,
sexual harassment and misuse of position.

i. Use of continuous services such as live streaming, live audio, live radio,
and live video feeds unless needed for official District business.

3. Violations. Violations will be investigated and may result in disciplinary action up

to and including termination.

6.5 Telecommunication Devices
A. Definitions
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2.

3.

Existing wire line phones. Includes all District desk top phones.
Cellular Telephone. A wireless telephone.

Other electronic devices. PDAs, palms and pocket PCs, smart phones and tablet
computers.

General Policy on the Use of District Telecommunication Devices

1.

All District telecommunication devices, regardless of the type (cellular
telephones, existing wire line phones, etc.) are provided as a tool to conduct
District-related business. All employees shall use such devices in a responsible
manner. All employees assigned communications equipment shall assume the
responsibility to use the equipment in accordance with the provisions of this

policy.

Toll calls outside the local service area for reasons other than official use, or "900"
Calls, or collect calls other than that provided by the District are prohibited unless
absolutely necessary for purposes of contacting vendor company help lines.

Employees are prohibited from installing any third-party equipment to District
phones (e.g. caller ID devices) unless pre-approved.

Use of District Cellular Phones and Other Electronic Devices

District electronic devices are issued on an as-needed basis with the approval of
the General Manager.

Electronic devices are provided by the District to employees in order to perform
their official duties. Excessive personal use of District electronic devices during
non-break, work hours is prohibited and may result in disciplinary action.
Excessive personal use of District electronic devices is subject to reimbursement
by the employee.

An employee assigned a District electronic device is responsible for good care and
maintenance of the assigned cell phone and will be required to reimburse the
District’s cost for any damage, or lost telephone due to negligence, as determined
by the General Manager.

Employees shall refrain from recording, by any means, the conversation with
staff, contractors, or members of the public with the exception of Board meetings
which are recorded to assist with the preparation of minutes .
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5. If a cellular telephone is damaged, fails to work properly, or is stolen or lost, the
employee shall notify the General Manager or his/her designee.

Use of Cellular Phone While Operating a Vehicle

If, in the course of District official business, an employee needs to make a call, receive a
call, or text message while they are driving, the employee must pull over to the side of
the road in a safe manner to complete the call or text message. This includes answering
a call, dialing a number, text messaging and talking on the phone. Cell phone use is
allowed in vehicles provided hands free technology is in use in accordance with state law.
Use of a handheld cell phone while driving, in the course of conducting District official
business, is prohibited.

Personal Use of Desktop Telephones

Personal calls must be restricted to those incidental purposes. Employees are authorized
to make reasonable, but limited, use of District phones for necessary personal calls that
meet the following criteria:

1. Calls are restricted to breaks and lunch periods unless previously approved by
your supervisor.

2. It is of reasonable duration and frequency.

3. It reasonably could not have been made at another time.

Examples of circumstances that may be authorized use during regular work hours are:
1. Calls to home (family emergency) or doctor.

2. Calls to notify an employee's family or other appropriate parties to inform them
of a schedule change or delays.

3. Daily, brief calls to speak to a spouse, minor children, dependent parents, or those
responsible for their care.

4, Brief calls that can only be reached during working hours such as a local
government agency, a physician's office, home or a garage for emergency repairs.

Use of Personal Cell Phones

1. Use of personal cell phones is prohibited during working hours, other than breaks
and lunch periods, unless approved by the General Manager.

2. When there is a need for cell phone use for personal reasons during work hours
which has previously been approved, (e.g., during a family emergency) cell
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phones must be in silent or vibrating mode and must not be disruptive to co-
workers.

3. Employees shall refrain from using the camera function on personal cellular
phones in the workplace unless approved by the General Manager or supervisor.

4, The District is not responsible for any damage to personal cell phones.
6.6 Lockers
A. General

Lockers are made available for the convenience of employees while at work. Lockers are
the sole property of the District and the District reserves the right to open and inspect
lockers, as well as any contents, effects or articles that are in the lockers. Such an
inspection can occur at any time, with or without advance notice or consent. The District
is not responsible for any articles that are placed or left in lockers that are lost, damaged,
stolen, or destroyed.

B. Use of Lockers
Lockers must be kept in good working order and undamaged by the employee's use.

The District’s Anti-Harassment Policy prohibits the displaying of inappropriate materials,
including but not limited to, such as stickers, nicknames, pictures, or drawings. The
exterior and interior of locker are to be free of all markings except as approved by the
General Manager or designee.

No.7 Grievance Procedure
Please see Memorandum of Understanding between the Operating Engineers Local 3 and Las
Gallinas Valley Sanitary District.

No.8 Whistleblower Retaliation
APPLICABILITY & PURPOSE

This Policy and Procedure defines the District Policy against whistleblower retaliation.

8.1 Retaliation for Filing Complaints, Claims

Participating in a whistleblower complaint process is protected from retaliation under all
circumstances. Engaging in a complaint process, however, does not shield an employee from all
discipline or discharge. The District retains the right to discipline or terminate workers if
motivated by non-retaliatory and non-discriminatory reasons that would otherwise result in such
consequences.

Disciplinary action, up to and including termination, will be taken against an employee or officer
who is found to have violated this policy. Any elected official or contractor who violates this Policy
Against Retaliation will be subject to appropriate sanctions.
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8.2

Policy Coverage

The policy prohibits District officials, officers, employees, or contractors from retaliating against

applicants, officers, officials, employees, or contractors because of any of the protected activity

as defined herein.

8.3
A.

34

Definitions
“Protected activity”

1. Making or filing an internal complaint with the District regarding alleged violations of
District policy, local, State or Federal law.

2. Providing informal notice to the District regarding alleged violations of District policy,
local, State or Federal law.

3. Participating in investigations and/or in court/administrative hearings regarding
alleged violations of District policy, local, State or Federal law.

4. Filing a complaint with a Federal or State enforcement or administrative agency

No employee of the District shall directly or indirectly use or attempt to use the authority
or influence of such employee for the purpose of intimidating, threatening, coercing,
directing or influencing any person with the intent of interfering with that person’s duty
to disclose alleged violations of District policy or local, State or Federal law.

“Adverse action” may include, but is not limited to, any of the following:

1. Real or implied threats of intimidation to attempt or prevent an individual from
reporting alleged wrongdoing or because of protected activity

2. Refusing to hire an individual because of protected activity

3. Denying promotion to an individual because of protected activity

4. Taking any form of disciplinary action because of protected activity

5. Extending a probationary period because of protected activity

6. Altering work schedules or work assignments because of protected activity

7. Condoning hostility and criticism of co-workers and third parties because of

protected activity.

“Complaint Procedure” The process by which an applicant, employee, officer, official, or
contractor who feels they have been retaliated against in violation of a policy. Complaint
procedures are defined under respective policies; 5.2 Policy Against Harassment and 9.0
Whistleblower Procedures.
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No.9 Whistleblower Procedure
APPLICABILITY & PURPOSE

This Policy and Procedure Manual provides for employees to disclose, without reprisal, facts
which may be deemed to constitute gross mismanagement, significant waste of funds, abuse of
authority, and/or substantial and specific danger to public health or safety.

Anyone who believes they have been subjected to retaliation should immediately report it to the
General Manager or designee. The District will investigate and take appropriate remedial action.

The confidentiality of the whistleblower will be maintained whenever possible. No District
employee may interfere with the good faith reporting of suspected or actual wrongful conduct.
An individual who makes such a good faith report shall not be subject to retaliation, including
harassment or any adverse employment, as a result of making a report. All reported claims of
retaliation will be reviewed and investigated, and appropriate corrective action will be taken. The
right of a whistleblower for protection against retaliation does not include immunity for any
personal wrongdoing that is alleged and investigated. In addition, an employee who intentionally
files a false report of wrongdoing, or knowingly makes an untrue statement of fact in the
investigation of a complaint, may be subject to discipline up to and including termination.

Anyone found in violation of this policy will be disciplined, up to and including termination.

9.1 Written Statements and Complaint Procedures

Any District employee or applicant for employment will be entitled to file with the General
Manager, under penalty of perjury, a written statement disclosing facts which may be deemed to
constitute gross mismanagement or significant waste of funds, an abuse of authority, and/or a
substantial and specific danger to public health or safety. The complaint must include the
following information:

= The name of the employee or applicant.

= (Class title (if applicable).

= Department (if applicable).

= Mailing address of complainant.

= Aclear statement of the complaint.

= The date upon which the event occurred giving rise to the complaint.
= The date of filing of the complaint.

= The signature of the complainant.

9.2 General Manager Review

The General Manager or his/her designee will investigate the complaint, confer with the
complainant in an attempt to solve the problem, and make a decision in writing. These steps will
be completed within fourteen calendar days after receipt of the complaint.
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9.3 Appeal

If the complainant is dissatisfied with the response of the General Manager, an appeal may be
filed with the Board of Directors within seven calendar days of the date of the response by the
General Manager. The Board of Directors will conduct a hearing on the complaint, and its decision
will be final.

9.4 Complaints about the General Manager
If an employee or applicant is complaining about the General Manager, the complaint should be
directed to District Counsel.

No.10 Workplace Security, Safety, and Violence in the Workplace
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure communicates the District’'s commitment to providing a safe
and secure workplace for employees and the public. The District will not tolerate acts or threats
of violence in the workplace. The workplace includes any location where District business is
conducted, including vehicles and parking lots. Any violation of this policy may lead to criminal
prosecution, and/or disciplinary action, up to and including termination. See Workplace Violence
Prevention Policy (WVPP), which went into effect July 1, 2024, and remains in in effect at all times
and in all work areas and be specific to the hazards and corrective measures for each work area
and operation.

10.1  General Safety
A. It is the intent of the District to provide for the safety and security of its employees at all
work locations.

B. It is the policy of District to comply with all applicable federal, state and local health and
safety regulations and to provide a work environment as free as feasible from recognized
hazards. Employees are expected to comply with all safety and health requirements
established by management and federal, state and local law.

C. To minimize liability, employees must become familiar with and adhere to the District’s
security rules.

D. Plant gates must be locked shut at all times with the following exceptions: the bridge and
front gates can be left open during working hours and the perimeter road access gates
shall remain open from 4 a.m. to 10 p.m. at all times.

E. During assigned hours, operations and maintenance personnel who are not within reach
of a plant phone or radio, must keep a cellphone within reach at all times.

10.2  Violence in the Workplace

The District has a “Zero Tolerance” policy for violent acts or threats of violence in the workplace.
Any employee who is subjected to or threatened with violence, or is aware of another individual
who has been subjected to or threatened with violence, is to report this information as soon as
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possible to their immediate supervisor, manager, or General Manager as required and outlines in

the WVPP. All complaints will be treated with as much confidentiality as possible.

A. Prohibited Behavior

1. Employees are prohibited from engaging in or promoting acts of intimidation,

violence, threats, coercion, assault and/or abusive behavior toward any person

while in the course of District employment. The District has zero tolerance for any

conduct that references workplace violence, even if it was intended to be

harmless, humorous, a prank, blowing off steam, or venting.

2. Employees engaged in District business are prohibited from carrying weapons in

violation of any law or this policy

B. Definitions

1. “Workplace Violence” is any conduct that causes an individual to reasonably fear

for their personal safety or the safety of their family, friends, and/or property.

Specific examples of workplace violence include, but are not limited to, the

following:

Threats or acts of physical harm directed toward an individual or his/her
family, friends, associates, or property.

b. The destruction of or threat of destruction of District property or another
employee’s property.

C. Harassing or threatening phone call, emails, text messages or other
digital or electronic communications using different means of
communication to express anger or irritation in a form that can be
considered threatening or bullying (Ex: letters, emails, phone
calls/voicemails, text messages, blogs or social media sites).

d. Surveillance.

e. Stalking.

f. Possession of offensive or defensive weapons (firearms, illegal knives,
clubs, mace, pepper spray, tear gas, etc.,) on District property

2. “Weapons” are defined as firearms, chemical sprays, clubs or batons, and knives,

and any other device, tool, chemical agent or implement that can cause bodily

harm if used as a weapon or displayed in such a manner to cause harm or threaten

a person with harm. A facsimile or replica of a weapon may be treated in the

same manner as a weapon.

C. Incident Reporting Procedure
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1. Employees must immediately report workplace violence to their supervisor or
department manager. The supervisor or manager will report the matter to the
General Manager or his/her designee.

2. The General Manager or his/her designee will document the incident, including
the employee names(s), date/time, location, incident description, witness names
and statements, description of unidentified parties, description of the act(s)
and/or behavior arising from the incident, action taken, and provide any other
relevant information regarding the incident.

3. The employee’s immediate supervisor or department manager will take
appropriate steps to provide security, such as:

a. Placing the employee alleged to have engaged in workplace violence on
administrative leave, pending investigation;

b. Asking any threatening or potentially violent person to leave the site; or
C. Immediately contacting an appropriate law enforcement agency.

The General Manager, or his/her designee, and Human Resources shall be
notified of action taken in a timely manner.

Investigation

The General Manager or his/her designee will see that reported violations of this policy
are investigated as necessary.

Follow Up and Disciplinary Procedures

An employee found in violation of this policy will be subject to disciplinary action, up to
and including termination of employment. The District may also direct that an employee
submit to a fitness for duty examination. In addition, employees found in violation of this
policy may be subject to criminal prosecution.

No.11 Social Media

A.

38

Introduction

Social media is a set of Internet tools that aid in the facilitation of interaction between
people online. If you have specific questions about what may be deemed to be social
media, consult with the General Manager or his/her designee. The District recognizes that
occasional personal use of social media using District resources may occur during working
hours. The District allows such occasional personal use as provided the usage does not
interfere with the employee's work performance, take away from work time, consume
supplies, slow other users, slow the servers or computer systems, or tie up printers or
other shared resources, or violate any District policy, including policies against

10/17/2024

12219105.3 LA105-022

96



39

harassment, discrimination, and disclosure of confidential or trade secret information. All
policies relating to monitoring usage of District property apply. The District reserves the
right to adjust this policy on a case-by-case basis as it deems appropriate.

Understand Your Rights and Responsibilities in Using Social Media Technology

Employees can use their own personal devices to engage in social media during breaks
and meal periods; however, all other District policies against inappropriate usage,
including the District's no tolerance for discrimination, harassment, bullying, abusive
conduct, or retaliation in the workplace, and protection of confidential information,

apply.

Nothing in the District's social media policy is designed to interfere with, restrain or
prevent employee communications regarding wages, hours or other terms and conditions
of employment.

Media contacts

The General Manager or designee and/or Board shall handle all contacts with the media.
Unless otherwise instructed, employees shall channel any media requests through the
General Manager or his/her designee for approval before granting interviews or
disseminating information regarding the District.
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SECTION 3

RECRUITMENT AND SELECTION

No. 12 Recruitment and Application Process
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines the recruitment and application process associated
with the hiring and promotion of all regular, non-temporary, and non-casual employees.

12.1  General

Recruitment processes seek out and secure qualified individuals to apply for positions at all levels
on the basis of merit, ability, appropriate education, competence, experience, and employment
references.

12.2  Recruitment Initiated

Upon approval, recruitments will be conducted to provide qualified candidates. With the
exception of emergency appointments, appointments assigned outside of a standard recruitment
process require the approval of the District Board. The General Manager shall be kept informed
during all recruitment processes.

12.3  Existing Reemployment List

A. The Administrative Services Manager will verify the vacant, budgeted position or
anticipated vacancy, and determine whether a current “reemployment list” exists for the
vacancy.

B. If a current reemployment list exists for the classification it is issued to the appointing
authority or designee.

12.4  Recruitment Planning

A The Administrative Services Manager will review the duties and requirements of the
position and plan the recruitment, examination, and selection processes and
components. Underutilization of protected classes, affirmative action goals, and
recruitment strategies are considered at this time as required by federal law.

B. The Administrative Services Manager will review the class specification for the position to
determine the need for updating, and update as necessary.

12.5 Promotional Recruitments

When appropriate, as determined by the General Manager, promotional examination processes
may be coordinated by the Administrative Services Manager. Competition will be limited to
regular District employees who have successfully completed their initial probationary period.
Employees must possess the minimum qualifications for the class in which promotion is sought.
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12.6  Announcement of Recruitments

A. When a position becomes vacant, and a current reemployment list does not exist, the
Administrative Services Manager, or designee will post notice of such vacancy so it is
readily accessible to District employees, employee organizations, and the public where
applicable.

B. Recruitments shall remain open for a minimum of seven calendar days for promotional
recruitments, and fourteen calendar days for open recruitments.

C. Insofar as reasonable, open recruitments will be conducted to obtain the most qualified
pool of candidates.

12.7  Entry Level Recruiting
When a journey-level position vacates, the position may be filled by an entry-level recruitment.
The recruitment level will be determined by the General Manager or designee.

12.8  Applications for Employment or Promotion

Unless otherwise announced, all applications for employment or promotion must be made upon
a standard District employment application form. Supplemental application questions may also
be included. Each application must be signed by the applicant and certified that all statements
contained therein are true and correct. All applications, resumes, and documents pertinent to an
application for employment or promotion become the property of the District.

12.9  Qualifications of Applicants
In order to qualify for an examination and be appointed to a position an individual must:

A. Meet all the minimum qualifications established for the position. ; . including  but
not limited to education, experience and license; and

B. Prior to appointment meet the job related standards established by the District relative
to the physical fitness requirements for the position.

12.10 Background investigation
Based on business necessity and job-related requirements, candidates for employment may be
subject to appropriate investigation including but not limited to:

A Employment history investigation.

B. Fingerprinting.

C. Search of record of convictions after a conditional offer of employment has been made.
D. Post offer physical test, including a drug and alcohol screen.

E. Driving record.
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12.11 Disqualification of Applicants
The District may refuse to accept an application, to examine an applicant, or otherwise consider

any person for employment and remove their name from an eligible or certification list who:

A.

Is found to lack any of the announced minimum qualifications set forth in the bulletin
announcing the examination, or the official class specification for the position.

Has made false statements of material fact in the application for employment or who has,
in any way, engaged in deception, fraud, or omission of facts in connection with the
application and/or examination.

Has improperly obtained knowledge of the content of an examination to which an
applicant was not entitled.

Has used or attempted to use political influence, persons or other methods in order to
gain advantage in an examination, application or appointment.

For any material cause which would render the applicant unsuitable for the position. The
applicant will be notified of such reasons and may be given time to respond.

No. 13 Examination Process
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines the rules of the examination process for vacant

positions.

13.1 General

A. An examination, whenever feasible and economical in relation to the nature of the
position, number of vacancies and time available.

B. Examinations will be competitive, impartial, and practical in character and will fairly test
the relative ability of the persons examined to perform the duties of the classification for
which the examination is given. Only applicants who meet the minimum qualifications as
established in the job announcement or class specification will be advanced to the
examination process.

C. The examination process may include but is not limited to one or more of the following:
1. An appraisal of qualifications presented in the application materials.

2. A written examination specifically related to the job functions of the classification
for which the examination is being conducted.

3. Field tests and/or performance tests specifically related to the job functions of
the classification.
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4, Oral examination board or panel which conducts structured interviews (pre-
determined questions with job follow-up questions when necessary and asked of
all applicants).

5. Individual oral interviews of similarly pre-determined structured questions.

13.2 Reasonable Accommodation
The District will provide a reasonable accommodation for applicants with a physical or
mental disability within the definition of the state or federal law, unless doing so would
pose an undue hardship or direct threat to the health or safety of the individual or others.
Requests for accommodation will be evaluated on a case-by-case basis. In any
examination, the Administrative Services Manager may include, in addition to
competitive tests, a qualifying test or tests, and set minimum standards.

No. 14 Selection and Offer of Employment
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines the rules for selection, interviewing, and offers of
employment.

14.1  Selection Interviews

Before an applicant is hired, the applicant shall be personally interviewed. No job offer will be
made to any candidate until interviews, applicable performance examinations, and pre-screening
procedures are completed to the satisfaction of the District.

The interview will consist of job-related questions which provide candidates with an equal
opportunity to describe and/or demonstrate their qualifications.

14.2  Offer of Employment

The General Manager or his/her designee is authorized to make an offer of employment or
promotion. All offers of employment will be made on a conditional basis subject to satisfactory
completion of background investigation , pre-placement physical, and drug test.

14.3  Background Investigations
Background review will be conducted after a conditional offer of employment or, in some cases,
promotion.

The District has the right to obtain a credit report consistent with federal and state law as required
based on the position’s classification job duties.

14.4  Physical Examination

Employee physical examination where relevant and/or mandated, including pre-employment
drug screening, will be part of a conditional offer of employment or, in some cases, promotion.
The District is responsible for scheduling all such physical examination and will bear the cost of
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the examination. . The purpose of the examination is to determine the candidate’s ability to
perform the essential functions of the job for which the candidate applied.

Prior to making an appointment of any employee and after an employee receives a conditional
offer of employment, the District may require the potential appointee to pass a physical
examination administered by the District's chosen physician. The physician's report shall be
submitted to the District before the new employee begins their employment.

At any time during an individual's employment with the District, if concerns arise about the
employee's ability or fitness to perform their job, the District may require the employee to have
a physical examination if it is job related and consistent with the District’s business needs. The
District shall bear the cost of required examinations.

If an employee is on a medical leave of absence, the District may require an employee to submit
to a physical examination prior to returning to work.

The District may require medical certification for any period of sick leave requested that exceeds
five (5) days in a calendar year.

14.5 Appointing Authority Responsibilities
A. Prior to appointment or promotion, the General Manager or designee may review the
personnel file of candidates who are past or current employees.

B. The General Manager or their designee will confirm the offer in writing. The following
should be included in the offer letter:

1. Title of position.

2. Salary/benefit package.

3. Agreed-upon work location, supervisor, starting date and time.

4. A statement that employment is contingent upon passing the background check,

pre-employment physical examination, including drug test, and that resignation
from current employment should not be finalized until this process is successfully
completed.

5. A statement that employment is contingent upon submission of evidence that
they are legally entitled to work in the United States.

6. A statement that the probationary period is part of the selection process. The
statement will also indicate the length of probation to be served, and that regular
status will be dependent upon the satisfactory completion of probation.
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7. Employees designated as Emergency Response employees are required to reside
within a 45 minute automobile drive during non-commute hours of the treatment
plant in order to respond to emergencies.

C. Candidates not selected will also be so notified promptly in writing.

No. 15 Appointment
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines the types of rules for appointment.

15.1 Appointment

Offers of appointments will be made in writing. The Administrative Services Manager or Human
Resource designee will notify the candidate of their decision to appoint and reach a mutual
agreement as to a starting date.

15.2  Types of Appointment
A. Regular Appointment. Appointment of a part- or full-time employee who has successfully
competed for and passed the initial probationary period.

