MEMORANDUM OF UNDERSTANDING
BETWEEN THE SUPERIOR COURT OF CALIFORNIA
COUNTY OF SAN LUIS OBISPO
AND
THE SAN LUIS OBISPO COUNTY EMPLOYEES’ ASSOCIATION
COURT SUPERVISORY UNIT

October 1, 2025— September 30, 2026
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1.

DESIGNATION OF THE PARTIES

A.

TERM

This Agreement is entered into by and between the Superior Court of California County of
San Luis Obispo (hereinafter “Court”), and the San Luis Obispo County Employees’
Association (hereinafter “SLOCEA”).

For purposes of administering the terms and provisions of this agreement:

(1) The Court’s principal authorized agent shall be the Court Executive Officer or his/her
duly authorized representative (Superior Court, 1035 Palm Street, Room 385, San
Luis Obispo, CA 93408; Telephone: 805-706-3650) except where a particular Court
representative is specifically designated in connection with the performance of a
specified function or obligation set forth herein.

2) SLOCEA'’s principal authorized agent shall be SLOCEA’s General Manager or
his/her duly authorized representative (address: 1035 Walnut Street, San Luis Obispo,
CA 93401; Telephone: 805-543-2021)

The term of this Agreement commences on the first day of the pay period that includes the date this
MOU is ratified by both parties or on the first day of the pay period that includes October 1, 2025,
whichever is later, and expires at midnight on September 30, 2026.

RECOGNITION

A.

Pursuant to Sections 71600, et seq. of the Government Code of the State of California, the
Superior Court of California County of San Luis Obispo has recognized the San Luis Obispo
County Employees’ Association as the exclusive representative of the employees in the Court
Supervisory Unit.

The Association shall continue to retain, (1) its articles of incorporation dated November 2,
1969, (2) its by-laws dated October 13, 1971, and (3) its local autonomy and control over its
(a) operations, (b) power to make and enforce contracts with the Court, and (c) performance
of its contractual and representational obligations with the Court and its employees.

The term “employee” or “employees” as used herein shall refer to those persons in the Court
Supervisory Unit occupying positions in the attached list of classifications (Exhibit A), which
are allocated as regular full-time or regular part-time, working 12 months per year, normally
working 80 hours per pay period. The list of classifications may be revised during the term of
the Labor Agreement through negotiations in keeping with the Court’s Employer-Employee
Labor Relations Rules. Not included within the term “Employee” are all other persons in non-
permanent part-time positions, temporary or extra help or persons on contract with the Court.

RENEGOTIATION

Negotiations shall begin no later than forty-five (45) days prior to expiration of this Agreement or
otherwise as mutually agreed.
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MANAGEMENT RIGHTS

The Court retains, solely and exclusively, all the rights, powers, and authority exercised or held prior
to the execution of this Agreement, except as expressly limited by a specific provision of this
Agreement. Without limiting the generality of the foregoing, the rights, powers and authority retained
solely and exclusively by the Court and not abridged herein include, but are not limited to, the
following:

To manage and direct its business and personnel; to create, change, combine or
abolish jobs or departments in whole or in part; to subcontract or discontinue work
for economic or operational reasons; to direct the work force; to increase or decrease
the work force and determine the number of employees needed; to hire, transfer,
promote, terminate, discipline, and layoff employees; to establish work standards,
hours of operation and reasonable workload; to specify or assign work requirements
and overtime; to schedule working hours; to maintain the efficiency of operations; to
determine the type and scope of work to be performed and the services to be provided;
to determine the methods, processes, means and places of providing services; to take
whatever action necessary to prepare for or operate in an emergency; to coordinate,
consolidate and merge the court and support staff.

Nothing in this Article shall be construed to limit, amend, decrease, revoke or otherwise modify the
rights vested in the Court by any law regulating, authorizing or empowering the Court to act or refrain
from acting. However, the Court agrees to confer with SLOCEA upon request in regard to the impact
of any proposed subcontracting of services, which would result in the elimination of unit members’
jobs.

WORK SCHEDULES

A. Employees shall be scheduled to work on regular work shifts having regular starting and
quitting times. Except for emergencies, employee work schedules shall not be changed
without 24-hour prior notice. Nothing herein shall be construed as a guarantee of a minimum
number of hours of work per day or per week. Nothing herein shall be construed to modify
whatsoever a workday or work week as defined by the Court.

B. The Court shall determine work schedules including regular starting and quitting times.
Staggered work schedules may be established by the Court.