B. Temporary Appointment.

1. Appointment of an employee who is hired without participation in an
examination process on a temporary basis not to exceed 6 months. However,
such assignments may be extended based on District business needs. Temporary
appointment employees serve at will and may be removed at any time without
cause and without right of appeal.

2. Temporary appointment may be made with the consent of the General Manager
or designee. A temporary employee does not receive benefits except as required
by law.

3. Types of Temporary Appointment:

a. Extra Hire Appointment. Temporary appointment into a District

classification of an employee who meets the minimum qualifications for
the classification. Extra hire employees serve at will and may be removed
at any time without cause and without right of appeal.

b. Special Appointment. Temporary appointment of an employee to
perform work outside an existing classification or for which no
classification exists. The individual must have a unique combination of
expertise, background, and skills or is employed in an emergency. Special
appointment employees serve at will and may be removed at any time
without cause and without right of appeal.
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C. Emergency Appointment. Temporary appointment of an employee as
necessary to prevent stoppage of public business, loss of life, or damage
to persons or property, or when qualified personnel cannot be readily
obtained due to emergency conditions. An employee appointed need not
meet the minimum qualifications of the job. An employee appointed
serves at will and may be removed at any time without cause and without
right of appeal.

d. Casual Employee. Casual employees are employees who are hired to
work less than 20 hours per week. Casual employees may be assigned a
work schedule in advance or may work on an as needed basis. Casual
employees are not eligible for benefits or employer contributions to
insurance programs.

The use of Casual Employees is not intended to replace full-time
employees.

C. At-Will Appointment of Employee. Any appointment outside of the bargaining unit
represented by Operating Engineers Local 3.

No. 16 Probation Period
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines probation period rules.

16.1 Purpose

The probationary period is the final phase of the examination process. It is a trial period during
which an employee is required to demonstrate competency in the knowledge, skills, and abilities
necessary to successfully perform the job and become a regular employee. Some positions may
also require, as a condition of passing probation, possession of all required certificates and/or
licenses. This period will be utilized for closely assessing the employee’s work to determine the
employee’s fitness and/suitability for the job and regular hire status.

16.2  Probationary Period

The initial twelve months of actual and continuous employment by the District is considered a
probationary period. During this time, the employee will learn his/her responsibilities and
determine whether the employee is satisfied with their job. At the same time the employee’s
supervisor will monitor and assess the employee’s performance and have the opportunity to
determine whether the employee is performing satisfactorily

16.3 Promotional Probation Period

The probationary period for employees who are promoted shall be for six months of actual and
continuous service. An employee does not acquire regular status in the promotional position until
the successful completion of the probationary period. Promotion to higher flexible staff

46 10/17/2024
12219105.3 LA105-022

104



classification (such as movement from Collection System Operator Il to Collection System
Operator lll) is exempt from this specified promotional probation period.

16.4  Actual Service Required
The probationary period will be a period of actual service beginning with the date of original
appointment or promotion to a regular full-time or part-time position.

A. The granting of any leave of absence, including military leave, will cause the employee’s
probationary period to be extended by the length of the leave of absence.

B. Time served in temporary employment (extra-hire, special appointment, or emergency
employment will not be counted as part of the probationary period.

C. Demotion - An employee who demotes to a class in which they have already passed
probation will not be required to serve another probationary period. If the demotion is
into another class in which they have not held regular status, they will serve the
probationary period for that classification.

16.5 Regular Appointment

If the employee’s performance is found to be satisfactory and the District decides to continue
employment, the employee will be given written notice of an employment status change to
regular employee.

16.6  Release During Probation

A probationary employee is at-will and may be released from employment without cause and
without right of appeal. Cause need not be provided. The probationary employee will be advised
in writing of their release from probation.

16.7  Release From Probation Upon Promotion

If a promoted employee is rejected during their promotional probationary period, the employee
shall be returned to their former position. Release during probation is not subject to appeal and
may be done without cause.

No. 17 Reemployment
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure describes rules for reemployment following employee
layoffs, demotions, or resignations.

17.1 Reemployment Following Lay Off

Eligibility for Reemployment Following Layoff. An employee who is laid off from the District, and
whose performance evaluations demonstrate that they had at least satisfactory service during
their tenure with the District shall be placed on a reemployment list for 18 months after their
separation from service due to lay off. Employees on the reemployment list who meet minimum
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qualifications for the position shall be offered employment with the District in order of their

placement on the reemployment list.

17.2

Reemployment Following Resignation

Reemployment Within 60 Days of Resignation. A regular employee who resigns under positive

circumstances will be eligible for reemployment within 60 days of resignation. Reemployment will

be at the sole discretion of the General Manager or designee. Salary and seniority will be treated

as if the employee had been on a leave of absence.

17.3
A.

17.4

Status, Salary, Benefits and Seniority Upon Reemployment
Status. Regular employees who are reemployed in the same classification are not
required to serve a probationary period.

Salary. Regular employees who are reemployed in the same classification will be placed
on the salary range and step last held.

Benefits. Regular employees, who are reemployed following layoff, will have their unpaid
sick leave balance at the time of layoff reinstated. No other leave will be reinstated but
accrual of leave will be reinstated at the same level.

Seniority Established. Regular employees who are laid off and are reemployed following
layoff will receive a seniority date based on time served in the classification for which
reemployed and any higher classification. Regular employees who are demoted in lieu of
lay off will receive a seniority date based on time served in the classification for which
reemployed and any higher classification. Regular employees, who are reemployed 61
days or more following resignation, will have no seniority in the classification to which
reemployed.

Temporary Employment

If an employee who was laid off or resigned in good standing accepts temporary employment,

they do not forfeit reemployment rights.
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SECTION 4

EMPLOYMENT PRACTICES

No. 18 Position Classification System
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines rules for job classifications.

18.1  Position Classification

All positions will be allocated to a classification in accordance with duties, responsibilities, and
standards of the job. A written description will be prepared for each classification, listing such
elements as essential duties; knowledge, skill, and ability requirements to successfully perform
the job; minimum amount of education and/or experience required; working conditions; and
physical and mental ability requirements. The original classification specification, the
establishment of new classifications of employment, or the major alteration or abolishment of
existing classifications, will be recommended by the General Manager or designee and approved
by the Board of Directors.

18.2 Interpretation of Class Specifications/Descriptions
Class specifications are not restrictive but will indicate the basis on which a position is allocated
to its proper classification as determined by its functions, duties, and responsibilities.

Descriptions will not be construed as a declaration that the duties and responsibilities will not be
changed nor that the appointing authority may not temporarily assign other duties and
responsibilities.

18.3  Establishment of New Classifications

The General Manager or designee may recommend adding classifications whenever they deem it
necessary. The recommendation will be submitted in writing to the Board of Directors for
approval.

Final decision and ratification of classification changes, position funding, and reorganizations rests
with the Board of Directors.

No.19 Compensation
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure describes compensation policies for District employees.

19.1  Salary on Initial Hire
A probationary, regular, temporary, or casual employee will be placed on the first step of the
salary range of the classification into which the employee is hired. An employee may be appointed
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above the first step with the approval of the General Manager or designee based on background
and experience.

19.2  Salary on Promotion

When an employee is moved from one class to a class with a higher maximum salary (promotion),
the employee shall be appointed at the minimum step of the salary range in the new class or
receive a minimum of five percent (5%) increase above the salary rate the employee was
receiving, whichever is higher; provided, however, that the salary rate received does not exceed
the maximum rate for such higher class.

19.3  Salary on Temporary Out of Classification Assignment

If any position within the District classification ranges is vacant, excluding vacation leaves, for a
period of more than two-weeks due to reasons, including but, not limited to, employee sickness
or resignation, the General Manager may assign a District employee to assume the responsibilities
of the position on a temporary basis. A District employee given a temporary assignment within a
higher District classification will be granted a salary increase effective on the date of assignment
by the General Manager. The employee's new salary will be an amount equivalent to the
employee's current salary range step in the higher classification subject to a maximum of a two-
step or 10% increase. This salary increase remains in effect until the temporary assignment is
completed as determined by the General Manager.

19.4  Salary on Voluntary Demotion

When an employee is moved from one class to a class with a lower maximum salary (demotion),
the employee shall be placed at the rate of the salary range prescribed for such lower class that
most nearly approximates the salary the employee was receiving; provided, however, that such
salary does not exceed the maximum rate for such lower class.

19.5 Merit Increase Steps

The pay range for each position consists of five steps. Advancement from one step to the next is
based on performance, recommendation of an employee’s immediate supervisor, and the
approval of the General Manager or designee. A merit increase is earned and not automatic. See
Section 21.4 of these PPPs.

A. First Step — The minimum pay rate and normally the rate at which a new employee is
hired.
B. Second Step — An employee is eligible for an increase to the second step after one year of

continuous satisfactory performance.

C. Third Step — An employee is eligible for a third step increase after one year of satisfactory
performance at the second wage step.

D. Fourth Step — An employee is eligible for a fourth step increase after one year of
satisfactory performance at the third wage step.
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E. Fifth Step - An employee is eligible for a fifth step increase after one year of satisfactory
performance at the fourth wage step.

F. Sixth Step —A fully qualified and competent employee is eligible for an increase to this
step after one year of satisfactory performance at the fifth step. The sixth step is
maximum pay rate for a position. .

19.6  Payday
Employees are paid biweekly. Pay checks are issued by the district office on Friday for the two-
week payroll period which ends the preceding Sunday at 24:00 hours.

19.7  Payroll Errors

Any payroll error resulting in insufficient payment to an employee will be corrected and a
supplemental check issued, not later than five (5) working days from the issuance of the first check
or notice, whichever is later. If a payroll error is made resulting in overpayment to an employee,
the District will collect the overpayment through payroll deduction on a schedule in compliance
with individual agreements made with employees. Upon realization of underpayment or
overpayment, the employee must immediately notify their supervisor and report the discrepancy
to payroll.

19.8  Overtime Compensation
A Prior Approval Required. Overtime-eligible employees are not permitted to work
overtime without their manager’s prior authorization or direction except when an
employee is on standby or is responding to an emergency. Overtime-eligible employees
directed to work overtime must do so. Working overtime without advance approval is
grounds for discipline.

B. “Overtime” Defined. Unless otherwise stated in a memorandum of understanding,
“overtime” is all hours worked and paid to an overtime-eligible employee over 8 hours in
a workday or 40 in the employee’s work week. Overtime is compensated at 1.5 times the
Fair Labor Standards Act regular rate of pay. The District includes all hours worked and
paid time off in computing the 40-hour threshold for purposes of calculating FLSA
overtime pay.

C. Rounding. Employees are to round their time worked on their timesheets as follows::
1. Time is to be reported in quarters of an hour (15-minute increments.)
2. For employees who work 1 to 7 minutes of each quarter of an hour, time should

be rounded down to the nearest quarter of an hour.

3. For employees who work 8 to 14 minutes of each quarter of an hour, time should
be rounded up to the nearest quarter of an hour.

51 10/17/2024
12219105.3 LA105-022

109



19.9

Compensatory Time Off

Supervisor Approval Required Before Work. A non-exempt employee may opt to accrue
compensatory time-off (“CTO”) in lieu of cash payment for overtime worked if the
employee’s supervisor agrees prior to overtime work being performed.

Accrual Rate. Please see Memorandum of Understanding between the District and
Operating Engineers Local 3.

Employee Requests to Use CTO. The District will grant an employee’s request to use
accumulated CTO provided that: (1) the District can accommodate the use of CTO on the
day requested without undue disruption; and (2) the employee makes the request in
writing to the supervisor no later than five days prior to the date requested. If the
employee does not provide five days’ notice, or if the District cannot accommodate the
time off, the District will provide the employee the opportunity to cash out the CTO
requested at the end of the current pay period.

District Cash Out. The District reserves the right to cash out accumulated CTO at any time.

Employee Cash Out. During employment, CTO is cashed out at the employee’s current
FLSA regular rate of pay (including all FLSA-applicable salary differentials).

Employees separating from District service shall be compensated for all accrued, unused
compensatory hours at either (1) the employee’s average regular rate of pay during the
past three years of employment or (2) the employee’s regular rate of pay in effect at the
time of separation, whichever is higher.

19.10 Standby Policy
The District requires certain classifications of employees who are assigned Standby Duty

premium pay as outlined in Section 3.6 of the Memorandum of Understanding with Operating

Engineers Local 3.

19.11 Payment Upon Separation
An employee leaving District employment will receive all earned salary; all vacation accrued, and

all earned and accrued overtime and compensatory time.

19.12 Emergency Response Stipend
The District is committed to protecting the environment and maintaining its record of meeting

treatment plant NPDES permit requirements and low sewer rate and low sewer spill volume of

releases. Having trained Operations and Collections staff who can respond quickly is imperative

to meeting these goals.

In addition to the 2-hours of standby pay for being assigned stand-by duty and any overtime pay

for responding to callouts, eligible employees shall receive a monthly stipend for having served

on stand-by or for responding to a call-out within the prior four ( 4) bi-weekly pay periods.

Eligibility for the stipend is on a month-to-month basis and not automatically continuous.
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No. 20 Benefits

20.1 Medical/Dental/Vision/Retiree Medical
Please see Memorandum of Understanding between the District and Operating Engineers Local 3
or specific Employment Agreement for management and unpresented employees.

20.2  Workers’ Compensation

All employees are entitled to workers’ compensation benefits. This coverage is automatically
applied and immediate and protects each employee from an illness or injury which both arises
out of and occurs in the course and scope of District employment. If an employee cannot work
due to a job related injury or illness, workers’ compensation insurance may pay medical bills and
a portion of income until the employee can return to work.

All injuries or illness arising out of and occurring in the course and scope of employment must be
reported immediately to the employee’s supervisor. Failure to report an injury may jeopardize
entitlement to workers compensation.

To ensure that you receive any workers' compensation benefits to which you may be entitled,
you should:

. Immediately report any work-related injury to your supervisor (note: if
your injury or illness developed over time, report it as soon as you learn
or believe it was caused by your job);

. Seek medical treatment and follow-up care if required,;

. Complete a written Employee's Claim for Workers' Compensation
Benefits (DWC Form 1) and return it to District’'s Human Resources; and

o Provide the District with a certification from your health care provider
regarding the need for workers' compensation disability leave, as well as
a certification of your eventual ability to return to work from the leave.

The District or its insurance carrier is not liable for the payment of workers’ compensation benefits
for any injury which arises out of an employee’s voluntary participation in any off-duty
recreational, social, or athletic activity which is not a part of the employee’s work-related duties.

For the interaction of Workers’ Compensation and Sick Leave, see Section 22.1.

20.3  Training

The District encourages employees to participate in job-related training and education programs
that improve job skills and benefits the District. The District provides on-the-job training
opportunities and supports attendance of outside training activities such as technical and
professional seminars, conferences, and meetings.

Employees will be reimbursed for customary and reasonable outside training expenses which
generally include registration fees, materials, meals (as outlined in the District’s Travel Policy),
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transportation, mileage (the District will only compensate for miles traveled in excess of the
employee’s daily commute) and parking.

Reimbursement of expenses must be discussed and approved by employee’s Department
Manager and the District General Manager in advance or an employee will not be eligible for
reimbursement. The District’'s Travel Policy outlines reimbursement and expense report
procedures.

Whenever an employee incurs out of pocket expenses for item(s) or service(s) appropriately
related to District business as verified by valid receipts, said expenses shall be reimbursed by the
District upon request.

Employees who accrue overtime as a result of attending training sessions required by the District
will receive overtime pay. Estimated overtime must be approved in advance. Overtime will not
be paid for meetings, conferences, and training activities where attendance has not been
approved.

A. Commute Time: Travel time to and from work is commute time that is not compensable.
However, if the employee is required to report to a work location that is different from
the employee’s regular work location and the amount of time to travel to the new location
is longer than the normal commute time, then the employee will be compensated for the
difference in time between the employee’s normal commute and the new location. In
addition, if the District requires the employee to meet at a designated location and use
the District’s transportation to and from the work site, then the travel time from the
designated location to the work site is compensable.

B: Travel During the Workday: Travel during the workday, after the employee has reported
to work, is hours worked for the District unless it is in connection with a bona fide meal
break. However, travel from the employee’s last work location to home is not
compensable. Supervisors should not require employees who will be traveling during the
work day to report to their normal work site at the start or the end of their shift unless it
is truly necessary for the employee to report to such location.

C: Overnight Travel or Special One-Day Assignment Out of Town: Except for time spent
eating meals or engaging in personal pursuits (e.g. sleeping), time spent traveling to a
location where the employee will be staying overnight is considered hours worked. The
hours worked includes time spent driving or as a passenger on an airplane, train, bus, taxi
cab or car, or other mode of transportation, in traveling to and from the out-of-town
location. In addition, time spent waiting to purchase a ticket, check baggage, or get on
board a mode of transportation is compensable.

Policy on Compensating Attendance at Training Programs
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An employee is not required to be compensated for attendance at a training program if each of

the following four requirements is met:

A

20.4

Attendance is voluntary and the lack of attendance does not impact the employee’s
employment;

1. The training program occurs outside of normal working hours;
2. The employee does not perform productive work; and
3. The training is not directly related to the employee’s current job.

Exception for Classes Offered at a School or College

If an employee voluntarily enrolls in a class outside of work hours that is offered at a
school, college or vocational institute, the training is not considered hours worked as long
as the employee does not perform any productive work. Additionally, the fact that the
agency offers such a class to its employees outside of normal work hours, or pays for
employees to attend such a class does not convert the time to work time.

Exception for State-Mandated Certifications

If state law requires that an employee obtain a certification for the employee’s job, and
the employee voluntarily attends the necessary training to obtain such certification
outside of normal work hours, the time spent at that training is not counted as hours
worked.

Coming Back to Work after Training Day

All employees who attend training are required to return to their regular work location if,
at the end of the training day, after traveling back to their regular work location, there
would be at least one half hour left in their work day.

COBRA

Eligibility. All District employees receiving medical and vision insurance, covered spouses, covered

domestic partners, and covered dependents are eligible for continued insurance benefits under
the Consolidated Omnibus Budget Reconciliation Act (“COBRA”).

Coverage. An eligible employee or dependent can continue coverage in their current medical and

vision insurance plan at the time of a qualifying event.

20.5

Benefits Upon Separation

Insurance. Medical insurance is available under COBRA, as set forth in Section 20.4, above.

A.
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General Information. An employee should contact the California Public Employment
Retirement System (PERS) to determine their retirement benefits and ask any associated
questions. PERS may be contacted at 1 (888) 225-7377.

B. Payment of Leave Balances

1. Vacation, Compensatory Time, and Administrative Leave. Accrued vacation,
compensatory time, and administrative leave are paid at separation.

2. Sick Leave. Upon retirement or resignation from the District, a regular full-time
employee, who has worked at least three years with the District, will receive one-
half of his/her accrued sick leave as a lump sum payment.

C. Payment of Leave Upon Death

1. Vacation, Compensatory Time, and Administrative Leave. Accrued vacation,
compensatory time, and administrative leave are paid according to law upon
death while the individual is employed by the District.

2. Sick Leave. Upon death of an employee, while employed by the District, who has
worked at least three years with the District, one-half of their accrued sick leave
as a lump sum payment shall be paid.

20.6  Temporary Employees

Temporary employees, defined as extra hire, special appointment, and emergency employees,
are not eligible for any benefit other than as required by state and federal law (e.g. worker’s
compensation, etc.).

No.21 Performance Planning and Evaluation
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure describes the rules for conducting performance evaluation
for District employees.

21.1  Purpose of Performance Evaluation

The purpose of employee performance evaluations will be to assist individual employees in
achieving satisfactory work performance by discussing and establishing performance goals and
work objectives and reviewing progress toward achieving them.

21.2  Performance Planning

At the beginning of the annual evaluation period, the supervisor and employee will discuss and
establish the performance goals and work objectives based on the employee’s job description for
the evaluation period.
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21.3  Written Evaluation
Annually, evaluation of the work performance of employees will be recorded in a written
performance evaluation. The purpose of the written employee performance evaluation includes:

A. Serve as a record of the employee’s performance for the evaluation period, including
achievement of goals and work objectives.

B. Serve as documentation of performance deficiencies for those employees whose
performance needs improvement or is unsatisfactory.

If an employee’s performance needs improvement, a work plan for such improvement will be
included with the written evaluation along with a date for a follow-up evaluation.

21.4  Merit Increase

Merit increases are not automatic. An employee must have a successful performance (meets
standards or above) to be eligible to be considered to receive a merit increase. Performance
evaluations for employees eligible for a merit increase are to include the supervisor’s
recommendation regarding the increase. See Section 19.5 of these PPPs.

21.5 Timelines

All Regular employees will be evaluated on an annual basis.

21.6  Probationary Employee Assessment

After 3 months, 6 months 9 months and 11 % months of service, the supervisor will review the
employee’s performance and discuss the District’s and the employee’s job goals. If the
employee’s performance is found to be satisfactory and the District decides to continue
employment, the employee will be given written notice of an employment status change to
regular employee. Your supervisor may recommend that the General Manager approve an
extension of the probationary period (not to exceed an additional six months), or recommend
that employment be discontinued.

21.7  Process

The supervisor(s) will provide a copy of the performance evaluation for the employee’s review
prior to meeting to discuss the evaluation. The supervisor will review the evaluation during a
private meeting with the employee. Employees must sign the evaluation indicating their receipt
within ten days of receipt of the performance evaluation. The employee’s signature does not
indicate agreement with the contents of the evaluation, but does acknowledge that the employee
is aware of the contents of the evaluation. A copy of the evaluation will be placed in the
employee’s personnel file.

21.8 Employee Response

An employee does not have the right to appeal any matter relating to a performance evaluation.
Instead, the employee may prepare and submit a written response commenting on the
evaluation. The response must be submitted to the General Manager or designee within 10
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calendar days after the employee receives the evaluation. The response will be placed with the

evaluation in the employee’s personnel file.

No. 22 Leaves of Absence
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure presents rules for the various types of leaves of absence

applicable to District employees.

22.1
A.

58

Sick Leave
Defined. Sick leave is leave from duty which may be granted by the District to an employee
because of their own illness, injury, or exposure to contagious disease.

As provided under California’s Paid Sick Leave Law and Labor Code section 233 (“Kin
Care”), the first one-half of an employee’s annual accrual of sick leave in a calendar year
also includes leave from duty for the diagnosis, care or treatment of an existing health
condition of, or preventative care for, an employee or an employee’s immediate family,
or for purposes related to being a victim of stalking, sexual assault or domestic violence
as provided in Section 22.17.

For purposes of sick leave use, an employee’s immediate family shall consist of the
employee’s:

e Spouse or registered domestic partner

e Child (including a biological, adopted, or foster child, stepchild, legal ward, or a
child to whom the employee stands in loco parentis.)

e Parent (including biological, adoptive, or foster parent, stepparent, or legal
guardian of an employee or the employee’s spouse or registered domestic
partner, or a person who stood in loco parentis when the employee was a minor

child.)
e Grandparent
e Grandchild
e Sibling

e Designated Person (A designated person is someone who is identified by the
employee at the time the employee requests paid sick days. District employees
are limited to one designated person per 12-month period for paid sick days.)

Use of Sick Leave.

1. An employee may be granted sick leave only in case of actual sickness as defined
above or as otherwise provided by law, including for leave as provided in Section
22.17. Sick leave is not for personal absences. Qualifying employees may request
accrued vacation time off to cover other “personal” absences not covered by this
sick leave policy.
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In order to utilize sick leave, an employee shall notify their department Manager
or the General Manager or designee:

a. Up to nine (9) hours and prior to one (1) hour before the time established as
the beginning of the employee’s work day, the employee shall notify via text
message;

b. Within one (1) hour before the time established as the beginning of the
employee’s work day the employee must make direct contact via phone;

c. Inall situations, if the employee is assigned as on call or back-up for on call
duty they must immediately make verbal contact with their manager to notify
them that they are unable to report to work.

Failure to do comply with these notification procedures may result in that day of
absence being treated as leave of absence without pay.

If the employee is absent on sick leave for more than one (1) day the employee
must keep the immediate supervisor informed as to the date the employee
expects to return to work.

Sick leave will not be granted during a District authorized leave of absence
without pay, or any other absence from duty not authorized by the District.

Sick leave will not be granted to any employee to permit an extension of the
employee’s vacation.

The District may require a physician’s certification where leave abuse or excess
sick leave use is suspected to the extent permitted by law.

Employees will not be permitted to use vacation in lieu of sick leave unless
approved by the Department Manager.

Supervisors have the discretion to place employees on sick leave when, in the
judgment of the supervisor, the presence of the employee at work would
endanger the health and welfare of other employees or where the illness or injury
of the employee interferes with the performance of such employee’s duties.

Accrual of Sick Leave. Employees covered by the Memorandum of Understanding
between the District and Operating Engineers Local 3, should refer to the MOU for the
amount of sick leave granted to employees and its disposition upon retirement or
resignation.

All other employees receive sick leave as follows: exempt employees receive one day of
sick leave per month of service and non-exempt employees receive 8 hours of sick leave
per month of service. There is no cap on the accrual of sick leave.
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Reimbursement and Reinstatement of Sick Leave Upon Re-Hire. Any employee who is
rehired by the District within 12 months of separation will have up to 6 days or 48 hours
of unused accrued paid sick leave restored to the extent such sick leave was not already
paid out at the time of separation pursuant to the District’s policies or Memorandum of
Understanding agreements.

Abuse of Sick Leave. An employee is subject to disciplinary action for abuse of sick leave,
which is defined as a claim of entitlement to sick leave when the employee does not meet
the requirements of sick leave as defined above or when the employee is absent because
of illness for more than three working days or suspected of misusing the sick leave
privilege, may be required to provide a physician’s certificate, as outlined in the
Memorandum of Understanding between the District and Operating Engineers Local 3
section 15.4.

Excessive Use of Sick Leave. Excessive use of unprotected sick leave may subject an
employee to disciplinary action and/or may be considered in establishing the
performance rating. Unprotected sick leave is sick leave that is not used in connection
with California’s Paid Sick Leave Law, Labor Code section 233 (“Kin Care”), FMLA/CFRA, a
reasonable accommodation for a disability, or any other leave that is provided under the
law for which sick leave may be used. Excessive use of sick leave, tardiness, and failing to
use the call-in procedures when absent or tardy can negatively impact the performance
of your job or affect others in the performance of their job. Factors that will be considered
in determining whether use of sick leave is excessive include, but are not limited to, the
number of absences compared to other employees, whether absenteeism is limited to a
finite time period or whether it continues over time, a pattern of usage, and the basis for
the absenteeism.

Paid Sick Leave and Workers’ Compensation Benefits. Paid sick leave is a benefit that also
covers absences for work-related illness or injury. Employees who have a work-related
illness or injury are covered by workers’ compensation insurance.

However, workers’ compensation benefits usually do not cover absences for medical
treatment. When you report a work-related illness or injury, you will be sent for medical
treatment, if treatment is necessary. You will be paid your regular wages for the time you
spend seeking initial medical treatment.

Any further medical treatment will be under the direction of the health care provider. Any
absences from work for follow-up treatment, physical therapy or other prescribed
appointment will not be paid as time worked, unless the employee is required to receive
medical treatment as a condition of continued employment. If you have accrued and
unused sick leave, the additional absences from work will be paid with the use of sick
leave. If you do not have accrued, paid sick leave, or if you have used all of your sick leave,
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you may choose to substitute vacation or other paid time off for further work absences
related to your illness or injury.

22.2  Catastrophic Leave Donation Plan

Employees may donate accrued leave to other employees suffering from a catastrophic iliness or
injury. Catastrophic leave is a paid leave of absence due to life threatening verifiable long-term
illness or injury such as, but not limited to, cancer or heart attack, which clearly disables the
individual. Employees who have successfully completed one year in paid status shall be eligible
for catastrophic leave due to their own serious illness or injury.

The employee must first exhaust all accrued sick leave, vacation leave, administrative leave and
compensatory time before qualifying for catastrophic leave. Catastrophic leave shall be additional
paid leave available from vacation or compensatory time hours donated by other employees to a
specific qualified employee. Employees donating vacation or compensatory time must donate in
increments of whole hours. The donating employee must have a minimum vacation leave balance
of 40 hours after the donation of vacation leave. All donations are irrevocable.

An employee seeking catastrophic leave must submit a request to the General Manager. An
employee’s request for catastrophic leave must generally describe the nature of the need
(disclosure of confidential health information is not required), include the expected length of the
need for leave, and indicate whether the nature of the need may be disclosed to other employees.
The General Manager must verify the catastrophic illness or injury. A request for catastrophic
leave is subject to the approval of the General Manager. Such leave may initially be approved for
up to a maximum of 340 donated hours. If the catastrophic illness or injury continues, up to an
additional 340 donated hours may be approved. The District shall account for the donation and
disbursement of catastrophic leave hours. All time donated will be credited on an hour-to-hour
basis regardless of hourly pay differentials between the donating employee and recipient.

Catastrophic leave shall not be used in conjunction with any long-term disability (LTD) or Workers’
Compensation Leave. While an employee is on catastrophic leave, using donated hours, the
employee shall not accrue any vacation or sick leave.

The employee must have exhausted their protected time (FMLA/CFRA/PDL) prior to qualifying for
this leave (if meeting criteria and eligibility requirements). Benefits would continue while the
employee is on catastrophic leave.

22.3  Return to Work
A. Medical Certification Required.

1. For medical absences of more than five (5) working days, medical clearance from
a physician may be required.

2. Before returning to work from a medical leave, the employee’s personal physician
may be required to provide a medical clearance. In addition, a medical clearance
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and fitness for duty evaluation from the District’s medical provider, based on the
requirements of the position, may be required.

Reasonable Accommodations

The District will engage in the interactive process with the employee with qualifying

disabilities in the administration of all personnel policies and procedures.

1.

Request for Accommodation. An employee who desires a reasonable
accommodation in order to perform essential job functions should make such a
request to the Human Resources Department. The request must identify: (a) the
job-related functions at issue, and (b) the desired accommodation(s).

Reasonable Medical Documentation of Disability. If the disability or the need for
reasonable accommaodation is not obvious, the District may require the individual
requesting such accommaodation to provide reasonable medical documentation
confirming the existence of the disability and the need for reasonable
accommodation, along with the name and credentials of the individual’s health
care provider. If the individual provides insufficient documentation, the District
will do the following: (1) explain the insufficiency of the documentation provided;
(2) allow the employee or applicant to supplement the documentation in order
to remedy the issue with the documentation provided; and (3) pursue the
interactive process only to the extent that the request for reasonable
accommodation is supported by the medical documentation provided.

Fitness for Duty Examination. The District may require an employee to undergo a
fitness for duty examination at the District’s expense to determine whether the
employee can perform the essential functions of the job with or without
reasonable accommodation. The District may also require that a District-
approved physician conduct the examination.

Interactive Process Discussion. After receipt of reasonable documentation of
disability and/or a fitness for duty report, the District will arrange for a discussion
with the employee, and their representative(s), if any. The purpose of the
discussion is to work in good faith to fully consider all feasible potential
reasonable accommodations.

The following factors will be considered during this process:
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Determination of the essential functions of the job.

Determine through conversation with the individual how the disability limits the
individual’s ability to perform the essential job functions and how those
limitations could be overcome with reasonable accommodation.
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3. Identify accommodation options and determine effectiveness and feasibility of
the proposed accommodations.

4, Considering the individual's preference, the Human Resources Manager, in
consultation with the Department Manager, selects the accommodation most
appropriate, if such accommodation is reasonable, does not create undue
hardship for the District, and would not pose a direct threat to the health or safety
of the individual or others.

C. Whenever an employee has been given a permanent and stationary rating by the
Industrial Accident Commission of the State of California, return to the job must be based on the
same medical information that the employee used in order to obtain the award. It is the policy of
the District that an employee can return to duties the employee can perform safely without undue
risk.

22.4  Personal Days
Please see Memorandum of Understanding between the District and Operating Engineers Local
3or specific Employment Agreement for management and unpresented employees.

22.5 Vacation Leave
Please see Memorandum of Understanding between the District and Operating Engineers Local 3
or specific Employment Agreement for management and unpresented employees.

22.6  Holidays
Please see Memorandum of Understanding between the District and Operating Engineers Local 3
or specific Employment Agreement for management and unpresented employees.

22.7  Family Medical Care Leave

A. Statement of Policy. The District will provide Family Medical Care Leave and related leaves
under the California Family Rights Act for eligible employees as required by state and
federal law. The following provisions set forth certain of the rights and obligations with
respect to such leave. Rights and obligations which are not specifically set forth below are
set forth in the Department of Labor regulations implementing the Federal Family and
Medical Leave Act of 1993 (“FMLA”), and the regulations of the California Family Rights
Act (“CFRA”). Unless otherwise indicated, “leave’ under this section will mean leave
pursuant to the Family Medical Leave Act and California Family Rights Act.

B. Definitions. The following definitions apply to this policy.

1. “12-Month Period” means a rolling 12-month period measured backward from
the date leave is taken and continuous with each additional leave day taken.

2. “Single 12-month period” means a 12-month period which begins on the first day
the eligible employee takes FMLA leave to take care of a covered service member
and ends 12 months after that date.
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3. “Child” means a child under the age of 18 years of age, or 18 years of age or older
who is incapable of self-care because of a mental or physical disability. An
employee’s child is one for whom the employee has actual day-to-day
responsibility for care and includes a biological, adopted, foster or step-child,
legal ward, or a child of a person standing in loco parentis.

4, “Parent” means the biological parent of an employee or an individual who stands
or stood in loco parentis (in place of a parent) to an employee when the employee
was a child. This term does not include parents-in-law.

5. “Spouse” means an individual lawfully married to another individual as defined
by California Family Code section 300.

6. “Domestic partner” as defined by California Family Code sections 297 and 299.2,
shall have the same meaning as “Spouse” for purposes of CFRA leave.

7. For purposes of CFRA leave, “Designated Person” means any individual related by
blood or whose association with the employee is the equivalent of a family
relationship. The employee is limited to one designated person per single 12-
month period for family care and medical leave. The designated person may be
identified by the employee at the time the employee requests the leave.

8. “Serious health condition” means an illness, injury, impairment or physical or
mental condition which involves inpatient care or continuing treatment by a
health care provider.

9. “Health Care Provider” means:

a. A doctor of medicine or osteopathy who is authorized to practice
medicine or surgery by the State of California;

b. Individuals duly licensed as a physician, surgeon, or osteopathic physician
or surgeon in another state or jurisdiction, including another country,
who directly treats or supervises treatment of a serious health condition;

c. Podiatrists, dentists, clinical psychologists, optometrists, and
chiropractors (limited to treatment consisting of manual manipulation of
the spine to correct an existing subluxation as demonstrated by X-ray)
authorized to practice in California and performing within the scope of
their practice as defined under California State law;

d. Nurse practitioners and nurse-midwives and clinical social workers who
are authorized to practice under California State law and who are
performing within the scope of their practice as defined under California
State law;
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10.

11.

12.

13.

14.

e. Christian Science practitioners listed with the First Church of Christ,
Scientist in Boston, Massachusetts; and

f. Any health care provider from whom an employer or group health plan’s
benefits manager will accept certification of the existence of a serious
health condition to substantiate a claim for benefits.

“Covered active duty” means: (1) in the case of a member of a regular component
of the Armed Forces, duty during the deployment of the member with Armed
Forces to a foreign country, or (2) in the case of a member of a reserve component
of the Armed Forces, duty during the deployment of a member of the Armed
Forces to a foreign county under a call or order to active duty under certain
specified provisions.

“Covered Service member” means (1) a current member of the Armed Forces,
including a member of the National Guard or Reserves, who is undergoing
medical treatment, recuperation, or therapy, is otherwise in outpatient status, or
is otherwise on the temporary disability retired list, for a serious injury or illness
incurred in the line of duty on active duty; or (2) a veteran who is undergoing
medical treatment, recuperation, or therapy, for a serious injury or illness and
who was a member of the Armed Forces, including a member of the National
Guard or Reserves, at any time during the period of five years preceding the date
on which the veteran undergoes that medical treatment, recuperation, or
therapy.

"Outpatient Status" means, with respect to a covered service member, the status

of a member of the Armed Forces assigned to either: (1) a military medical
treatment facility as an outpatient; or (2) a unit established for the purpose of
providing command and control of members of the Armed Forces receiving
medical care as outpatients.

"Next of Kin of a Covered Service member" means the nearest blood relative
other than the covered service member’s spouse, parent, son, or daughter, in the
following order of priority: Blood relatives who have been granted legal custody
of the covered service member by court decree or statutory provisions, brothers
and sisters, grandparents, aunts and uncles, and first cousins, unless the covered
service member has specifically designated in writing another blood relative as
their nearest blood relative for purposes of military caregiver leave under the
FMLA.

"Serious Injury or lliness" (1) in the case of a member of the Armed Forces,
including a member of the National Guard or Reserves, means an injury or illness
that was incurred by the member in the line of duty on active duty in the Armed
Forces (or existed before the beginning of the member's active duty and was
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aggravated by service in the line of duty on active duty in the Armed Forces) and
that may render the member medically unfit to perform the duties of the
member's office, grade, rank, or rating; or (2) in the case of a veteran who was a
member of the Armed Forces, including a member of the National Guard or
Reserves, at any time during the period of five years preceding the date on which
the veteran undergoes that medical treatment, recuperation, or therapy, means
a qualifying injury or illness that was incurred by the member in the line of duty
on active duty in the Armed Forces (or existed before the beginning of the
member's active duty and was aggravated by service in the line of duty on active
duty in the Armed Forces) and that manifested itself before or after the member
became a veteran.

Purpose for Leaves. The purpose of this policy is to provide a uniform way to access
information for those employees who wish to take leave under the Family Medical Leave
Act (FMLA), the California Family Rights Act (CFRA) and/or the Pregnancy Disability Leave
(PDL). Under FMLA and CFRA, employees who have worked for at least twelve (12)
months and for 1,250 hours during that 12-month period may request family care and
medical leave of up to twelve (12) workweeks during a twelve (12) month period. There
is no minimum length of service requirement for PDL. Under PDL, employees may request
leave for a reasonable period of time, not to exceed four (4) months.

Leave may be requested for the following reasons:

e  The birth of the employee’s child, and to care for their newborn child;

¢ The placement with the employee of an adopted or foster child, and to care for the newly
placed child;

e To care for the employee’s spouse, child, or parent with a serious health condition;

e A serious health condition that makes the employee unable to perform one or more of the

g essential functions of his or her job;

- ¢ A qualifying exigency arising out of the fact that the employee’s spouse, child, or parent is a
military member on covered active duty status or has been notified of an impending call or
order to covered active duty.

29 CFR 825.200
e Bonding time with newborn, including adoption and foster care.
e Care of child, parent, domestic partner, domestic partner's child, spouse, or designated

=~ person with serious health condition, including psychological comfort.

© e Serious health condition that makes the employee unable to perform functions of his/her
position.

CCR Title 2, Section 7297

To allow a female employee disabled by pregnancy, childbirth, or related medical conditions to take a
Q leave for a reasonable period of time not to exceed four months.

Gov Code 12945
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D. Amount of Leave.

FMLA | Except in the case of leave to care for a covered service member with a serious injury or iliness, an
eligible employee's FMLA leave entitiement is limited to a total of 12 (twelve) workweeks of leave
during any 12-month period, as previously defined. CFR 825.200(a)

CFRA | A covered employer is required to grant an eligible employee a maximum leave of 12 workweeks in a
12-month period.
“12 workweeks” means the equivalent of 12 of the employee’s normally scheduled workweeks. For
eligible employees who work more or less than five days per week, or pursuant to an alternative work
schedule, the number of working days that constitute 12 workweeks is calculated on a pro rata or
proportional basis.
CCR Title 2, Section 7297.3, Subdivision C

PDL For a reasonable period of time not to exceed four months.
Gov Code 12945

E. Employee Benefits While on Leave.

Leave under this policy is unpaid. While on unpaid leave under this policy, employees will

continue to be covered by the District’s group health insurance plan for up to 12 weeks

each year. While not required by law, the District will continue to provide employees

vision and dental insurance while on unpaid leave. If the employee is disabled by

pregnancy, coverage will continue to be covered for up to 4 months each leave year.

Employee health insurance premiums must be paid by the Employee unless Employer

contributions are required by law.

In the event an employee is disabled by pregnancy and also uses leave under the CFRA,

District will maintain the employee’s health benefits while the employee is disabled by

pregnancy (up to four months or 17% weeks) and during the employee’s CFRA leave (up

to 12 weeks). However, employees will not continue to be covered under the following

non-health benefit plans: Life and Accidental Death Insurance and Disability Insurance.

Employees may make the appropriate contributions for continued coverage under the

preceding non-health benefit plans by payroll deductions or direct payments made to

these plans. Depending on the particular plan, the District will inform the employee

whether the premiums should be paid to the carrier or to the District. Employee is

responsible for the pro-rated share of premiums if taking partial leave or integrating

wages with State Disability Insurance benefits. Coverage on a particular plan may be

dropped if the employee is more than 30 days late in making a premium payment.

However, you will receive a notice at least 15 days before coverage is to cease, advising

you that you will be dropped if your payment is not paid by a certain date. Employee
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contribution rates are subject to any change in rates that occurs while the employee is on
leave.

If an employee fails to return to work after his/her leave entitlement has been exhausted
or expires, the District will have the right to recover its share of health plan premiums for
the entire leave period, unless the employee does not return because of the continuation,
recurrence, or onset of a serious health condition of the employee or his/her family
member which would entitle the employee to leave, or because of circumstances beyond
the employee’s control. The District will have the right to recover premiums through
deduction from any sums due to the employee (e.g. unpaid wages, vacation pay, etc.).

An employee will not accrue additional vacation, personal leave or sick leave during any
unpaid portion of this leave. The employee will accrue pro-rated leave over the bi-weekly
pay period if they are paid a portion of their leave through participation in integration of
wages with benefits through the State.

Holidays will be paid if the employee is in a paid leave status (i.e. using vacation, sick, or
administrative leave) during the bi-weekly pay period the holiday occurs in.

Use of Paid Accrued Leaves While on Leave Under This Policy.

While on leave under this policy, an employee may elect to concurrently use paid accrued
leaves. Similarly, the District may require an employee to concurrently use paid accrued
leaves after requesting FMLA, CFRA, and/or pregnancy disability leave, and may also
require an employee to use family and medical care leave concurrently with a non-
FMLA/CFRA leave which is FMLA/CFRA-qualifying.

1. Employee’s Right to Use Paid Accrued Leaves Concurrently With Family Leave

Where an employee has earned or accrued paid vacation, administrative leave,
compensatory time, or personal or family leave, that paid leave may be
substituted for all or part of any (otherwise) unpaid leave under this policy.

As for sick leave, an employee is entitled to use sick leave concurrently with leave
under this policy if:

a. The leave is for the employee’s own serious health condition; or

b. The leave is needed to care for a parent, spouse, child, or domestic
partner with a serious health condition, and would be permitted as sick
leave under the District’s sick leave policy.

2. District’s Right to Require an Employee to Use Paid Leave When Using
FMLA/CFRA Leave
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Employees must exhaust their accrued leaves concurrently with FMLA/CFRA
leave to the same extent that employees have the right to use their accrued
leaves concurrently with FMLA/CFRA leave, with two exceptions:

a. Employees are required to use accrued compensatory time earned in lieu
of overtime earned pursuant to the Fair Labor Standards Act; and

b. Employees will only be required to use sick leave concurrently with
FMLA/CFRA leave if the leave is for the employee’s own serious health
condition.

3. District’'s Right to Require an Employee to Exhaust FMLA/CFRA Leave

Concurrently With Other Leaves

If an employee takes a leave of absence for any reason which is FMLA/CFRA
qualifying, the District may designate that non-FMLA/CFRA leave as running
concurrently with the employee’s 12-week FMLA/CFRA leave entitlement.

4, District’s Right to Require an Employee to Exhaust Sick Leave Concurrently With
Pregnancy Disability Leave.

Pregnancy disability leaves are without pay. However, the employee must first
use sick leave, if any. Once sick leave is depleted, the employee may elect to use
vacation leave or any other accrued paid time off during the leave.

Medical Certification.

Employees who request leave for their own serious health condition or to care for a child,
parent or a spouse who has a serious health condition must provide written certification
from the health care provider. of the individual requiring care if requested by the District.

If the leave is requested because of the employee’s own serious health condition, the
certification must include a statement that the employee is unable to work at all or is
unable to perform the essential functions of his/her position.Employees who request
leave to care for a covered service member who is a child, spouse, parent, or “next of kin”
of the employee must provide written certification from a health care provider regarding
the injured service member’s serious injury or illness.

The first time an employee requests leave because of a qualifying exigency, an employer
may require the employee to provide a copy of the covered military member’s active duty
orders or other documentation issued by the military which indicates that the covered
military member is on active duty or call to active duty status in support of a contingency
operation, and the dates of the covered military member’s active duty service. A copy of
new active-duty orders or similar documentation shall be provided to the employer if the
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need for leave because of a qualifying exigency arises out of a different active duty or call
to active-duty status of the same or a different covered military member.

Time To Provide Medical Certification.

a. When an employee’s leave is foreseeable and at least 30 days’ notice has
been provided, if a medical certification is requested, the employee must
provide it before the leave begins.

b. When this is not possible, the employee must provide the requested
certification to the District within 15 calendar days after the District’s
request, unless it is not practicable under the particular circumstances to
do so despite the employee’s diligent, good faith efforts.

Consequences for Failure to Provide an Adequate or Timely Certification. If an
employee provides an incomplete medical certification, the employee will be
given a reasonable opportunity to cure any such deficiency. However, if an
employee fails to provide a medical certification within the time frame
established by this policy, the District may delay the taking of FMLA/CFRA leave
until the required certification is provided.

Recertification. If the District has reason to doubt the validity or clarity of a
certification, the District may require a medical opinion of a second health care
provider chosen and paid for by the District. If the second opinion is different
from the first, the District may require the opinion of a third provider jointly
approved by the District and the employee, but paid for by the District. The
opinion of the third provider will be binding. An employee may request a copy of
the health care provider’s opinions when there is a recertification.

Intermittent Leave or Leave on a Reduced Leave Schedule. If an employee
requests leave intermittently (a few days or hours at a time) or on a reduced leave
schedule to care for an immediate family member with a serious health condition
or treatment required for oneself, the employee must provide medical
certification that such leave is medically necessary. “Medically necessary” means
there must be a medical need for the leave and that the leave can best be
accomplished through an intermittent or reduced leave schedule.

The District will require an annual recertification for any ongoing intermittent
leave covered under an approved FMLA/CFRA leave. At the time of
recertification, eligibility for ongoing leave will be determined prior to approving
such time.

Employee Notice of Leave. Although the District recognizes that emergencies
arise which may require employees to request immediate leave, employees are
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required to give as much notice as possible of their need for leave. Except for
qualifying exigency leave, if leave is foreseeable, at least 30 days’ notice is
required.

In addition, if an employee knows that they will need leave in the future, but does
not know the exact date(s) (e.g. for the birth of a child or to take care of a
newborn), the employee will inform their supervisor as soon as possible that such
leave will be needed. Such notice may be given orally. If the District determines
that an employee’s notice is inadequate or the employee knew about the
requested leave in advance of the request, the District may delay the granting of
the leave until it can, in its discretion, adequately cover the position.

For foreseeable leave due to qualifying exigency, an employee must provide
notice of the need for leave as soon as practicable, regardless of how far in
advance such leave is foreseeable.

H. Reinstatement upon Return from Leave.

1. Upon expiration of leave, an employee is entitled to be reinstated to the position
of employment held when the leave commenced, or to an equivalent position
with equivalent employment benefits, pay, and other terms and conditions of
employment. Employees have no greater rights to reinstatement, benefits and
other conditions of employment than if the employee had been continuously
employed during the FMLA/CFRA leave period.

If a definite date of reinstatement has been agreed upon at the beginning of the
leave, the employee will be reinstated on the date agreed upon. If the
reinstatement date differs from the original agreement of the employee and the
District, the employee shall promptly notify the District of the new date and
provide a medical certification by a health care provider stating the new return
to work date.

l. Required Forms.

Employees must fill out the following applicable forms in connection with leave under this
policy:

1. “Request for Family or Medical Leave Form” prepared by the District to be eligible
for leave. Employees will receive a District response indicating approval and
officially designating the type and duration of leave. . If denial occurs,
information will be provided to remedy the request for leave unless employee
has been determined to not be eligible for such leave;
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2. Medical certification—either for the employee’s own serious health condition or
for the serious health condition of a child, parent, spouse, or domestic partner;
and

3. Authorization for payroll deductions for benefit plan coverage continuation.

School Visit Leave

Definition. School visit leave is leave taken by a parent, guardian, stepparent, foster
parent, or grandparent of, or a person who stands in loco parentis to, a child of 1 or more
children who are in school (kindergarten or grades 1 through 12) or who is attending a
licensed child day care facility to participate in Child Related Activities of the child’s school
or daycare facility, without pay, allowed up to 40 hours each school year, not to exceed 8
hours in any calendar month of the school year.

Child Related Activities include finding, enrolling, or reenrolling a child in school or with a
licensed child care provider or to address a child care provider or school emergency,
including a request that the child be picked up from school/childcare,
behavioral/discipline problems, closure or unexpected unavailability of the school
(excluding planned holidays), or a natural disaster.

Eligible Employees. Only employees who are a parent, guardian, stepparent, foster
parent, or grandparent of, or a person who stands in loco parentis to, a child are eligible.

Prior Notice Required. Eligible employees desiring to take school visit leave must provide
written notice to the General Manager or designee reasonably in advance of the leave.
Failure to provide written notice in a reasonable time prior to the leave may result in
denial of the leave request.

Other Leave Runs Concurrently With School Visit Leave. An employee must use vacation,
administrative leave, personal leave, or compensating time concurrently with school visit
leave.

Documentation of Participation. The District may require the employee taking school visit
leave to provide written documentation from the school or licensed daycare facility
evidencing the employee’s participation.

Bereavement Leave
An eligible employee is entitled to leave with pay, up to 3 working days and up to 2
additional days unpaid for a total of 5 days per incident.

Two unpaid days require employee to have 30 days of service and all bereavement leave
must be used within 3 months of death.

Eligible Employees. All employees except temporary and casual employees and elected
officials are eligible to take bereavement leave in the event of the death of a member of
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the employee’s immediate family. For the purposes of this section “Immediate Family” is
defined as spouse, domestic partner, parent, step parent, brother/sister, step
brother/sister, child, stepchild, or the same relatives of a spouse or domestic partner. The
General Manager may approve additional family members as qualifying for the
bereavement leave benefit.

C. Documentation of Death. The District may require the employee taking bereavement
leave to provide written documentation of the death for which the bereavement leave is
taken within 30 days of first day of leave.

22.10 Military Leave

Military leave will be granted in accordance with the provisions of federal and state law. An
employee requesting leave for this purpose shall provide their supervisor, whenever possible,
with a copy of the military orders specifying the dates, site and purpose of the activity or mission.
Within the limits of such orders, the General Manager may determine when the leave is to be
taken and may modify the employee’s work schedule to accommodate the request for leave.

During times of declared war or otherwise, the Board of Directors may approve additional time
with supplemental pay and benefits in addition to pay required under California law.

22.11 Voting Leave

In accordance with State law, employees whose work schedule prevents them from voting at a
statewide election may take up to two (2) hours off with pay at the beginning or end of the
workday. If the time off is required, the employee must have prior approval from the General
Manager at least two (2) days prior to the statewide election.

22.12 Jury Duty or Court Witness Leave

A Definition. Every employee of District who is summoned or required to serve as a trial
juror is entitled to be absent from District during the period of service up to a maximum
of 30 workdays. Such employee, except temporary employees, will be paid the
employee’s regular salary and except for travel, meals, and lodging payments. Any money
received for jury or court witness services is to be deposited with the District. If an
employee is required to perform jury duty in excess of thirty workdays, the employee will
be able to use all accrued earn leave balances, except sick leave, for service time after
thirty work days. The time spent on jury duty is not work time for purposes of calculating
overtime compensation.

B. An employee subpoenaed to appear in court in a matter unrelated to their District job
duties or because of civil or administrative proceedings that the employee initiated does
not receive compensation for time spent related to those proceedings. An employee
may request to receive time off without pay or may use accrued vacation for time spent
related to those proceedings. The time spent in these proceedings is not considered
work time.
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Documentation. Employees shall furnish a copy of the official summons or witness
subpoena to the District when requesting leave along with proof of attendance after
service.

Employees Must Take Advantage of Court Call-In and other Scheduling Procedures.
Where courts have call-in procedures to determine days and hours of service, employees
must take advantage of these procedures. If an employee is told by the Court not to
report, is dismissed, or is told to call in the next day, the employee must come to work
and, if necessary, make the call from District, unless the employee receives prior approval
from the General Manager, to call from home. The employee shall keep their supervisor
updated as to their status while on said leave.

Subpoena. An employee who is subpoenaed to appear in court in a matter regarding an
event or transaction which they perceived or investigated in the course of their District
job duties will do so without loss of compensation. The time spent will be considered work
time.

Exception for Employee-Initiated or Non-District Related Lawsuits. An employee
subpoenaed to appear in court in a matter unrelated to the employee’s District job duties
or because of civil or administrative proceedings that they initiated does not receive
compensation for time spent related to those proceedings. An employee may request to
receive time off without pay, or may use accrued vacation for time spent related to those
proceedings. The time spent in these proceedings is not considered work time.

Leave Without Pay

Definition. Leave without pay means leave which is requested after all sick leave, vacation
leave, compensatory time off, and other leaves of absence which the employee is entitled
to use have been exhausted.

Eligibility. All employees who have completed at least one year of continuous
employment prior to the effective date of the leave except temporary or causal
employees are eligible for leave without pay. An employee is not entitled to a leave of
absence as a matter of right.

Request Procedure

1. The General Manager or designee may grant a leave of absence without pay to
regular employees who have been employed by the District for at least 1 year.
Leave of absence without pay will only be considered upon written request
setting forth the reason for the request. Each request will be given consideration
based on individual circumstances and the impact on the operation of the District.
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2. Upon conclusion of a leave of absence without pay, the employee may be entitled
to return to his/her former or a comparable position to the extent possible.
Failure of the employee to return upon the termination of any authorized leave
of absence will, except under extraordinary circumstances, constitute the
employee’s separation from District employment.

D. No Accrual of Benefits During Leave Without Pay. Leave of absence without pay is not a
break in service or employment, and rights accrued at the time the leave is granted are
retained by the employee; however, vacation credits, sick leave credits, increases in
salary, all other paid leaves, holidays and fringe benefits and other similar benefits shall
not accrue to a person granted such leave during the period of absence. Nor is the District
required to maintain contributions toward group insurance or retirement coverage.
During the period of such leave, all service and leave credits shall be retained at the levels
existing as of the effective date of the leave.

E. The employee’s salary step increase review date will be adjusted accordingly based on
duration of Leave Without Pay.

F. The employee will be eligible for insurance coverage and District premium payments will
be made in accordance with terms of the insurance plans, the Family Medical Leave Act
(FMLA) and the California Family Rights Act (CFRA).

22.14 Paid Family Leave

Paid Family Leave program provides partial wage replacement to eligible workers on leave for
illness, care giving and bonding. Paid Family Leave shall be provided in accordance with the State
Department of Employment Development guidelines.

22.15 Pregnancy Disability Leave

Definition. An employee is entitled to take unpaid pregnancy disability leave (PDL)for up to 4
months because of pregnancy, childbirth, or related medical conditions. Employees working less
than a standard forty-hour work week shall have their time pro-rated based on standard
scheduled hours worked.

The employee will be entitled to utilize accrued sick leave during the period of disability, as well
as vacation leave or other accrued paid leave during this period of time. The District will continue
health insurance coverage during any such period. An employee will not accrue additional
vacation, personal leave or sick leave during any unpaid portion of this leave. The employee will
accrue pro-rated leave over the bi-weekly pay period if they are paid a portion of their leave
through participation in integration of wages with benefits through the State. The employee who
has been deemed eligible for and is designated to be on Family Medical Leave (FMLA) and/or
California Family Rights Act (CFRA) upon the commencement of pregnancy disability leave.

Once the pregnant employee is no longer disabled, or once the employee has exhausted PDL and
has given birth, the employee may apply for leave under the CFRA, for purposes of baby bonding.
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Notice and Certification Requirements

1.

Requests for pregnancy disability leave must be submitted in writing and must be
approved by the General Manager or designee before the leave begins. The
request must be supported by a written certification from the attending physician
stating that the employee is disabled from working by pregnancy, childbirth, or a
related medical condition. The certification must state the expected duration of
the disability and the expected date of return to work. Notice must be given not
less than 30 days prior to the intended commencement date of the leave if the
leave is foreseeable. When the need for leave does not allow for 30 days’ notice,
notice must be given as soon as practicable.

All leaves must be confirmed in writing, have an agreed-upon estimated date of
return, and be submitted to the supervisor prior to being taken. Requests for an
extension of leave must be submitted in writing to the supervisor prior to the
agreed date of return and must be supported by a written certification of the
attending physician that the employee continues to be disabled by pregnancy,
childbirth, or a related medical condition.

Compensation During Leave

Pregnancy disability leaves are without pay. However, the employee may first use accrued

sick leave, vacation leave, and then any other accrued paid time off during the leave.

Employees may also be eligible for State Disability Leave.

Benefits During Leave

1.

The District will continue to maintain and pay for health insurance coverage for
up to four months while the employee is out on pregnancy disability leave. While
not required by law, the District will continue to pay for vision and dental
insurance while on leave. If the employee does not return to work following
pregnancy leave, the District may recover premiums it paid to maintain health,
vision, and dental insurance coverage unless

a. The employee does not return because the employee is taking leave
under the California Family Rights Act (“CFRA”) and the employee
chooses not to return following CFRA leave;

b. The employee’s inability to return to work is due to the continuation,
recurrence, or onset of a health condition that entitles the employee to
pregnancy disability leave, unless the employee chooses not to return to
work following the leave;
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22.16
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Sick, vacation and personal time do not accrue while an employee is on unpaid
pregnancy disability leave.

Reinstatement

Upon the expiration of pregnancy leave and the District's receipt of a written
statement from the health care provider that the employee is fit to return to duty,
the employee will be reinstated to the employee’s original or an equivalent
position, so long as it was not eliminated for a legitimate business reason during
the leave.

If the employee's original position is no longer available, the employee will be
assigned to an open position that is substantially similar in job content, status,
pay, promotional opportunities, and geographic location as the employee's
original position.

If upon return from leave an employee is unable to perform the essential
functions of their job because of a physical or mental disability, the District will
initiate an interactive process with the employee in order to identify a potential
reasonable accommodation.

An employee who fails to return to work after the termination of the employee’s
leave loses their reinstatement rights.

Reproductive Loss Leave

Eligible Employees. Any District employee experiencing a reproductive loss is entitled to
up to five days of reproductive loss leave following the reproductive loss event. The
employee must be employed by the District for at least 30-days prior to the
commencement of the leave.

Definitions

“Reproductive loss” shall include failed adoption, failed surrogacy, miscarriage,
stillbirth, unsuccessful assisted reproduction.

“Reproductive loss event” means the day or, for a multiple-day event, the final
day of a failed adoption, failed surrogacy, miscarriage, stillbirth, or an
unsuccessful assisted reproduction.

“Miscarriage” means a miscarriage by a person, by the person’s current spouse
or domestic partner, or by another individual if the person would have been a
parent of a child born as a result of the pregnancy.

“Stillbirth” means a stillbirth resulting from a person’s pregnancy, the pregnancy
of a person’s current spouse or domestic partner, or another individual, if the
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person would have been a parent of a child born as a result of the pregnancy
that ended in stillbirth.

5. “Unsuccessful assisted reproduction” means an unsuccessful round of
intrauterine insemination or of an assisted reproductive technology procedure.
This event applies to a person, the person’s current spouse or domestic partner,
or another individual, if the person would have been a parent of a child born as
a result of the pregnancy.

6. “Failed surrogacy” means the dissolution or breach of a surrogacy agreement, or
a failed embryo transfer to the surrogate. This event applies to a person who
would have been a parent of a child born as a result of the surrogacy.

7. “Failed adoption” means the dissolution or breach of an adoption agreement
with the birth mother or legal guardian, or an adoption that is not finalized
because it is contested by another party. This event applies to a person who
would have been a parent of the adoptee if the adoption had been completed.

C. The employee will be entitled to utilize accrued sick leave, as well as vacation leave or
other accrued paid leave during reproductive loss leave. Unless the employee utilizes
accrued sick leave, vacation leave, or other accrued paid leave during reproductive loss
leave, the leave will be unpaid. The District will continue health insurance coverage
during any such period. An employee will not accrue additional vacation, personal leave
or sick leave during any unpaid portion of this leave.

D. In the event an employee suffers more than one reproductive loss within a 12-month
period, the District is not obligated to grant a total amount of leave in excess of 20-days
within 12 months.

The employee can take the leave on nonconsecutive days and the leave must be
completed within three months of the reproductive loss.

22.17 Lactation Accommodation

The District accommodates lactating employees by providing a reasonable amount of break time
to any employee who desires to express breast milk for the employee’s child, subject to exception
allowed under applicable law. If possible, the break time for expressing breast milk shall run
concurrently with any break time already provided to the employee. Any break time provided to
express breast milk that does not run concurrently with break time already provided to the
employee shall be unpaid pursuant to Labor Code section 1030.

The District will provide employees who need lactation accommodation with the use of a vacant
room or other private location that is located close to the employee's work area. Employees with
private offices should use their offices to express breast milk.

Employees who desire lactation accommodation should contact their supervisor or Human
Resources in writing to request such accommodation. The employee’s supervisor or the Human
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Resources Department must respond to the employee’s accommodation request in writing
indicating the approval or denial of the break request. Employees have a right to file a complaint
with the labor commissioner for any violation of rights provided under Chapter 3.8 of the
California Labor Code regarding lactation accommodations.

22.18 Crime Victim Leave

Employees who are victims of domestic violence, sexual assault, stalking, a crime involving
physical injury, a crime involving mental injury with a threat of physical injury, or whose
immediate family member is killed as a result of a crime are eligible for leave. While the leave is
generally unpaid, employees can use their paid sick time under California's Healthy Workplaces,
Healthy Families Act for the purposes described below. Leave is also available to employees to
attend judicial proceedings relating to a criminal proceeding in which the employee is either a
victim or a witness.

The employee may request leave if the employee is involved in a judicial action, such as obtaining
a restraining order, or appearing in court to obtain relief to ensure the employee’s health, safety,
or welfare, or that of the employee’s child. The employee should provide reasonable advanced
notice of the need for leave to the employee’s supervisor unless advance notice is not feasible.
For more information, the employee should contact the District’s Administrative Services
Manager. The employee may use available vacation, accrued sick leave, or compensatory time off
if they have such time available. Otherwise, the employee must take unpaid leave.

Employees may also take time off (whether it be paid or unpaid) to seek medical attention for
injuries caused by domestic violence or sexual assault, or obtain services from a domestic violence
shelter, program, or rape crisis center as a result of domestic violence or sexual assault, obtain
psychological counseling related to an experience of domestic violence or sexual assault, and/or
participate in safety planning and take other actions to increase safety from future domestic
violence or sexual assault, including temporary or permanent relocation.

If an employee is the victim of domestic violence, sexual assault, stalking, a crime involving
physical injury, a crime involving mental injury with a threat of physical injury, or whose
immediate family member is killed as a result of a crime and needs a reasonable accommodation
for their safety at work, the employee should contact the District’'s Administrative Services
Manager and discuss the need for an accommodation. The employee should submit a written
statement signed by the employee, or by an individual acting on the employee’s behalf, certifying
that the accommodation is for the purpose of the employee’s safety at work.

For reasonable accommodation requests, the District may require certification demonstrating
that the employee is the victim of domestic violence, sexual assault, or stalking. The District may
request recertification every six months from the date of the previous certification. The employee
should notify the District if an approved accommaodation is no longer needed.

The District will engage in an interactive process with the employee to determine effective
reasonable accommodations, if any, and will make reasonable accommodations unless such
accommodation would result in an undue hardship to the District.
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The District will, to the extent allowed by law, maintain the confidentiality of an employee
requesting leave or accommodation under this policy.

No. 23 Voluntary Demotion
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines rules for voluntary demotion.

23.1  Voluntary Demotion

Any employee may voluntarily demote to a vacant position with a lower salary for which the
employee meets the minimum qualifications, upon the written request of the employee and the
approval of the General Manager or designee. Should such demotion be to a class unrelated to
the previous position, the employee must meet the minimum qualifications for the position and
will serve a new probationary period.

No. 24 Personnel Records and Files
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines rules for the management, confidentiality, access,
and release of personnel records and files.

24.1  Official Personnel File

The District maintains an official personnel file for each employee. An employee’s personnel file
will contain only material that is necessary and relevant to the administration of the District’s
personnel program and the employer-employee relationship. Personnel files are the property of
the District and access to the information they contain is restricted.

24.2  Notifying District of Changes in Personal information
Each employee is responsible to promptly notify the District of any changes in relevant personal
information, including:

* Mailing address;

= Telephone number;

= Number and names of dependents.
= Persons to contact in an emergency.

24.3  Employee Access to Personnel File

Inspection of File. Employees have the right to inspect documents in their personnel files in the
presence of the General Manager or designee at a reasonable mutually convenient time, and at
reasonable intervals. Each employee shall have the right to inspect or copy their personnel file
within thirty (30) calendar days of the written request.

A. Copies. On request, an employee is entitled to receive a copy of any employment-related
document the employee has signed. The District will also provide an employee single
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24.4

24.5

81

copies of any other documents in the employee’s official personnel file. The District may
charge a reasonable fee for the copies.

Inspection by Representative. In the event the employee wishes to have another
person/representative inspect his/her file personnel file, the employee must provide the
person/representative with written authorization. The General Manager or designee will
notify the employee of the date, time, and place for the inspection in writing. It is the
employee’s responsibility to notify the person to whom the employee has given written
authorization of the date, time and place of the inspection.

Contents. Under no circumstances are the employee and/or the employee’s designee
permitted to add or remove any documents or other items from the employee’s
personnel file during the inspection.

Medical Information
Separate Confidential Files. All medical information of an employee or applicant is kept
separately and is treated as confidential, in accordance with applicable State and federal
laws, including HIPPA.

Information in Medical Files. The District will not obtain medical information about an
employee or applicant except in compliance with the California Confidentiality of Medical
Information Act. To enable the District to obtain certain medical information, the
employee or applicant may need to sign an “Authorization for Release of Employee
Medical Information.”

Access to Medical Information. Access to employee or applicant medical information shall
be strictly limited to only those with a legitimate need to have such information for
District business reasons, or if access is required by law, subpoena or court order. In the
case of an employee with a disability, managers or supervisors may be informed regarding
necessary restrictions on the work or duties of the employee and necessary
accommodations.

The District will not provide employee or applicant medical information to a third party
(except as permitted under the California Confidentiality of Medical Information Act)
unless the employee signs an “Authorization for Release of Employee Medical
Information.” The District will release only the medical information that is identified in
the employee’s authorization. If the employee’s authorization indicates any limitation
regarding the use of the medical information, the District will communicate those
limitations to the person or entity to which it discloses the medical information.

Requests for References and Release of Information in Personnel Files
Public Information. The District shall not release private personnel information to
members of the public unless required by law. The General Manager has general authority
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over personnel matters. Individual employee performance evaluations are privileged and
confidential.

B. Reference Checks. The District’s policy on requests for employment references is to
disclose only the dates of employment and the title of the last position held. All requests
for references must be directed to the General Manager or designee. No other employee
is authorized to release information on current or former employees or to give any
verification of employment or employment reference on behalf of the District.

No. 25 Employee Discipline
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure specifies the basis and rules for disciplinary action for District
employees.

25.1  Authority
The General Manager or designee may demote, suspend, reduce in pay, or discharge regular
employees for just cause.

The following categories of persons can be terminated at-will and have no rights to any of the pre-
or post-disciplinary processes or procedures in this policy: (1) temporary employees, (2)
provisional or seasonal employees, (3) probationary employees, (4) any person who serves

IM

pursuant to contract, and (5) any person who is designated “at-will” in any District policy,

document, acknowledgement, resolution, or ordinance.

25.2  Types of Appealable Disciplinary Action
A. Suspension. Removal of an employee from duty without pay for a specified period.

B. Reduction in Pay. Either a reduction in pay from the employee’s current step within a pay
range to any lower step within that same range, or a decrease in salary paid to an
employee for a fixed period of time.

C. Demotion. A reduction in status and salary from one classification to another
classification having a lower salary range.

D. Discharge. Separation from employment of an employee for cause.

E. Types of disciplinary action that cannot be appealed are verbal counseling, verbal
warnings, and written warnings.

25.3  Grounds for Disciplinary Action

The maintenance of regular status by an employee requires appropriate behavior and competent
service. Any regular employee is subject to disciplinary action, including discharge, suspension,
reduction in pay, and demotion. Listed below are examples of causes which will be deemed
sufficient for such action by the General Manager or designee. Standards of conduct expected of

82 10/17/2024
12219105.3 LA105-022

140



employees are outlined in Section No. 4.1. Grounds for disciplinary action are not limited to the

examples enumerated below:

A.

Q.

83

Fraud, fraudulent activity, misrepresentation of fact, or concealment in securing
appointment or during employment.

Falsification in any information provided to the District including information provided on
employment records, timesheets or reimbursement requests.

Excessive absenteeism and/or tardiness as defined by District management, these Policies
or Memorandum of Understanding.

Unauthorized, unexplained absence.

Insubordination, a willful failure to conform to directives, duly established orders of
supervision, or insulting or demeaning the authority of a supervisor or manager.

Incompetence, i.e. inability to comply with the minimum standard of performance of an
employee’s position for a significant period of time.

Inefficiency or inexcusable neglect of duty, i.e. failure to perform duties required of an
employee within their position, or wasting time, energy, or materials.

Abuse of sick leave, i.e., taking sick leave, without a doctor’s certificate when one is
required, or misuse of sick leave, i.e. claiming sick leave when one or one’s family member
is not sick.

Disorderly conduct.
Dishonesty.

Possession, distribution, sale, use or being under the influence of alcohol or illegal drugs
or narcotics while on duty or while operating a District vehicle or potentially dangerous
equipment leased or owned by the District.

Any action which indicates a lack of concern for injury to him or herself or others.

Gross negligence, willful and/or unwilful damage to public property or waste of public
supplies or equipment. Failure to follow the District’s prescribed safety policies.

Unauthorized use of District property or equipment, including driving on District business
without a driver’s license and/or insurance.

Theft of District equipment, supplies, or property.
Discourteous, offensive or abusive treatment of the public or other employees.
Refusal to participate as directed in an investigation conducted by the District.
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R. Working overtime without authorization.

S. Any willful act, conduct undertaken, or statements made in bad faith, either during or
outside of duty hours, which is of such a nature that it causes discredit to the District, its
employees or its Board.

T. Outside employment not specifically authorized.

u. Improper political activity. Example: Campaigning for or espousing the election or non-
election of any candidate or issue in national, state, county or municipal elections while
on duty and/or during working hours or in District uniform on or off duty; or the
dissemination of political material of any kind while on duty and/or during working hours
or in uniform.

V. Disclosure of confidential and/or privileged information.

W. Willful violation of any of the provisions of these Personnel Policies and Procedures,
District rules or regulations.

X. Engaging in sexual activity while on duty or while on District property.

25.4 Discipline of Exempt Employees

Except for a violation of a major safety rule, exempt employees are not subject to partial day
disciplinary suspensions, temporary demotions (with a beginning and ending date), or temporary
reductions in pay.

25.5  Possible Investigation

When an act of an employee that may be cause for disciplinary action is reported to District
management, it may be necessary to conduct an investigation to determine the facts and/or to
confirm the allegations. The investigation may be performed by the employee’s supervisor or
assigned to an administrative employee, or outside investigator. The object of the investigation
will be to determine if a disciplinary offense did occur, and if so, by whom.

The District will maintain confidentiality to the extent possible. However, the District cannot
promise complete confidentiality. The employer's duty to investigate and take corrective action
may require the disclosure of information to individuals with a need to know.

The employee will receive notice as to the purpose of the meeting, and of the right to
representation if the employee believes the investigation could lead to disciplinary action for him
or her.

25.6  Procedures for Taking Disciplinary Action and Related Appeal Rights

A. Verbal Warning. Following a formal discussion, a supervisor or manager may summarize
the oral warning, provide the summary to the employee, or supervisor, and place it in the
employee’s non-official personnel file held by their respective supervisor or manager. At
a minimum, a notation that the oral warning was given must be kept by the supervisor or
manager. An oral warning may not be challenged or appealed.
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Written Warning. A written warning will be prepared, discussed with, and given to the

employee. A copy will be placed in the employee’s official personnel file. A written

warning may not be challenged or appealed. The employee may, within ten days of

receipt of the warning, file a written response for placement in the personnel file.

Suspension/Reduction in Pay/Demotion/Dismissal.

1.

Notice of Proposed Discipline. Whenever the District intends to suspend an
employee, demote the employee, reduce the employee in pay or discharge the
employee, the General Manager or designee will give the employee a written
notice of proposed discipline which sets forth the following.

. The disciplinary action intended;

o The specific charges upon which the action is based;

o A summary of the facts upon which the charges are based,;

o Identification of the rule, regulation or policy violated;

o A copy of all written materials, reports, tape recordings or documents

upon which the discipline is based, or notice that the employee may
request and will be given such information;

o Notice of the employee’s right to respond to the charges either orally
and/or in writing to the appropriate authority;

o Notice of the date, time, and person before whom the employee may
respond. Said time will be no less than seven calendar days from receipt
of the notice;

o Notice that failure to respond at the time specified will constitute a
waiver of the right to respond prior to final discipline being imposed;

o Notice of the employee’s right to a representative.

Response by Employee. The employee will have the right to respond to the
appropriate authority orally and/or in writing. If the employee elects to respond
orally, the employee will have a right to be represented at any meeting set by
the appropriate authority. The meeting will be an informal meeting at which
time the employee has an opportunity to rebut the charges against them and
present any mitigating circumstances. The employee’s response will be
considered before final action is taken.

The employee’s failure to make an oral response at the arranged meeting time,
or the employee’s failure to cause their written response to be delivered by the
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date and time specified in the notice, constitutes a waiver of the employee’s
right to respond prior to the imposition of the discipline. In that case, the
proposed disciplinary action will be imposed on the date specified.

3. Final Notice. After the response or the expiration of the employee’s time to
respond to the notice of proposed discipline, the appointing authority or
designee will either: (1) dismiss the proposed discipline and take no disciplinary
action against the employee, (2) modify the recommended disciplinary action,
or (3) uphold the recommended disciplinary action. The appointing authority or
designee will prepare and serve upon the employee a final notice of disciplinary
action. The final notice of disciplinary action will include the following.

. The disciplinary action taken;

. The effective date of the disciplinary action taken;

. Specific charges upon which the action is based;

. A summary of the facts upon which the charges are based,;

. A copy of all written materials, reports, tape recordings, and documents

upon which the disciplinary action is based,;
o A statement of the employee’s right to appeal.

4, Appeal Rights. Please see the Grievance Procedure of the Memorandum of
Understanding between the District and OE Local 3 as guidance for all employees.

No. 26 Separation from Employment
APPLICABILITY & PURPOSE

This Personnel Policy and Procedure defines rules pertaining to employees who separate from
District employment for non-disciplinary reasons.

26.1  Resignation

An employee wishing to leave the District in good standing shall provide a written statement to
the District including the employee’s reasons for leaving and the effective date of resignation at
least 2 (two) weeks before leaving. The two-week notice may be waived at the discretion of the
District.

Any employee leaving the District may be requested to participate in an exit interview. The
purpose of the interview is to discuss the reasons for the employee’s resignation and to resolve
any questions or matters related to the employee’s departure. The exit interview is voluntary and
remains confidential.
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26.2  Reduction in Force (Lay Off)
Please see Memorandum of Understanding between the District and Operating Engineers Local
3.

26.3  Job Abandonment

An employee is deemed to have resigned if the employee is absent for five consecutive workdays
without prior authorization and without notification during the period of absence. On the third
working day of unauthorized absence, the District will send an overnight letter or a process server
to the employee’s last known address informing the employee that if the employee fails to report
to work within two workdays, or receive authorization for such absence, the employee will be
deemed to have resigned. Regular employees will be given an opportunity to explain the absence
and failure of notification before final action is taken. Employees separated from employment for
job abandonment will be reinstated with such charge removed from the employee’s record upon
presentation of justification for absence such as severe accident, severe illness, false arrest, or
mental or physical impairment which prevented notification. Employees have no right to appeal
if deemed to have resigned as a result of job abandonment.

26.4  End of Fixed Term Appointment
When an appointment is made for a fixed term and that term ends, the separation is simply due
to completion of the term and is in no way a disciplinary separation.

26.5 Retirement
A regular employee who wishes to and is eligible to retire will submit a written notice of
retirement to the District.

26.6  District Property on Termination of Employment
Upon termination, all District property (vehicles, keys, remote gate operator, uniforms, cell
phones, etc.) must be returned immediately to the employee’s immediate supervisor.
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Item Number 5.2
VALLEY SANITARY DISTRICT GM ReVieW CP
Agenda Summary Report
To: Board of Directors
From: Dale McDonald, Administrative Services Manager W
(415) 526-1519 dmcdonald@Igvsd.org
Meeting Date: October 17, 2024
Re: Topics for the Winter 2024 Newsletter
Item Type: Consent Action Information__ X Other .
Standard Contract: Yes No (See attached) Not Applicable X .

STAFF RECOMMENDATION:
Staff requests that the Board discuss proposed topics for the Winter 2024 Newsletter and select
topics from the recommended list below.

BACKGROUND:

The District publishes newsletters approximately every six (6) months to inform its ratepayers
about District projects, programs, and other items of interest. Each newsletter typically has one
main topic and three to four smaller articles. Staff is planning to mail the Winter 2024 Newsletter
the first week of December 2024.

It will be a traditional 4-page color newsletter. The District’'s new website allows residents and
others to sign up for email alerts. Our email list is growing slowly. There are no plans to send a
separate e-Newsletter this year.

Below is a list of topics for possible inclusion in the newsletter.

Board Election Results

Wastewater Surveillance for COVID-19 and Other Pathogens
Department Spotlight

FOG (Fats Oil and Grease)

Flushable Wipes

No Drugs Down the Drain

Included with this report is a list of past newsletter topics and their publication date.

PREVIOUS BOARD ACTION:
N/A

ENVIRONMENTAL REVIEW:
N/A

FISCAL IMPACT:
Publication of the newsletter is included in the 2024-25 Budget.
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Topic
Admin Bldg

Admin Bldg
Admin Bldg
Admin Bldg

Awards
Awards
Awards

Awards
Awards
Awards

Biogas
Biosolids

Construction
Construction

Construction
Construction
Construction
Construction
Construction

LAS GALLINAS VALLEY SANITARY DISTRICT
NEWSLETTER TOPICS
SORTED BY Topic

Article Title

Design Underway for Multipurpose Facility

Replacement of Operations and Administration Building in
the Works

Dilapidated building needs urgent revamping.

Facilities Need Upgrading

Recognizing 70 Years of Service to Marin County Residents
District Named Recycled Water Agency of the Year
District Wins Finance Award

LGVSD Awarded Certificate of Excellence for Transparency
Awards Recognize Outstanding District Programs and
Performance

Awarded Sewer Collection System of the Year... Again!
Biogas energy recovery system: another step towards
energy independence.

Biosolids-Capturing a Resource

Major Construction Milestone - Completion of Phase 1:
Recycled Water Expansion

Construction Affects Reclamation Area Access
Progress Continues on Secondary Treatment Plant
Upgrade/Recycled Water Expansion Project

Update on Treatment Plant Upgrade.

Update on Treatment Plant Upgrade.

Possible Road Closure.

Update on Treatment Plant Upgrade

COVID-19 Tracking COVID in our Sewers
What Else was going on in 1954, the year the District was
District born?
District Check out our new website and subscribe to email updates
Join the Leading Edge of Public and Environmental Health:
District Wastewater Management
District Barry Nitzberg Appointed to LGVSD Board of Directors
District Public Invited to Review Hazard Mitigation Projects
District District Evaluates Electric Vehicles to Include in Fleet
District Welcome Gary Robards, Newest Board Member
District Welcome Curtis Paxton, New General Manager
District Newest District Board Member Nearing One Year of Service
District Kid's Corner - Match the Truck with it's name
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Publication

Date
2024

2023
2017
2014

2024
2024
2014
2014
2013

2011

2018
2021

2021
2021

2021
2019
2019
2019
2020
2021

2024

2024

2024

2024
2024

2023
2023
2022

2022
2022

10/2/2024
8:34 AM

Period
Summer

Summer
Summer
Spring

Summer
Winter
Spring
Winter

Summer

March

Winter
Winter

Fall
Winter

Winter
Fall
Spring
Spring
Spring
Winter

Summer

Summer

Summer

Summer
Winter

Summer
Summer

Fall

Fall
Fall
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Topic
District

District
District

District

District
District
District
District
District
District

District
District
District

District

District
District

District
District
Drain/Flushing
Flushing
Flushing

Flushing
Flushing

Flushing
Flushing

Flushing
Flushing

Flushing

Grants

Grants

Inflow and Infiltration

Laterals
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LAS GALLINAS VALLEY SANITARY DISTRICT
NEWSLETTER TOPICS
SORTED BY Topic

Article Title

District Hires Interim General Manager

District Honored for Helping Monitor COVID in Wastewater
Careers in Wastewater Management

Department Spotlight: Administration and Engineering

How Activated Sludge is Used in Wastewater Treatment
Introducing Dale McDonald New ASM

Department Spotlight: Operations

District Administrative/Engineering Office Move.

PG&E “Public Safety Power Shutoff” Program.
Understanding the Recycled water storage ponds.

New Team at LGVSD: New Employees and Board members.
LGVSD starting strong in 2018.

Chris DeGabriele hired as interim general manager.

Las Gallinas Valley Sanitary District: 60 Years of Service to
Marin Residents

LGVSD Workers Go Above and Beyond to Help a District
Customer in Need

District Redesigns Website for Easier Access

Mutually Beneficial Partnerships Leverage our Efforts
Department Spotlight: Collections Systems

Are they really Flushable.

Wipes Clog Pipes

Microbeads study under way.

Did | cause a sewer overflow? Be aware of what you put
down the drain.

“Wipe Out” Flushing of Personal Wipes!

Wastewater Treatment Complicated by New Contaminants
Don’t Use the Drain as a Dump

FDA Questions Effectiveness, Safety of Antibacterial Soaps
Protect Water Quality: Watch What You Flush

Antibacterial Soaps Can Harm the Environment and Wildlife
Grants Received for Biogas Conversion to Energy

District Awarded $871,000 Grant for Recycled Water

We Must Reduce Inflow and Infiltration

Programs Help Offset Your Costs Later Repair Assistance
and Low-income Rate Assistance
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Laterals

Laterals
Laterals

Laterals
Laterals

Laterals
Laterals
Laterals
Laterals
Laterals
Laterals
Ordinance
Pest Control
Pest Control
Pest Control
Pest Control
Pest Control
Plant Upgrade
Plant Upgrade
Plant Upgrade
Plant Upgrade
Plant Upgrade
Plant Upgrade

Plant Upgrade

Plant Upgrade

Pollution prevention

Pollution prevention
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LAS GALLINAS VALLEY SANITARY DISTRICT
NEWSLETTER TOPICS
SORTED BY Topic

Article Title

Reminder: Sewer Laterals are Property Owner's
Responsibility

Low Cost Funds Available for Lateral Repair/Replacement
Always Get Three Quotes Before Performing Work

Protect your sewer lateral and prepare for wet winter
Roots and Sewer Laterals Don’t Mix Well

What is a Property Easement and Do You Have One on Your
Property?

It’s Time to Have Your Pipes Inspected!

Prepare for the Rainy Season

What’s the Best Way to Fix Laterals and How to Make it
Affordable?

Damaged Laterals Are Privately Owned but Harm the
Community

We Are Developing Lateral Inspection and Repair Options
Sewer Lateral Ordinance.

Keep Mosquitos in Check Around Your Home

Tips for Your Pool, Spa, or Fountain

You Can Help Protect the Bay

Keep Your Pool or Spa Clean — and Protect Waterways
Avoid Using The Toxic Insecticide Permethrin

District Celebrates Completion of the Secondary Treatment
Plant Upgrade and Recycled Water Expansion Project

Upgraded Treatment Plant Successfully Weathered Storms
Treatment Plant Upgrade Nearly Complete

Current Status of treatment plant upgrade project.
Treatment Plant upgrade addresses critical issues.

District Forced to Upgrade Aging Treatment Plant to Meet
Regulations

Upgrades Maintain System Efficiency and Environmental
Health

LGVSD Launches New Recycled Water Treatment Facility
Join the District in Helping Protect the Environment
Thermometer Exchange and Battery Recycle Program

Zero Waster Marin We can All do our Part To Achieve Zero
Waste
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Topic
Pollution prevention
Pollution prevention

Pollution prevention

Pollution prevention

LAS GALLINAS VALLEY SANITARY DISTRICT
NEWSLETTER TOPICS
SORTED BY Topic

Article Title
We Can All Do Our Part to Achieve Zero Waste
Thermometer, bulbs and battery exchange

Monitoring Helps Keep Mercury Out of the Environment
Help Protect Local Waterways — Tips for your Pool, Spa, or
Fountain

Projects District Looks Ahead to Meet Regulatory Requirements
Projects LGVSD Will Perform Smoke Testing During Summer Months
Projects Lighting Change Decreases Glare, Saves Money

Low Income Assistance Program Can Help Customers In
Rates Need

Sewer Rate Study Will Guide Board Decision on Sewer
Rates Charges

Public Hearing Scheduled on Proposed Sewer Service
Rates Charge Increase
Rates Sewer Rate Increase Anticipated
Rates New Rates and Public Hearing.

District Continues to Address Aging Infrastructure, Changes
Rates in Wastewater Content, and New Regulations
Rates Next Phase of Critical Upgrades Requires Fee Increases
Rates Tours, Workshops, and Public Hearing Scheduled

Board considers options for sewer rate billing methods:
Rates variable vs. fixed
Rates Public Meeting on Proposed Rate Changes
Reclamation SF Bay Trail Traverses Las Gallinas Reclamation Ponds

Wildlife Spotlight Facts about the North American River
Reclamation Otter
Reclamation Sharing the Trails at District's Reclamation Area

Trails, Ponds, Wildlife and Views: Reclamation is for all to
Reclamation Enjoy
Reclamation Miller Creek dredging resumes.
Reclamation River Otters Provide Student Biologist with Field Experience
Reclamation Miller Creek Dredging Begun
Reclamation Parking at reclamation area
Reclamation Hiking, Biking, Views on Bayside Trails
Reclamation LGVSD Trails Offer Hiking, Biking, Views and More
Reclamation Growing Problem: Goose Population Boom
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LAS GALLINAS VALLEY SANITARY DISTRICT 10/2/2024

NEWSLETTER TOPICS 8:34 AM
SORTED BY Topic Publication
Topic Article Title Date Period
Recycled Water Recycled Water - Even More Important During Drought 2022 Spring
Recycled Water Do Your Part to Save Water 2021 Fall

Potable reuse is the addition of advanced purified water,

Recycled Water either indirectly or directly, into a drinking water system. 2017 Summer
All water is recycled. Don’t judge water by its history but by

Recycled Water its quality. 2017 Summer
Advanced Purified Recycled Water — the New Drought Proof

Recycled water Water Supply 2016 Spring

Recycled Water Recycled Water: A Track Record for Safety 2013 Winter

Recycled Water Recycled Water Project Under way 2012 May

Refuse Fighting Climate Change Through Organic Waste Diversion 2024 Winter

Refuse Mobile App for Waste/Recycling Collection 2021 Fall
Free Service: bulky item removal. Plus, curbside clean-up

Refuse coming in the fall. 2017 Summer

Refuse Compost giveaway 2015 Fall

Refuse Residential food waste composting test a success 2011 March
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AGENDA ITEM 6
10/17/2024

BOARD MEMBER REPORTS

CLARK
NBWA Board Committee, CASA Workforce Committee,
Operations Control Centers Ad Hoc Committee, Fleet
Management Ad Hoc Committee, FutureSense Ad Hoc
Committee, Energy Ad Hoc Committee, Other Reports

MURRAY
Marin LAFCO, Flood Zone 6, Biosolids Ad Hoc Committee,
CASA Energy Committee, Development Ad Hoc Committee,
SF Trail Ad Hoc Committee, Energy Ad Hoc Committee,
Other Reports

NITZBERG

Operations Control Centers Ad Hoc Committee, Mclnnis
Marsh Ad Hoc Committee, Fleet Management Ad Hoc
Committee, SF Bay Trail Ad Hoc Committee, Other Reports

ROBARDS
Gallinas Watershed Council/Miller Creek, NBWRA,
Engineering Ad Hoc Committee re: STPURWE, Mclnnis
Marsh Ad Hoc Committee, Development Ad Hoc
Committee, FutureSense Ad Hoc Committee, Other Reports

YEZMAN
Flood Zone 7, CSRMA, Ad Hoc Engineering Sub-
Committee re: STPURWE, Marin Special Districts
Association, Biosolids Ad Hoc Committee, Other Reports
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AGENDA: ITEM 7A
DATE: October 17, 2024

>Lc|
‘Gcl iNa

VALLEY SANITARY D ISTRICT

BOARD MEMBER CONFERENCE/
MEETING/WEBINAR ATTENDANCE REQUEST

Date: Name:
I would like to attend the Meeting
of
To be held onthe  day of from a.m./ p.m. to
day of from a.m./ p.m.

Location of meeting:

Actual meeting date(s):

Meeting Type: (In person/Webinar/Conference)

Purpose of Meeting:

Meeting relevance to District:

Board Members to register for Webinars and Meetings
YES NO
Request assistance from Board Secretary to register for Conference only: [ | [ |

Board Directors to make their own Hotel Reservations and book their own
transportation including airfare, taxi and/or shuttles.

Frequency of Meeting:

Estimated Costs of Travel (if applicable):

Date submitted to Board Secretary:

Board approval obtained on Date:

Please submit this form to the Board Secretary no later than 1 week prior to the
Board Meeting.

REVISED 09062023
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10/17/2024

BOARD AGENDA ITEM REQUESTS

Agenda Item 7B
Separate Item to be distributed at Board Meeting

Separate Item to be distributed prior to Board Meeting
Verbal Report

Presentation

X:\BOARD\Agenda\Agenda 2024\Agenda Packet\10172024\7B Board Agenda Item Requests.docx
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NORTHGATE Agenda Itews

Date Oﬁf\'ﬁj/,_\«/ /7", AZH

Mall overhaul revisions don’t end concerns

Neighbors still fear impact of traffic, noise, emissions

BY ADRIAN RODRIGUEZ
ARODRIGUEZ@MARINI].COM

San Rafael planners got another earful of complaints, along with some praise, over a massive housing development
heading toward its last approval hurdles.

The final version of the project —which proposes 1,422 homes mixed in with shops and restaurants at the 45-acre
Northgate mall site in Terra Linda —was presented during a two-and-a-half-hour Planning Commission study session
Tuesday.

Developers say they revised the plans in response to community comments over the past three years. Critics, mostly
neighbors near the project site, offered some thanks for the improvements, but say several concerns remain
unaddressed. “We are not a downtown community, we are a suburban community. This is going to be a huge change,”
resident Susan Coleman said.

Specifically, the opposition says the project would create more severe disturbances in traffic, noise, emissions,
emergency access and evacuations than a draft environmental report suggests.“All the conversations of the developer
revolve around what is happening in that 45 acres,” said Patricia Warnock, who identified herself as a Terra Linda
resident since 1971. “I heard not one word about traffic, and traffic is the No. 1 concern on people’s minds.”

The project comes amid state mandates to build dense housing with a focus on low-income options. Under the
directive, San Rafael must facilitate the creation of 3,220 homes by 2031. For this housing cycle, the city has to plan
for 857 new homes for very-low-income households and 492 for low-income households.

Merlone Geier Partners bought the mall in 2017. The company is proposing to begin phase one construction in 2025,
followed by phase two in 2040. The project would include six residential parcels.

In response to community comments, developers made several changes to plans. The latest iteration, which the
company calls the final version, was submitted in June.

The centerpiece “town square” feature, which is part of phase one construction, would be expanded nearly 20%, from
48,075 square feet to 56,975 square feet. The area will include natural turf, rather than the originally planned artificial
turf. The dog park has been relocated away from the town square area.

Developers are also planning to spread 143 designated affordable apartments and homes throughout the site rather
than group a majority of the lower-income dwellings in one complex. Some of those homes will be for sale, while
others would be rentals.

Phase one of the project includes construction of 138 for-sale townhomes on two residential parcels. Of those, 14
would be designated affordable up to 60% of the area median income.

Phase one also includes a 280-apartment complex with for-sale homes on residential parcel three, and a 446-
apartment complex with rentals on residential parcel four. Twenty-eight of the for-sale apartments and 45 of the
rentals would be designated for low-income residents.

In total, phase one would involve 864 homes, down from the 922 that had been planned.
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In order to maintain the desired number of homes over the two phases, the developer wants to increase the number of
apartments from 251 to 309 at its complex on parcel five.

That structure is proposed as part of phase two construction and would be situated at the entrance from Merrydale
Road at Las Gallinas Avenue. To accommodate the addition, the structure would need to be six stories instead of five
stories. The complex would have 31 low-income apartments.

Parcel six would include a 249-apartment complex with 25 low-income homes.

Some speakers at the meeting Tuesday said they feared schools, as well as the police and fire departments, will be
overburdened with the influx of new residents.

Caitlin McShane, a parent and school board member for the Miller Creek School District, asked the Planning
Commission to keep in mind that the district might need to absorb some 300 new students. That would exceed the
district capacity.

McShane suggested imposing developer fees to help cover the cost of infrastructure upgrades.

“Let’s please work together to be ready to welcome new students to our community while maintaining a high quality of
education,” McShane said.

The project had some cheerleaders turn out Tuesday, including Judith Bloomberg, a 36-year resident and leader of the
Marin Organizing Committee advocacy group. Bloomberg commended the developers for their engagement and
responsiveness over the planning process.

Bloomberg said her two adult children cannot afford to live in Marin. She said Marin workers are commuting from out
of county because they cannot afford it.

“We need affordable housing,” Bloomberg said. “It's going to take years and years to see a completed project and we
need a diverse community here — families to live here, people of color to live here, our workforce to live here.”

Project planners said the final environmental impact report on the project is expected to be published for review on
Oct. 14.

The environmental document and project entitlements are expected to be presented to the Planning Commission at its
Oct. 29 meeting for recommendation to the City Council. A public hearing has been preliminarily scheduled for the
City Council meeting on Nov. 16.

Plan documents, staff reports and the draft environmental analysis are at cityofsanrafael.org.
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IN YOUR TOWN

SAN RAFAEL
Project approved at Gerstle Park house /

/
A city zoning administrator has approveéd a residential expansion project in the Gerstle Park neighborhood.
”

/
pd

The plan calls for building a tyo*fgtory rear addition to the two-story house at 3 Welch St. The zoning administrator
approved the proposal duﬁi/ng’ a hearing Wednesday at City Hall, said Margaret Kavanaugh-Lynch, the city planning

manager. /
The appeal period is five days.
LARKSPUR

Contractor selected for pavement jobs

The City Council has approved a contract of $581,869.04 for parking lot upgrades at Piper Park and for paving on Rich
Street.

The project in the park includes pavément rehabilitation, new curbing, new drainage gutters and work to improve

access for disabled visitors, amoeng other components, according to a staff report by Julian Skinner, the city’s public
/7

works director. 4

The city received eig ’f)/é and chose the lowest, from Rapid Grading Services, the report said. The other bids ranged
from $678,910 to $863,358.

The council adopted a resolution authorizing the contract at its meeting on Sept. 18.

MILL VALLEY P

Variance sought for deck pla/n/in@lck

The city is reviewing f/g;aﬁgsal for a setback variance at a residence in the Blithedale Canyon neighborhood.

The application for-8 Rowan Way seeks a permit for a second-floor deck that would extend 12 feet, 3 inches into the
required 15 footbuffer, according to the city planning office.

The Plaryng Commission is scheduled to hold a hearing on the proposal at its meeting at 6:30 p.m. Oct. 8 at City
Hall.

MARINWOOD %
Informational event set for housing plan

The Marin County Community Development Agency is planning a public event to provide information about an
affordable housing proposal at the Marinwood Plaza property.

The developer is seeking 125 dwellings in four three-story buildings and a cafe in one of the buildings. The
Marinwood Market would remain.

The event is scheduled for 5:30 to 7:30 p.m. Oct. 15 at the Marin Wildfire Prevention Authority office at 1600 Los
Gamos Drive, room 335, in San Rafael. 158
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More project details are online at shorturl.at/J07Zq.
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WORKFORCE HOMES

Cost for teacher housing balloons

Rising estimates pose test for Marin projects

BY KERI BRENNER
KBRENNER@MARINIJ.COM

Marin education officials trying to build affordable homes for their employees say construction costs are skyrocketing
from original estimates.

Novato Unified School District workforce housing director Derek Knell said the estimated average cost per affordable
dwelling has risen from $450,000 in 2018 to about $850,000 now. The district is still pushing ahead, he told an
advisory committee last week.

“At the minimum, we can get our surplus properties that we’re not building on entitled and sold,” Knell said, referring
to the process of obtaining permits and other land use permissions that make properties attractive for developers.
“Then we can put all the money in the bank and wait until the costs come down or until the financing situation
improves.”

The situation is similar for the Oak Hill Apartments project, proposed educator housing on land near San Quentin.
The proposal calls for 135 apartments, with 101 reserved for educators and 34 for county employees.

In 2020, the cost estimate for the project was $100 million, said Ken Lippi, deputy superintendent at Marin County
Office of Education. Now it’s $123 million.

“The county Board of Supervisors just allocated another $5 million to help us close the gap,” Lippi said Tuesday. “That
really helped — but we’re still working to raise another $11 million.”

Jonathan Eldridge, the College of Marin president, is launching a countywide collaborative on the issue to see if
smaller school districts could join forces to create more such projects. Eldridge, Knell and Lippi spoke Tuesday to
more than 60 schools trustees who attended a meeting of the Marin School Boards Association in Novato.

“Our intent is to work collaboratively with local districts to create an economy of scale that otherwise wouldn’t exist if
we each undertook our own efforts individually,” Eldridge said. “While this approach likely won’t fully mitigate the
industrywide cost escalations, we do hope it will help with cost containment.”

At issue, education officials say, is the difficulty of recruiting and retaining employees because of the cost of living in
Marin. Many staff members who leave Marin for jobs elsewhere cited the inability to find affordable housing close to
where they worked.

“We're going to have to solve this problem, one way or the other,” Knell said, referring to the Novato district’s high
staff turnover rate. “It’s going to be a problem, whether we develop something or not.”

According to consultant Chris White, who helped develop a 122-apartment workforce housing complex for the
Jefferson Union High School District near Daly City, the site has been booked solid since it opened in 2022. The
waiting list has 40 families on it.

“The district hasn’t had a single job vacancy since then,” said White, whose Brookwood Partners firm is working with
the Novato school district on its project.
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The cost per apartment at the Daly City complex was about $619,000 when it was built, White said. The school district
floated a successful bond measure to help pay for a portion of the construction cost, he said. Rents are now about 42%
below market, White said.

Tracy Smith, the Novato Unified superintendent, said the district will retain a finance consultant soon to join an
executive committee charged with identifying funding options for the project.

Knell said the committee expects to identify by February which of the district’s four surplus properties to build the
new complex on. The properties under consideration are: Meadow Annex, about 4 acres near the South Novato Library
in the Hamilton neighborhood; Hamilton, about 9 acres in the same area; Hill Education Center, about 6 acres
southwest of downtown; and San Andreas, about 26 acres in the San Marin neighborhood.

Greg Mack, a member of the Novato school board, said he remains “very optimistic” despite the escalating costs.
“We have multiple options, and there are a lot of state and federal programs out there,” he said. “At very worst case, we

can entitle the land and have a pool of money ready to go for when interest rates go down and construction costs are at
a better place.”
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COUNTY

Planning panel rips staff over housing policy

Members say actions taking away their decision making

BY RICHARD HALSTEAD
RHALSTEAD@MARINI].COM

Marin planning commissioners are pushing back against county staff on housing policy, accusing them of kowtowing
to state officials and manipulating local oversight.

The conflict flared up during a hearing on Monday, when the commission had to decide whether to approve changes to
the Marin Countywide Plan. The changes followed a court order in March to remove “precedence clauses” from the
document that directed the “subordination of community plans to the Countywide Plan.” The court order, by Judge
Sheila Shah Lichtblau in Marin County Superior Court, stemmed from a lawsuit by Strawberry resident Bruce
Corcoran.

Planning staff sought to add new language to the Marin Countywide Plan in addition to removing the precedence
clauses, but the commission rejected that approach in a 5-2 vote. Instead, the commission recommended that county
supervisors simply remove the precedence clauses as the court ordered.

“I think generally this new proposed language is an overreach,” said commissioner Rebecca Lind. “It is overly broad
and unnecessary.”Commissioner Don Dickenson said, “Some of it went too far in terms of advocacy.”

Commissioner Margaret Curran said, “Some of it is objectionable and clearly of concern to folks out there.”

Jillian Zeiger, a county planner, said the additions to the Marin Countywide Plan are necessary because some of the
community plans do not allow for dense enough multifamily housing.

“We need to make sure that we have language around affirmatively furthering fair housing,” Zeiger said.

Zeiger said that if the county were to simply remove the precedence clauses without adding the new language, it would
not be recertified by the California Department of Housing and Community Development, or HCD.

Curran said the state found the housing element in the Marin Countywide Plan in compliance last year, so she didn’t
understand how it could decertify it now for complying with a legal edict.

Many of the comments by commissioners hewed closely to remarks made by Corcoran, who spoke during the public
comment portion of the meeting.

Corcoran said he filed his lawsuit to preserve the authority and integrity of all 24 of the county’s community and area
plans and to maintain as much local control of development as possible, consistent with state law.

“The court order did not say that the county must add new policies to the countywide plan and housing element that
compensate for the loss of the unlawful precedence clauses that restrict the authority of community plans,” Corcoran
said. “But that’s what planning staff is proposing to do by inserting new language about affirmatively furthering fair
housing.”

“We depend on the Planning Commission to represent and defend our interests because the planning department
does not,” he said. “The planning department is in lockstep with HCD.”
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Speaking immediately after Corcoran, commissioner Christina Desser took up where he left off.

“I think that the state would like to do away with planning commissions, because we basically have no discretion
anymore,” Desser said, “but I also feel like we are either being manipulated or ignored by the county.”

Desser and other commissioners expressed chagrin about the fact that the planning staff consulted with and received
approval for the proposed changes from the state housing department before bringing them to the Planning
Commission, just six weeks before the deadline for their approval by county supervisors.

“Why didn’t you bring it to the Planning Commission at an earlier stage, since we have authority over changes to the
plan?” Lind said.

“We wanted to hear from HCD and bring that to you,” Zeiger said.
Desser said, “But that’s backward.”

Desser noted that county planners suggested that commissioners not make any comments at a hearing on a major new
development in the Strawberry area earlier this month, and instead submit their comments in writing.

“I feel like the county planning department assumes ill will on the part of the people in Marin County or at least in
West Marin,” Desser said. “We hear about how bad we are or how this is all about fair housing, and the people in the
communities are not interested in fair housing. It’s very insulting.”

“I feel that the way that you are handling the process deprives people of their voices,” she said, “and deprives us of any
real role in decision making.”

Corcoran recalled Monday that he decided to file his lawsuit after discovering that former planning commissioner
Andrea Montalbano had warned the planning department prior to the approval of the county’s new housing element
that the use of precedence clauses to override community plan policies was very likely unlawful.

Montalbano sought reappointment to the commission when her term ended in June 2023, but county supervisors
chose not to even include her among the group of candidates who were interviewed.

The two newest appointees to the commission, Greg Stepanicich and Claudia Muralles, cast the dissenting votes on
Monday, supporting the planning department’s recommended amendments.

Stepanicich, who joined the commission in May 2023, said, “It seems as if HCD had seen language in the community
plans as being potential obstacles to furthering fair housing. It seems to me there probably is a need to address that.”

Muralles said the community plans “might be putting up barriers for us to accomplish what we want as a county.”
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Paciiic Gas and Eleclric Company
it " P.0O. Box 997310
Sacramento. CA 95899-7310

September 30, 2024 Your Renewable Natural Gas
Fuel Credit is coming soon!
MURRAY,CRAIG

BOERONBOYS Learn more at
SAN RAFAEL, CA 94903 www.pge.com/cngcredit

Dear Valued Customer,

As a Pacific Gas and Electric Company compressed natural gas (CNG) customer, you will be
receiving your Renewable Natural Gas Fuel Credit soon. You'll see your credit, generated
annually, on your next PG&E compressed natural gas bill—no action is necessary at this time.

The Renewable Natural Gas Fuel Credit comes from California's Low Carbon Fuel Standard (LCFS)
Program. LCFS is working to fight climate change by increasing the adoption of clean transportation fuels
such as CNG. When you fuel your vehicle at one of PG&E's fueling stations, PG&E generates LCFS
credits. PG&E then returns the revenue from the sale of LCFS credits to its CNG customers through this
annual on-bill credit.

PG&E's CNG stations are now being supplied with Renewable Natural Gas (RNG) through an agreement
with a biomethane supplier. In addition to the reduced greenhouse gas emissions from RNG, PG&E
generates extra LCFS credits and Renewable Identification Number (RIN) credits from the U.S.
Environmental Protection Agency’s (EPA) Renewable Fuel Standard Program. Those additional revenues
are added to the amount PG&E can return to customers via the Renewable Natural Gas Fuel Credit.

How the Renewable Natural Gas Fuel Credit works:

e You do not need to apply for the Renewable Natural Gas Fuel Credit. The credit will be
automatically credited to your bill if you have an active compressed natural gas fueling account
with PG&E.

e Your credit amount is based on your consumption of CNG from PG&E'’s fueling stations from
January — December 2023.

To learn more about the Low Carbon Fuel Standard and the Renewable Natural Gas Fuel Credit,
visit www.pge.com/cngcredit. For any questions related to your CNG account you can contact 1-
800-684-4648 or email NGVinfo@pge.com.

Thank you for being a PG&E customer and for your choice to use compressed natural gas as a clean
transportation fuel. Look for your Renewable Natural Gas Fuel Credit on your PG&E compressed natural
gas bill in the coming month.

Sincerely,

Customer Care Team
Pacific Gas and Electric Company
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DICK SPOTSWOOD

Facing change: Housing, traffic puzzles persist

There’s one word I know that terrorizes many Marin residents: change.

Jim Wood, past co-publisher of Marin Magazine once wrote, “The most conservative parts of Marin are Southern
Marin and Western Marin.” It’s not due to their tendency to support liberal or progressive politics. The label stems
from the fact that those residents, more than in any other part of the county, reject change. That’s part of the reason
that Marin residents all over the county oppose change.

Look at the big picture: North Bay residents grade their quality of life highly. That’s no surprise. Marin and Sonoma
are among the nation’s most desirable locations to live and work.

We have great weather, first-class schools, beautiful surroundings and a well-educated prosperous population. That’s
why homes are so expensive. Everyone wants to live here.

If Marin is fortunate, we’ll keep the best of what we now have. “Don’t screw it up” might be the county’s motto. The
dilemma is that change is inevitable.

What do Marin residents need most to improve their quality of life? Leading the list are housing and traffic.

Given that there’s an insatiable global desire to work and reside here, it’s doubtful the Bay Area will ever build itself out
of the high-priced housing conundrum.

As in Hong Kong, New York City and London, demand for Marin homes will always exceed supply. At best, more
market-rate housing will slow price increases. Regardless of how many new houses and apartments are mandated by
the state’s housing allocations, home prices will not decline.

Workforce housing is different. Building more market-rate, million-dollar-plus homes will accomplish little, except to
bolster the real estate and construction industries along with their allied building trade unions.

State and local governments should shift their aim to housing for those employed in service and retails industries,
plus teachers and public safety workers.

To make that happen, the state government needs to be the lead financial partner. Sacramento has a habit of
acquiescing to private and public sector interest groups and then dumping the costs of new housing compliance on
town and county taxpayers.

Legislators — including state Sen. Scott Wiener, D-San Francisco (aka “Mr. Housing”) and our termed-out state Sen.
Mike McGuire, D-Geyserville — need to put up or shut up. They can do so by promoting funding to purchase real
estate for their mandated housing. Then it’s the duty of cities and counties in unincorporated neighborhoods to take
the political heat by authorizing appropriate housing sites.

Yes, more people will add to traffic, consume scarce water and require more public services, including larger schools.
That’s an inevitable byproduct of change. There are benefits to a workforce that isn’t compelled to commute daily from
East Bay counties with lower housing prices. Having grocery store cashiers, teachers, police officers and firefighters
who live and work in the towns they serve outweighs any conceived downsides.

Traffic is a plague common to all prosperous suburbs. We’re in fantasyland if we believe that congestion on Highway
101 and Marin’s east-west boulevards will ever evaporate.

County supervisors, Transportation Authority of Marin directors and Caltrans need to mitigate the daily slog. As Marin
motorists know, much of 101’s congestion is due to the dlyéglnctional interchange of Redwood Highway to eastbound

https://enewspaper.marinii.com/html|5/reader/production/default.aspx?pubname==&edid=e4048a1c-ffd7-42fb-a398-ce2f33f821ec 1/2



9/30/24, 10:06 AM Marin Independent Journal

Sir Francis Drake Boulevard and Interstate 580, which both lead to the Richmond-San Rafael Bridge. Any county
supervisor who relieves that mess is guaranteed future electoral success.

Hkok

Officially, Election Day is Nov. 5. In just a few days, California’s “Election Month” commences. It'll continue until all
votes are counted. Voting for U.S. president on down to Las Gallinas Valley Sanitary District directors starts Oct. 7.
That’s when ballots are mailed to California registered voters and polls open at the Marin Civic Center’s Elections
Department.

Columnist Dick Spotswood of Mill Valley writes on local issues Sundays and Wednesdays. Email him at
spotswood@comcast.net.
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DICK SPOTSWOOD

MMWD candidates present conflicting goals for supply

There’s avigorous contest for two posts on the Marin Municipal Water District’s five-member governing board in the
November election. The policy difference between the candidates is represented by two conflicting goals.

Is the water district’s highest priority providing water security during drought years for its 191,000 central and
southern Marin consumers? Alternatively, should its top job be stabilizing already steep water rates?

The two laudable goals appear to be irreconcilable.

The first assignment requires constructing expensive new infrastructure of pipelines and raising the height of dam
spillways.

Conversely, the second goal foregoes those physical improvements and instead advocates restoring MMWD's once
dominant “conservation first” strategy. Conservation-first proponents contend that discouraging water use is the least
costly method to keep the faucets flowing.

That translates into less water for landscaping and during extreme droughts of water rationing.

Running for a sixth four-year term to represent Division 5 (Tiburon Peninsula, Corte Madera and Larkspur) is Larry
Russell, the water board’s longest serving member. His campaign is based on his professional background and his
years of experience on the board. Russell’s website touts that he’s a “world-renowned water quality expert, traveling
the globe with water districts and legislative bodies on how to best maintain water quality.”

MMWD truly does deliver high quality water. During Russell’s 20-year tenure, other than rehabilitation of Petaluma'’s
Kastania Road pump station, shovels in the ground have been in short supply, The dilemma is that, in dry years, there
isn’t enough water to satisfy demand. Russell is a conservation-first candidate.

Candidates need to appreciate that just two years ago, three water board incumbents all pursuing the conservation-
first approach met their fate. Two were defeated. The third director pulled out of her reelection effort just prior to the
election filing deadline.

In their place, three new directors were elected: Matt Samson, Jed Smith and Ranjiv Khush. They all advocate a new
pipeline to transport winter water now running out to the Pacific Ocean via Sonoma County’s Russian River, plus
reconfiguring existing dams to expand storage capacity.

Dave Keatley is one of three candidates in the Division 5 race. He’s allied with the pro-pipeline/dam-raising strategy
now being pursued by Samson, Smith and Khush. Also running in Division 5 is Dawn Matheson. She’s campaigning
for building water infrastructure without drastically raising water rates. It’s a neat trick. How it’s to be accomplished is
a mystery. Matheson is a “jack of all trades.” On the ballot, she describes herself as a mother, engineer and artist.

In the San Rafael-centered District 2, three candidates are competing: attorney/mediator Diana Maier, San Rafael
Parks commissioner and former deputy attorney general Robert Sandoval and environmental nonprofit director Jack
Kenney.

Maier has managed to thread the needle of politics and policy by gaining the endorsement of Samson, Smith, Khush
and Russell. She also gained a favorable nod from well-regarded retiring Division 2 water board director Monty
Schmitt. He was part of the board majority focused on water security.

Like Matheson, Maier wants both more water and stable rates. Who doesn’t?
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Kenney is a conservation-first candidate. Sandoval’s push is for reliable water supplies coupled with fiscal restraint.
He’s endorsed by Khush.

In an unusual move, Russell endorsed two candidates, both Maier and Kenney, for the single Division 2 post. That’s
called covering your bets.

During the recent MMWD candidates forum hosted by the Marin Coalition of Sensible Taxpayers, Kenny disclosed that
he was a neurodivergent candidate. He emphasized that his diagnosis adds to the diversity of candidates that Marin
residents seek. A neurodivergent person is defined as being “on the autism spectrum, or more generally, someone
whose brain processes information in a way that’s not typical of most individuals,” Keney demonstrated genuine
personal courage by self-identifying in our ever-judgmental world.

Columnist Dick Spotswood of Mill Valley writes on local issues Sundays and Wednesdays. Email him at
Spotswood@comcast.net.
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NORTH MARIN WATER DISTRICT

Four candidates run for positions on utility’s board

BY CAMERON MACDONALD
CMACDONALD@MARINIJ.COM

Two directors are defending their seats on the North Marin Water District board in the Nov. 5 election.

The winners will make decisions that will affect district service and water quality for about 64,000 customers in
northern and western Marin.

Ken Eichstaedt, a director appointed by county Supervisor Dennis Rodoni two years ago, is running to keep his
Division 1 seat. The division covers Point Reyes Station and Inverness as well as Novato’s Indian Valley area.

Mary Stompe, a former Petaluma City Council member and the wife of a retiring district employee, is running to
unseat Eichstaedt.

In the Division 3 race to represent northern Novato, Michael Joly is running for reelection. His opponent is Francis
Drouillard, an engineer who ran against Rodoni for his county board seat in March.

The candidates in the contested races spoke with the Independent Journal’s editorial board Monday. Candidates
addressed issues that ranged from the idea of a new reservoir to the controversy that arose over a proposed pump
station site in Novato.

Stompe noted her background as a former executive director for the nonprofit PEP Housing, which manages
affordable housing projects for seniors and veterans. She said she would be the first woman to serve on the district’s
board in more than 20 years.

Stompe believes that the district’s top issue is its aging infrastructure, particularly the water treatment plant in
western Marin that she said should be replaced. She noted the district’s practice of having its North Marin system lend
$1 million to its West Marin system for its capital needs. Stompe said that a grant writer is needed to help pay for
infrastructure costs.

“You cannot use one system to subsidize another system,” she said.

Eichstaedt is a retired city traffic engineer for Petaluma who previously worked on water projects with utility districts in
San Francisco and the East Bay, he said. The Olema resident stressed board representation.

“To provide for fair representation, we need a director from West Marin,” Eichstaedt said.

Joly, who has served on the board for nearly eight years, emphasized his district’s successes and he said that the staff
and board must explore new water technologies as they develop.

“I’'m a committed optimist and a pluralist who listens to others to learn, and I'm an empathic people person and proud
of it.”

Drouillard, a Novato resident of more than 30 years, noted his work for a San Francisco bridge design firm and his
familiarity with the environmental review process for construction projects.

He promoted the idea of considering a new reservoir. He also changed his position to favor a desalination plant to
produce treated water for the district.

“It’s my belief that Marin County needs another reservoifé% supply its water resources,” Drouillard said.
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Potential locations for a reservoir could be Bolinas Ridge or Novato’s Mount Burdell area, he said.

The district operates the Stafford Lake reservoir and also imports Russian River water purchased from the Sonoma
County Water Agency.

None of the other candidates supports having a new reservoir.
Joly and Eichstaedt cited cost issues for not backing the reservoir idea.
“I don't think that is going to be aviable alternative,” Eichstaedt said.

Stompe said more water storage is needed in western Marin, but she does not support having a new reservoir. She said
Stafford Lake only produces 20% of the district’s water.

Although they rejected the reservoir, some candidates were still open to considering a desalination plant.
Stompe and Joly said that the project would need a regional approach.

“I think in moving forward, science will bring us opportunities with desal,” Joly said.

Eichstaedt cited the issues of waste production and high enérgy usage to operate a desalination plant.

“I don’t think it’s going to pan out at this time,” he said.

Early this year, public opposition arose against the district staff for proposing the relocation of a water pump station to
a Novato-city owned lot near Arroyo San Jose Creek. The district seeks to replace the aging station near Lynwood
Elementary School.

Neighbors who live near Ignacio Boulevard and Palmer Drive said the station could create visual blight and noise
pollution. Many opponents accused the district of not adequately notifying the community about the project.

Eichstaedt said that the district staff is reviewing other potential station sites including privately owned locations.

“It’s going to cost more and take longer, but we're looking at projects that are 30, 40, 50 years in length that we want to
make sure we provide for the next generation,” he said.

Joly said he has kept a “back channel” with community members at Palmer Drive to hear their views. He said that the
board decision on the new station location will be made next year.

“Itwill be decided to the benefit of ratepayers and all of us, and we’ll come together for a collective good decision,” Joly
said.

Stompe said one change that she would bring to the board is how it organizes its meetings. She said that she attended
board meetings and saw directors miss opening opportunities for public comment.

Regarding the Lynwood pump station project, Stompe said it should be closer to south Novato for the district’'s water
distribution center to be improved.

Incumbents Jack Baker of Division 2 and Stephen Petterle of Division 4 are running unopposed.
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LAS GALLINAS VALLEY

Candidates seek 2-year position on sewage board

BY ADRIAN RODRIGUEZ
ARODRIGUEZ@MARINI].COM

A Las Gallinas Valley Sanitary District board member is facing a challenger in the Nov. 5 election.

The district, which has a $41 million annual budget, serves 30,000 customers in the northern San Rafael area and
manages approximately 105 miles of sewage collection pipelines. The district also produces recycled water, and is
involved in solar and biogas power generation, garbage collection and more.

Incumbent Barry Nitzberg, a retired plumbing and wastewater professional, faces challenger Nicholas Lavrov, a
parkland superintendent.

Nitzberg was selected by the board in May to fill avacancy through December. Lavrov also sought the temporary
appointment.

The winner will serve two years through December 2026.
Both candidates say their backgrounds make them the right fit for the position.

Nitzberg worked as a journeyman plumber and a contractor and was a territory manager for a major plumbing
products manufacturer. He ended his career as a sales and marketing manager at Pace Supply Corp., awholesale
plumbing and wastewater products supplier. He also served 12 years on the company board.

“I have the background, the knowledge and expertise regarding wastewater and the entire process,” Nitzberg said. I
also have the business acumen that’s required of a board member.”

Lavrov has more than 25 years experience in public sector roles, including work as a National Park Service ranger in
the Golden Gate National Recreation Area and positions with the San Francisco Water Department, the Bureau of
Reclamation and the U.S. Army Corps of Engineers.

He currently works as field manager at the Bureau of Land Management field office in Ukiah, which supervises
270,000 acres of parkland across eight counties and the Geysers geothermal field in Lake, Mendocino and Sonoma
counties.

“I have a tremendous amount of experience in water, waste water and clean power affecting hundreds of thousands of
people,” Lavrov said. “This is experience I believe the board doesn’t have right now.”

Lavrov said he has a “vested interest” in Marin as a resident who grew up in the county and is now a property owner.
“I believe that vestment is key to my dedication for this community and organization,” Lavrov said.

Nitzberg said he has the advantage in being an appointed incumbent. “The board has already given me the stamp of
approval,” he said.

Both candidates said keeping rates affordable is a top priority. The district is in its second year of a four-year rate
increase plan. As of July, each residence is charged a flat $1,356 a year. “We already have a low-income assistance
program that offers a 10% discount,” Nitzberg said. “I would like to see that program grow.”

Lavrov said he’s interested in performing a financial audit of the organization to “see how we could look at keeping
rates at an affordable level.” 171
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“As a prudent board member, I would want to see what’s going on financially to see how we could button up
inefficiencies,” Lavrov said.

Other priorities for Lavrov include improving the district’s critical infrastructure and increasing production and
supply of recycled water.

“We need to get more purple pipe out there to increase its use,” Lavrov said.

Nitzberg said his other priorities include mitigating the effects of climate change and ensuring that the board
implements the five elements of the district’s strategic plan.

“This is of high importance to me,” Nitzberg said. “In early 2025, we have a new solar array coming forward which
save us on energy costs. In our process of wastewater we actually generate biogas as a byproduct and we can use that
process to save energy as well. We’ve been increasing the amount of biogas we’ve been producing butwe can get more
out of the system through time.”

Incumbents Craig Murray and Gary Robards are unopposed in the election.
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Soquel Creek Water District finishes Pure Water Soquel construction

Project expected to come online in March
PK Hattis, Santa Cruz Sentinel, 10/4/2024

A green ribbon outside of the Soquel Creek Water District’s new Pure Water Soquel facility in Live Oak is snipped
Thursday marking the end of a nearly three year construction effort. The event drew an estimated 200 attendees
including lawmakers and public officials from local, state and federal levels of government. (PK Hattis - Santa Cruz
Sentinel)

LIVE OAK — The pipes are in, the filters are primed and the water is almost ready to flow at the Soquel
Creek Water District’s Pure Water Soquel facility in Live Oak.

Although the faucets won’t be turned on until early next year, the new facility’s nearly three-year
construction effort was capped off Thursday at a ribbon cutting ceremony hosted by district officials and
featuring keynote addresses from a slough of regional, state and federal dignitaries.

A decade in the making, the roughly $180 million facility is an integral part of the district’s effort to bring
the Santa Cruz Mid-County Groundwater Basin-the sole freshwater resource for its 40,600 customers—
into sustainability by 2040.

“It’s been an incredible, unforgettable, daunting, intimidating, amazing, nerve-racking, breathtaking,

exhilarating and totally awesome 10 years,” said newly-appointed Soquel Creek Water General Manager
Melanie Mow Schumacher.

173



The state-mandated sustainability goal came after years of drought that contributed to chronic
overdrafting of the basin, meaning water was drawn out of it faster than it could be naturally replenished.
Without a buffer created by the subterranean lake of freshwater, seawater from the coast began to creep
into the basin and threatened to spoil the critical resource which would carry catastrophic
conseqguences along with it.

Because calling the cavalry, in the form of imported water, was never an option, the Pure Water Soquel
project is the district’s answer to the intractable overdraft problem and it is grounded in water
reclamation and recycling.

“We were facing and existential crisis in this basin within this district,” said Supervisor Zach Friend, who
represents much of the district on the county Board of Supervisor and is himself a Soquel Creek
customer. “You’ve rewritten the future for water security and safety here in Santa Cruz County, and it’s a
model for the country.”

The new facility is designed to take in 1.3 million gallons of daily water from the neighboring Santa Cruz
Wastewater Treatment Facility via an 8 mile underground pipeline that runs through Santa Cruz, Live Oak
and Capitola. After it is received, the water is sent through an intensive five step purification process at
the Live Oak facility before it is run through additional piping and injected into three intrusion prevention
wells in Soquel that are designed to combat the creeping seawater.

Still, the 1.3 million gallons piped over to Live Oak are only a fraction of the 8 million gallons the Santa
Cruz wastewater plant treats everyday, most of which ends up getting thrown back into the ocean. That is
why the facility and pipe system was constructed with expansion capacity that makes it capable of
eventually receiving as much as 2.6 million gallons per day.

The district’s latest addition, sitting on the corner of Soquel and Chanticleer avenues, does hold a hefty
pricetag, but was made possible by a variety of state and federal grants and low-interest loans. The
California State Water Resources Control Board contributed $87 million in grants and low-interest loans
while the federal government, through the U.S. Bureau of Reclamation, provided the local agency with a
$30 miltion grant last September carved out from the 2021 Bipartisan Infrastructure Law.

“I’m just proud that the federal government actually did something; actually played it’s role when it
comes to this global project,” said Rep. Jimmy Panetta, who represents the Mid County region in
Congress. “I’'m proud because all of the partners underestand our responsibility of being a part of this
community.”

The celebratory event featured a who’s who of speakers coming from all levels of government that, in
addition to Friend and Panetta, included state assemblymembers Gail Pellerin and Dawn Addis, state
Sen. John Laird, Santa Cruz Mayor Fred Keeley, former district general manager Ron Duncan and current
Board President Bruce Jaffe, as well as public officials from the Bureau of Reclamation, Environmental
Protection Agency and the California State Water Resources Control Board.

After the green ribbon had been cut, marking the end of construction and the beginning of a state and
federal review process that will hold off water processing until March, event attendees released 100
Painted Ladies butterflies from tiny white boxes into the afternoon sun in what organizers said was a
symbol of transformation and renewal.
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Still, the event was held while the county was engulfed in a relentless and prolonged heatwave that was a
sobering reminder of the extreme conditions that helped necessitate the project in the first place.

“We are still facing an unprecedented water crisis and there are predictions that global freshwater

demand is going to exceed supply by 40% by 2030,” said Mae Wu, deputy assistant administrator at the
EPA. “2030 sounds like the future, but it is not that far away at all.”

News Update

Public Outreach Consuleants
Datalnstincts.com
707.836.0300

Mews related to the exploration and use of new water resources. If you perfer to opt out please reply: no longer interested.
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MARIN MUNICIPAL WATER DISTRICT

Judge blocks trail biking plan

Environmentalists win pause in Mt. Tam program

o e e — =

A sign on Mount Tamalpais autlines restrictions in the state park in 2020.

BY ADRIAN RODRIGUEZ
ARODRIGUEZ@MARINIJ.COM

A group of environmentalists has sued the Marin Municipal Water District over bike access on Mount Tamalpais.

The lawsuit claims a pilot program to open 7 miles of watershed trails to bikes is bad for the mountain. The suit states
the water district failed to comply with the California Environmental Quality Act by forgoing an analysis of the
potential disturbances to the habitat from bike riding.

Marin Superior Court Judge Andrew Sweet granted a temporary restraining order Thursday blocking the district from
welcoming mountain bikers and e-bike riders on select trails one day before the two-year pilot was set to begin.

“While we are disappointed that our plans have been postponed, Marin Water respects the decision of Judge Andrew
Sweet and will adhere to his direction to pause implementation of the programs,” the district said in a statement
176
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Thursday. “We request that all visitors to the watershed please adhere to the court’s order and follow all current
watershed rules.”

The plaintiffs in the case are the Marin Chapter of the California Native Plant Society, the Marin Audubon Society and
the Marin Conservation League.

In the suit, the group says the project area “contains critical biological resources, including dozens of rare plant
species and plant communities, the federally listed Northern spotted owl and up to eight special-status bat species.

“The addition of mountain bikes and e-bikes to these trails and roads for an indefinite two year period has the potential
to harm these resources, disturbing owl nest sites and activity centers, trampling scarce and rare plant populations ...
and disturbing sensitive bat colonies due to the high pitch sound of the e-bikes’ mechanical engines,” the suit says.

Bike access on the Mount Tamalpais watershed has been a polarizing issue for over 30 years. The pilot program is
controversial, with people citing safety and environmental impacts as their main concerns.

Last month, the board unanimously approved two pilot programs, after about six years of discussions over how to
provide cyclists more enjoyment of the mountain.

Since then, district staff worked to install signs, do maintenance and prune vegetation, create a new watershed map
that is compatible with geolocation, highlight the pilot trails and add watershed biodiversity kiosks.

The trail sharing program was to authorize bicycles on nine single-track trails, including Sunnyside, Pumpkin Ridge,
Upper Fish Gulch, Madrone and Concrete Pipe Road trails.

Top and mid-range trails include Mountain Top, Middle Peak Road, Airforce Throughway, Arturo and Lakeview trails.
Grassy Slope Road in the Pine Mountain area would also be part of the pilot.

Another pilot was to authorize use of class 1, pedal-assist e-bikes on the same service roads and trails that are open to
non-motorized bikes. The pilot programs were expected to open Friday.

Instead, it’s status quo on the watershed. That means non-motorized bikes will be restricted to fire roads, and e-bikes
are not allowed on the district property.

The suit says the district relied in CEQA exemptions, including those “relating to minor construction or continuing
use of existing facilities, none of which contemplate such a significant expansion of recreational use.”

David Long, co-president of the California Native Plant Society, the lead plaintiff, said the water district has never
performed a CEQA analysis of expanding recreational use of the mountain to include bikes.

Long said the district also has no trail standards that set a clear criteria and conditions that trails have to meet to
accommodate a mix of users.

“It’s making sure trail sharing is safe for all users, dealing with things like sightlines, proper slope, trail width, etc.,”
Long said. “And those standards have typically come out of CEQA review.”

Additionally, Long said some trails are not fit for bikes because of erosion, and in some areas, including on Pumpkin
Ridge, there are stairs.

“When you have trails that bad, users are encouraged to go off trail and trample plants around the trail,” Long said. “E-
bikes are heavy. They're not going to carry them up stairs. What do you do? You find another trail around, and people
have already created social trails.”

“We’re trying to improve the experience for everybody, as well as the plants and the wildlife,” Long said.

Marin district officials dispute the claim that they sidestepped the state’s environmental mandates.
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“Marin Water believes that the planned pilot and trial programs were adopted in compliance with CEQA requirements
and are thoughtful progressions in our adaptive management approach to recreational uses on the Mt. Tam
Watershed, which is home to the source of the majority of our water supply and more than 1,000 species of plants and
400 species of wildlife,” the district statement says.

“The District worked hard to assess watershed trail conditions, monitor trail use data and engage with a range of user
groups in order to design trial programs that allow for expanded recreational interests without compromising our
number one priority — protection of our community’s drinking water and the biological diversity that exists within this
incredible natural resource,” the district wrote.

Members of the Marin County Bicycle Coalition are also disappointed that the program has been delayed, said Krista
Hoff, off-road advocacy director for the organization.

Hoff said the organizations that sued have had a seat at the table during this multiyear planning process.

“We’ve offered to meet with them time and again to try and find common ground and a path forward, yet they’ve not
accepted our offers,” Hoff said.

“We do not believe that mountain biking and conservation are at odds. This pilot program is one step to prove
mountain biking can be a sustainable part of the mountains landscape.”

Bob Mittelstaedt, co-founder of the Marin nonprofit E-bike Access, said the suit is “dressed up as environmental
claims,” calling it “a last ditch effort by pro-hiker groups who simply don’t want to share trails with other visitors.”

“We know from nearly a decade of legal e-bikes on Mt. Tam that they don’t impair the environment,” Mittelstaedt said.

“These groups essentially lost a similar case against the GGNRA and should suffer the same fate here. Their
obstructionist efforts here will do nothing but drive up water rates.” GGNRA is the Golden Gate National Recreation
Area.

While not part of the suit, Linda Novy, president of the Marin Horse Council, has repeatedly told the water district that
the speed of bike riders compared to other visitors creates a safety hazard. She said the threat makes it difficult to
enjoy the mountain.

“We believe the suit addresses our concerns about the pilot projects,” Novy said.

More information on the programs is at marinwater.org/TrailSharing.

The temporary restraining order runs through Nov. 1, when the court will consider the issue at a preliminary
injunction hearing.
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CALIFORNIA DELTA

Water tlow cuts fuel debate over imperiled smelt

BY IAN JAMES
LOS ANGELES TIMES

LOS ANGELES >> State and federal officials have decided to curtail additional water flows intended to support
endangered fish in the Sacramento-San Joaquin River Delta this fall — a controversial step that is being praised by
major California water districts but condemned by environmental groups as a significant weakening of protections for
imperiled fish.

The debate centers on a measure that calls for prioritizing additional flows for endangered delta smelt, a species that
has suffered major declines and is thought to be nearing extinction in the wild. The step of releasing a pulse of water
through the delta in September and October is typically triggered when the state experiences relatively wet conditions,
as it has during the last two years.

A coalition of environmental and fishing groups said these flows — called “Fall X2” water releases — are vital for delta
smelt, and that the decision by state and federal officials to suspend the measure this year poses an added threat for
the fish.

“At this time next year, we may be looking at the extinction of a fish species that was once incredibly abundant,” said
Gary Bobker, senior policy director for the group Friends of the River. “And it will have been completely preventable.”

Managers of large water agencies disagreed, calling the requirement outdated and saying it wouldn’t help the delta
smelt population recover. The State Water Contractors, an association of 27 public agencies, said the change this year
will preserve needed supplies in reservoirs.

The organization praised what it described as California’s “adaptive management,” saying in a press release that
recent research has indicated these water releases “are not providing the benefits to Delta smelt that were originally
hypothesized in 2008.”

“We are extremely pleased with the decision to rely on the full body of scientific evidence to assess the value of Fall X2
releases,” said Jennifer Pierre, general manager of the State Water Contractors.

She said the decision ensures the same protections for fish and water quality as the existing 2019 biological opinion
issued by the U.S. Fish and Wildlife Service and the existing permit for the state’s pumping facilities in the delta.

“We applaud state leaders for their continued commitment to science-based decision-making,” Pierre said.

The State Water Contractors and large agricultural water suppliers — including Westlands Water District, San Luis and
Delta-Mendota Water Authority and the Friant Water Authority — had urged state and federal agencies in an Aug. 21
letter not to carry out the water releases this year.

They argued the additional flows should not occur for several reasons, including “peer-reviewed scienti?c conclusions
indicating that the measure is ine?ective for its stated purpose.”

Pierre and other managers wrote in the letter that recent monitoring surveys for delta smelt have yielded “very
disappointing results” and that “only one smelt has been observed in recent weeks.” They said it’s possible that
despite ongoing efforts to protect the fish, “there may not be a remaining, measurable population of Delta smelt to
bene?t from a Fall X2 action.”
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Pierre also said the measure has taken a significant toll on the state’s water supply in prior years, such as 2023, when
operators of the State Water Project “sent 600,000 acre-feet to the ocean” to implement the requirement — more than
the total annual water use of Los Angeles. This year, state officials said, discontinuing the additional environmental
flows in October could enable California to deliver as much as 150,000 acre-feet of additional water.

Water from the delta is pumped through the aqueducts of the State Water Project and the federally managed Central
Valley Project, supplying farms in the San Joaquin Valley and cities across Southern California.

The federal Bureau of Reclamation and the state Department of Water Resources operate the water systems in the delta
under the 2019 biological opinion, which during the fall of wetter years requires the agencies to “either provide
additional flows, known as Fall X2, or take other similar or more protective measures to improve the habitat of Delta
smelt,” said Mary Lee Knecht, a spokesperson for the Bureau of Reclamation.

“During September, Reclamation and DWR implemented both required Fall X2 outflow provisions and additional
voluntary measures to improve Delta smelt habitat in Suisun Marsh and will now off-ramp the flow requirement in
October,” Knecht said in an email to The Times. She said the Bureau of Reclamation and the U.S. Fish and Wildlife
Service have concluded that this “will provide similar or better protection for the smelt” and will allow scientists to test
how effective the water releases are.

The state Department of Water Resources said officials have also used gates in the Suisun Marsh to “maximize
suitable habitat” for the endangered fish in the delta. The department said in an email that modeling by federal wildlife
officials indicates having the additional outflows in the delta in October “is not a critical driver of Delta smelt
survival.”

State wildlife officials have approved the approach.

Environmental advocates recently wrote to federal and state officials urging them not to suspend the additional flows
in the delta. They said the additional water in the delta in some years has played an important role in preventing the
extinction of delta smelt, and that not making the water available “would be irresponsible and indefensible.”

“The situation of Delta Smelt is dire, and its record low population levels call for strong interventions by the state and
federal agencies responsible for preventing its extinction,” leaders of several groups said in one letter.

In a recent article, Bobker and Jon Rosenfield, science director of San Francisco Baykeeper, said a wealth of scientific
research shows that larger flows in the delta during the fall continue to be important in preventing the extinction of
delta smelt.

“California habitually fails to enforce environmental laws designed to protect our aquatic ecosystems,” they wrote.
“Following the state’s lead, federal agencies skimp on environmental safeguards and waive the meager protections
they do offer any time protecting the public’s fish, wildlife, waterways, and water quality, gets in the way of diverting
more water to meet California’s seemingly unquenchable demand.”

The debate coincides with parallel ongoing struggles over how California should adapt its water policies to protect fish
populations in the state’s rivers in the face of drought and climate change.

Other fish species have also suffered declines in recent years. Regulators have banned commercial and recreational
fishing for Chinook salmon along the California coast for the last two years in an effort to help the species recover.

Environmental and fishing groups said the increased exports of water from the delta this fall pose serious concerns.

Barbara Barrigan-Parilla, executive director of the group Restore the Delta, said government agencies are “changing
the rules to weaken Delta protections for powerful special economic interests,” including large water suppliers and the
agriculture industry in the San Joaquin Valley.

“The rules protecting fish only work when they are enforced,” said Chris Shutes, executive director of the California
Sportfishing Protection Alliance. He said the current app,]rgbch amounts to mismanagement and is “making the rules
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optional each time water contractors clamor for more water.”

Distributed by Tribune News Service.
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MMWD

Top issues in race for seats on board: Water supply,
rates

BY ADRIAN RODRIGUEZ
ARODRIGUEZ@MARINI]J.COM

As the Marin Municipal Water District considers big-ticket efforts to bolster water supply, six candidates are vying for
two seats on the board in the Nov. 5 election.

After the county’s recent drought, the board dramatically changed in 2022, when voters elected three newcomers to
the five-member board. In the election next month, voters will select their representatives after being hit with historic
double-digit rate increases to help fund those water supply projects.

Larry Russell, a water engineer, is seeking a sixth four-year term as Division 5 board member representing the
Tiburon Peninsula, Corte Madera and Larkspur. He faces challengers Dawn Matheson, an engineer and artist, and
Dave Keatley, an agribusiness executive.

Russell is running on a campaign based on his more than 20 years of board experience and his career of more than 50
years in the industry.

“I have led the district to implement practical solutions to the complex problems faced by the district over the years,”
Russell said.

Russell said he drove the decision to firm up the district’s water rights with Sonoma Water to 14,000 acre-feet annually
in 2005, and continues to work to ensure a maximum water allocation of Russian River water.

Russell also said he is sensitive to ratepayers and was the only board member two years ago to vote no on a double-
digit rate increase plan, which he called “neither fair nor equitable.”

“I believe that the emotional and financial impact of making both changes simultaneous was too much to ask our
customers to bear,” Russell said. “Experience matters, especially on this board at this time.”

Keatley said his professional work in agribusiness involves long-term strategic water planning. He has served as a
board member of a small water district in the Lake Tahoe area.

“The most pressing issue that’s facing us is securing an affordable resilient long-term water supply,” Keatley said.
“And the reason I'm running is because I think we need new perspectives in order to meet that challenge.”

Keatley said the conservation strategy of the old board didn’t work, and the current board needs to keep an open mind
to pipeline projects, dam raising, desalination and recycled water.

He said that during the 2021 drought, the district was left underfunded and unable to solve customer needs.

“Without the recent rate increases, the district would have continued to limp along without the resources needed to
address the current crisis,” he said. He agreed the increases were too steep and too sudden and that the district needs
better planning and communication.

“We have to meet the future unafraid,” Keatley said. “In my mind we have to be unafraid to consider every option
before us.”
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Matheson said she would bring awomen'’s perspective to the board. She said her experience as an artist and engineer
have made her a quick study.

“I'm a fast learner and a creative problem-solver and I too can listen,” she said.

She said the water supply issue is the most pressing concern the district faces. She is a cheerleader for direct potable
reuse, which is treating wastewater to turn it into drinking water.

“Itwould be a predictable source of water that would be far cheaper than desalination, and much more
environmentally friendly,” Matheson said. “As far as I can see, it’s the only logical answer.”

In Division 2, representing San Rafael, Diana Maier, an attorney, Robert Sandoval, a San Rafael parks commissioner
and a former deputy state attorney general, and environmental nonprofit director Jack Kenney are running for an
open seat. Incumbent Monty Schmitt did not seek reelection.

Maier said she was a child when the 1976 drought hit Marin and 2021 came and felt like “déja vu.” This time, though,
she said drought struck when the state was being ravaged by wildfires, which inspired her to get involved.

“If elected, I would ally with the current leaders to get key initiatives over the finish line,” Maier said, noting that she
would also add diversity to the board as awoman. “I am by nature a leader who knows how to get things done.”

Maier said she supports the recent rate increase, but says the district needs to do a better job of explaining its
budgetary needs.

Sandoval said that as a young father, he is running to ensure the county has a secure water supply, and that the district
is properly planning for the future.

“The drought of 2021 revealed that we weren’t adequately prepared,” Sandoval said. “Iwill bring a fresh perspective to
the board and a renewed focus on generational improvements to Marin Water.”

He said he has demonstrated commitment to public service in his roles on commissions and as deputy attorney
general.

Conservation is going to play a part in the overall water resiliency strategy, but the board needs to consider other
strategies, he said. Sandoval is interested in looking into expanding reservoirs, recycled water expansion and
desalination, all strategies that are being advanced by the current board.

“I think the current board is headed in the right direction,” Sandoval said.

Kenney said his primary focus is keeping rates down, and that the board should have spread the rate increase over
four years instead of approving such a big spike.

“Conservation is the most effective drought mitigation strategy if you want to keep the rates down,” Kenney said.

Kenney said thinks a desalination project is a hard sell to the voters given that the rates went up drastically over two
years and the practice is unpopular in Marin because of the potential environmental impacts to the bay.

Kenney said he likes the idea of spillway raises at Nicasio Reservoir and Bon Tempe Lake, and he also supports
pipeline projects, including a plan to connect Bon Tempe to Phoenix Lake.

On the issue of recreation on the Mount Tamalpais watershed, specifically bike access, all candidates said they support
the pilot programs recently approved by the board. This week, a judge temporarily blocked the district’s plan to allow
bikes on select trails because of a lawsuit filed by environmentalists.

Marin Municipal Water District serves 191,000 customers in central and southern Marin.
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Trail Sharing Pilot, E-Bike Class 1 Trial

postponed due to legal challenge

Following the Marin Water Board of Directors approval of the Trail Sharing Pilot
and E-Bike Class | Trial programs on the Mount Tamalpais Waiershed, Marin
Water has been working diligently to prepare for implementation of both
programs, which were set to begin this week.

On Tuesday, Oct. 1, 2024, the California Native Plant Society, the Marin
Audubon Society and the Marin Conservation League filed a lawsuit against
Marin Water alleging that Marin Water failed to comply with the California
Environmental Quality Act (CEQA) in its adoption of these program and sought
a temporary restraining order o stop Marin Water's implementation of the Trail
Sharing Pilot and E-Bike Class | Trial. On Thursday, Oct. 3, 2024, the Marin
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County Superior Court issued a Temporary Restraining Order temporarily
halting the initiation of these programs by Marin Water. This means that the
status quo rules remain in place on the Mt. Tam Watershed until the order is
lifted or amended by the court.

Read full statement

EO Products' story: Caring for an essential

resource, helping community

are happy to provide barrels to our community
for rainwater capture, as it aligns with our great
respect and attention to this precious resource.”

-Susan Griffin-Black, EO Products Co-Founder

o = “Water is essential, both as a foundational
I ‘ () . ingredient in our products and for all of life. We
A NS

-
PRODUCTS y =
-

Marin County’s own EO Products has been lauded the world over for its

commitment to environmental stewardship. The personal care products
producer is a certified B-Corporation, a certified California Green Business and
is powered by 100% renewable energy.

So how does a business where even the forklifts are zero-emission electric
vehicles carve out an even larger impact in the environmental space? In a
word: water.
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EO Products staff have installed a pilot rainwater catchment system to collect
and store rainwater for landscaping use on the company’s San Rafael
campus. But the company isn’t stopping there.

As part of its effort to divert more than 90% of its waste away from landfilis, EO
Products in the spring of 2024 began donating barrels previously used in its
business operation to Marin Water. These non-food-grade barrels can easily be
converted into water storage barrels for use in residential and commercial
rainwater caichment sysiems, enabling Marin Water customers to supplement
their own outdoor watering needs. As of Sept. 10, 2024, more than 300
customers had expressed interest and nearly 300 barrels have been given
away.

With the free barrels, a few nesded supplies and some DIY instructions,
customers can create their own rain caichment systems at a reduced cost.

Learn more

Water efficiency ordinance brings new approach

to reducing outdoor water use
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Last month, the Marin Water Board of Directors adopted changes to the

District's water efficiency rules to simplify and streamline local efforts to reduce

water use.

Through adoption of an Ordinance, Marin Water is sunsetting requirements
related to the inclusion of graywater systems in new home construction and
substantial remodels, instead instituting the following changes focused on both

indoor and outdoor customer water use:

» Alimit on grass installation at newly constructed single-family homes or
duplexes

» Alignment of the District’'s plumbing fixture standards with state
guidelines

Inspired by California’s Model Water Efficient Landscape Ordinance, Marin

Water's new lawn guidelines cap the total allowable amount to no more than
20% of the newly landscaped area, with a maximum allowable grass area of
1,200 square feet. With lawns using substantially more water than low or very
low water use landscapes, a limit on new installations will target a significant
source of outdoor water use. The new rules apply to grass installed at newly
constructed single-family homes or duplexes starting Jan. 1, 2025.

This simplified approach also carries over to changes in the District's
requirements for plumbing fixtures. As approved by the Marin Water Board of
Directors, local plumbing requirements will now be tied to the water efficiency
standards set forth in the California Green Building Standards. These standards
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are updated periodically, and District requiraments will keep pace with those

Review changes

updates.

With help from state partnerships, Lagunitas

Creek restoration work is underway

Consiruction is well underway for Phase 1A of Marin Water's Lagunitas Creek

Watershed Enhancement Project, which aims to improve habitat for
endangered coho salmon and California freshwater shrimp, as well as
threatened steelhead trout populations. The restoration work will occur in three
phases over multiple years, with seasonal pauses for weather and
environmenial factors. This first phase involves work at three of the 13 distinct

sites ideniified for habitat enhancement.

The full project will cover 4,550 linear feet of channel from Peters Dam at Kent
Lake through Samuel P. Taylor State Park, where over 270 logs and
aporoximately 11,000 tons of gravel will be added to create favorable habitat for
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salmon spawning and rearing. By strategically placing logs, boulders and
gravel, this restoration effort will:

» Break up shallow homogenous stream habitat
» Create deeper, slower pools for rearing

« Capture incoming gravels for spawning

» Improve insect (fish food) production

Phase 1A has been made possible thanks to the support from the California
Department of Fish and Wildlife Watershed Restoration and Fisheries
Restoration Grant Programs. Special thanks also goes to California State Parks
for their collaboration as we work within the land they manage.

Marin Water set to begin work to restore pair of

25,000-gallon water storage tanks

7
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Although much of Marin Water's complex water infrastructure system sits
underground, in the form of 908 miles of water pipeling, the District also
maintains 130 ireated water storage tanks to ensure waier is always ready io
flow o customer taps.

As part of routine infrastructure maintenance, Marin Waier will soon launch the
Wolfback Ridge Tank Rehabilitation Project, which will restore two 25,000-
gallon welded sieel water storage tanks. Constructed in 1997, this pair of tanks
serves residents in and around Wolfback Ridge Road in Sausalito. This project
replaces the tank roof plates, roof rafter system, access haich and anode
access holes, and will recoat the interior and exterior of both tanks. The work
will be completed one tank at a time to ensure continual water service io the 37
Marin Water connections served by the tanks.

The Wolfback Ridge project is one of more than a dozen Marin Water Capital
Improvement Program projects that are underway across the District, as we
continue o updaie and restore our infrastruciure system.

Browse projects

Volunteer activities are back: Here's how to get

involved
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This fall, Marin Water and One Tam are offering a special event series that

begins with a morning of habitat restoration, followed by an afternoon nature
walk. Help protect the watershed and explore Marin’s unique biodiversity by

joining us for the first event to kick off the season!

All first-time volunteers must sign our Volunteer Service Agreement, and all

volunteers younger than 18 must have the form signed by a parent or guardian.
With those boxes checked, you'll be ready to enjoy a family-friendly activity that

also improves the local ecosystem where most of our water is sourced.

Sign up today

Marin Water making progress with watershed

resiliency through vegetation management



Five years after adopting the Biodiversity, Fire. and Fuels Integrated Plan

(BFFIP), Marin Water and its pariners have targeted and implemented
vegetation management work on more than 7.000 acres of the Mount

Tamalpais Watershed. That work, including thinning Douglas fir, weed removal,
mainienance and prescribed fire, helps reduce the risk of catastrophic wildfire
and maximize ecological health on our watershed lands — all of which help io

protect water quality, our water delivery infrastructure and the community.

In the coming months, Marin Water will continue this important work, which may
include prescribed fire operations, in partnership with Marin County Fire, when
the right conditions are present and as fire depariment resources are available

to support this vegetation management sirategy.

Safely burning off overgrown vegetation is a natural way o restore and
maintain ecological health on the watershed. More information will be sharad

with the community through social media and local news outleis as these plans

Learn more

come together.
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Marin Water to participate in Marin Green Home

Tour

MARIN GREEN
HOME TOUR

. OCTOBER 24, 2024

The free, virtual Marin Green Home Tour showcases how Marin homeowners
are adapting their homes to combat climate change, improve air quality,
generate clean energy, and move toward a safer, healthier, greener, more

resilient future.

Taking place online Thursday, Oct. 24, from 6-8 p.m., the event features short
video tours of five Marin homes, followed by live Q&As with the homeowners.
See heat pumps, induction stoves, solar and battery systems, and other
strategies for maximizing clean energy. See greywater systems, rainwater

harvesting, recirculation pumps, and other strategies for conserving water.

Learn how to access rebates and free planning services for your own green
home updates, tips for renters, and whether solar remains a great investment.
This event is a project of Sustainable Marin.

Register online
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Zero Waste Marin hosting first compost giveaway

Sunday, Oct. 13,9 a.m. to 1 p.m.

Visit the Marin County Civic Center to pick up free compost as part of Zero
Waste Marin’s inaugural compost giveaway. The event, which iakes place
during Zero Waste Week (Oct. 12-19), features 20 yards of organic local
compost right next to the AIM San Rafael Farmers Markat.

Volunteer Opportunity: Habitat restoration and nature

walk

Saturday, Oct. 19, 9 a.m. to 12 p.m.

Help us improve the oak woodland and grassland habitat near Bon Tempe
Lake by removing invasive French broom. You'll be helping io uncover healthy
plant communiiies that support a high diversity of wildlife. This event also
features an afternoon nature walk.
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District Board & Committee Meetings

Marin Water's Board of Directors meets regularly for board and committee
meetings, including the District's Watershed, Finance, Operations, and
Communications & Water Efficiency committees. All meetings allow for
public attendance in person or remotely via computer/smart device or

telephone. View meeting calendar

Marin Water Careers
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Current Job Openings

Join the District Team! Marin Water offers exciting career opportunities and the
chance to work alongside dedicated professionals at California's first municipal

water district.

Water Conservation Specialist |, Il, or lll
($7,778 - $11,251 monthly)

This position analyzes customer water use, participates in District water
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conservation programs, performs interior and exierior water audits and more.
The District will hire and place the successful applicant basad on experience
and demonstrated skills, with the higher level specialist positions corresponding
to higher degrees of responsibility and more complex customer accounis. Apply

now.

Construction Inspector | or Il

($8,232 - $9,990 monthly) or ($9,377 - $11,482 monthly)

Marin Water is seeking two Construction Inspectors for the Construction
Management group — part of the District’s Engineering Division. These
positions will be staffed at a Construction Inspector | or 1] level, commensurate
with the qualifications of the selected individuals as determined by the District.
The role involves field inspections of construction projects, reviews of

construction plans and related work as required. Apply now.

Supervising Land Surveyor

($10,530 - $12,801 monthly)

Under direction, this role performs a variety of complex professional field and
office survey work related to District facility installations and property
transactions. The Supervising Land Surveyor also participates in and
coordinates survey work, provides technical and functional supervision over

facilities designers and work assignments. Apply now.

Engineering Technician Supervisor — Development Services

($8,614 - $14,618 monthly)

Under diraction, this position supervises and pariicipaies in sub-professional
engineering field and office work within the Engineering Division’s Development
Services Department. The Engineering Technician Supervisor oversees the
planning and scheduling of workload and prepares writien performance

gvaluations, among other duties as required. Apply now.
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SAN RAFAEL

Election includes mayoral job and council position

BY KRISSY WAITE
KWAITE@MARINIJ.COM

Two candidates are competing for mayor and two others are facing off for the District 4 seat on the San Rafael City
Council on Nov. 5.

Rachel Kertz and Mark Galperin hope to represent Terra Linda and much of the northern part of the city on the
council.

Kertz, an incumbent, said she is running for reelection because she loves serving the community. She said she is
passionate about working on mitigating wildfire risk, building affordable housing and finding solutions for those
experiencing homelessness.

Galperin said he is running for the council because he is concerned about nuclear war and the absence of bomb
shelters in the county. He is a retired nuclear physicist.

San Rafael recently opened an authorized camping area and aims to connect people to services and long-term
housing. Kertz said the concerns of business owners and residents about the Mahon Creek encampment are valid and
the city has been trying to address homelessness for years. Legal constraints have make it difficult to create and
enforce local rules, she said.

“The homelessness crisis did not start in San Rafael and it’s not going to get solved in San Rafael either without lots of
help from our partners in the community as well as legislation and other aspects,” said Kertz. “We’re trying now to
work on this established encampment.”

Galperin said the response to homelessness in the city is “unsatisfactory.” He suggested the county create a campus
for unhoused people, and said it is not merely a problem of housing. He said it should be mainly on the county to
address.

“It's a problem relating to their social reincorporation, revival, reintegration,” said Galperin. “It’s also always a
problem of health support.”

One housing solution under consideration is the redevelopment of Northgate mall, where a developer is trying to build
1,422 homes as well as shops and restaurants. Critics say the project’s density will have negative effects on traffic,
noise, emissions, emergency access and evacuations.

Galperin said it is not the best solution to the housing problem. He said solutions need to be in partnership with the
county.

Kertz said the plan for the mall is the most comprehensive plan put forth by the developer so far, and takes a lot of
community comments into consideration.

Kertz said she is a good candidate because she is integrated in the community and believes deeply in the work she
does.

“Not only as I live here, my kids went to school here, I'm involved in a number of community organizations and very
active in the community,” she said. “I love the work that I'm doing in San Rafael. I like working with all of our
community partners.”
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Galperin said his scientific background makes him uniquely qualified for office, and would allow him to analyze
proposed projects deeply to their “end and consequences.”

The election also includes a contest between Mayor Kate Colin, who is seeking re-election, and challenger Mahmoud
Shirazi, a resident and businessman.

San Rafael is the only municipality in Marin with an elected mayor who serves a four-year term. Colin, the city’s first
woman to serve in the job, was elected in 2020 after serving seven years on the City Council.

Colin said that as mayor, her first two years were spent successfully navigating the city through the COVID-19
pandemic, and she is proud to say the city is fiscally “very solid.” Now, she is focused on developing inclusive and
effective policies in areas such as homelessness, sea-level rise, wildfire prevention, economic growth and social
justice.

“I'm seeking reelection because I have the skill set, strong partnerships and the thick skin required to navigate the
next four years as mayor and I am ready to go,” said Colin.

On homelessness and the sanctioned encampment, Colin said the city has been doing a good job acquiring the tools
needed to address homelessness but noted that there are a lot of legal constraints in developing policies. She said
smaller encampments are often more manageable, with fewer calls for service and less violence.

While housing is a long-term goal, short-term solutions that address immediate concerns — like a 250-foot buffer
ordinance between campers and schools — are also needed.

“Encampments are the physical representation of a failed safety net,” said Colin. “And that is something that we
collectively as a society have to recognize. It’s not a failure of San Rafael specifically.”

Shirazi declined to be interviewed by the Independent Journal. According to his candidate statement submitted to the
Marin County elections department, he is a 75-year-old businessman who has lived in the city for 46 years.

“Currently the growing vacancy rate is causing the city of San Rafael to lose revenue and drain city finances to
continue short fall,” the statement says. “Iwill focus on working with business leaders in the community to bring
businesses back to San Rafael and help to turn around the decay that is attacking the city finances.”

His other priorities include balancing the city’s budget, affordable housing, homelessness and creating an income
base.

“There are many important issues facing our community now,” the statement says. “With the right leadership in place,
we can overcome any adversity. Together we can bring the change this town deserves and needs to make it a better,
safer place to live, raise family and grow a business.”
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WEF and WateReuse Join Forces for Industrial Water

Solutions Event

The Water Environment Federation (WEF) and the WateReuse Association
are pleased to announce our joint initiative working together on a new event in
2025 created for industrial water users. Our respective events, WateReuse
Association's Industrial Water Reuse Conference and the WEF Circular Water
Economy Summit, emphasize collaboration between public and private
entities, including industry, utilities, and regulators.

Our new partnership will build on these successful events to serve the
industrial water community more effectively, providing a space to build
connections and share knowledge on water and wastewater resource
recovery, operational resiliency, and water stewardship.

In response to the water sector’s request for a single more impactful event,
WEF and WateReuse will merge their individual events and collaboratively
plan and host a combined conference. This joint conference will bring together
the collective knowledge and experience of both organizations to provide a
cohesive opportunity for attendees to learn from and network with leading
experts and practitioners in industrial water and wastewater resource

recovery.

Further details regarding next year’s joint conference, including dates,
location, and programming, will be finalized in the coming weeks. We thank
you for your continued engagement with WEF and the WateReuse Association
and look forward to sharing more updates soon.
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