C. The Court and SLOCEA jointly recognize that regular authorized rest periods are beneficial
both to employees personally and to the productivity of the Court. Subject to work
assignments and departmental requirements:

(1) Two 15-minute rest periods shall be allowed during each 8-hour workday;

) A rest period or a meal break should be allowed near the end of each two-hour period
of work including overtime;

3) Courts in session shall make good faith efforts to ensure that these provisions are
complied with.
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ALTERNATIVE WORK SCHEDULE PROGRAM

Employees may request and the Court Executive Officer or their designee may utilize
an alternative work schedule whenever such schedule will be beneficial to the Court.
Any alternative work schedule must meet the needs of the Court and must not create
overtime under this MOU or as required by law. An alternative work schedule must be
in accordance with a written agreement between the employee and the Court Executive
Officer or designee. Alternative work schedules will only be approved where
operational needs are met, including but not limited to supervision requirements and
coverage needs. An AWS request may be denied, or an existing AWS agreement may
be discontinued if, at any time, the AWS does not meet the needs of the Court.

7. WORK LOCATION

A. Except in cases of emergencies, employees will not be reassigned from their designated
normal work locations without prior notice. If the reassignment is intended as a permanent
change, the Court shall give the employee at least one week’s advance notice. The designated
normal work location is the place at which the employee spends the largest part of her/his
regular workdays or working time or the place to which she/he returns upon completion of
special assignments. Said notice provision may be waived by written agreement of the
employee.

B. The parties agree that employees on temporary assignment to another location will:
(1 Receive mileage reimbursement for miles traveled between home and the temporary

work site that are in excess of the miles traveled between home and the employee’s
normal work location.

2) Receive an estimate of the length of the temporary assignment.
8. WAGES
A. Effective the pay period that includes October 1, 2025, or upon ratification by both parties,

whichever is later, employees will receive a three and a quarter percent (3.25%) wage increase. Each
regular employee who is in paid status or on approved leave as of October 1, 2025, or at the time of
ratification, whichever is later, shall receive a one-time, “off schedule” lump sum gross amount of $1000.
Payment will be subject to applicable payroll taxes.

In the event the JCC allocates additional funding in FY2025-2026 to the Court's unrestricted funds, the
Court shall notify SLOCEA. If requested by SLOCEA, the parties shall reopen negotiations for the
limited purpose of negotiating additional compensation. Such reopener must take place beginning no later
than thirty (30) calendar days from the Court’s notification and shall continue for thirty (30) calendar days
or until the parties reach agreement, whichever is shorter. In the event the parties do not reach agreement,
the reopener negotiations shall conclude, and the terms of the MOU shall remain unmodified. The time
limits in this section can be extended upon mutual agreement of the parties.

B. If during the term of this agreement, the Court determines that it is necessary to furlough due to

budgetary shortfalls, SLOCEA agrees to meet and confer with the Court within thirty (30) days of receiving
such request.
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C. COMPACTION

Effective the pay period that includes October 1, 2025, or upon ratification by both parties,
whichever is later, the Courtroom Operations Supervisor and Supervising Court Reporter salary
ranges shall be adjusted to the following:

Step 1 Step 2 Step 3 Step 4 Step 5
Courtroom Operations Supervisor | 37.47 39.44 41.52 43.70 46.00
Supervising Court Reporter 52.94 55.73 58.66 61.75 65.00

Wage increases agreed to in Article 8 will take effect after adjusting the salary range.

9. RETIREMENT PLAN

A. Tier I Benefits

For employees hired prior to January 1, 2013, the Court will continue to participate in a
retirement plan and will maintain the benefit of 2% (@ 55 with an eighty percent (80%) cap
on the maximum retirement benefit percentage. An employee’s final average compensation
will be the average of the employee’s highest twelve (12) consecutive months of employment
while a member of the SLO County Pension Trust.

The total amount that will be contributed to the retirement plan for each employee will be
based on the employee’s age at the time of entry into the plan. Currently the Court’s share of
the total rate shall be equal to the employer appropriate as determined by Pension Trust. An
individual employee’s rate shall be the difference between the total rate and the Court’s share.
Effective the pay period to include June 1, 2016, employees shall pay the employee share
of pension contribution.

All adjustments made to the retirement plan by the County Pension Board of Trustees
and/or the County Board of Supervisors during the term of this MOU, October 1, 2025, to
September 30, 2026, will be attributed one hundred percent (100%) to the Court’s share.
Future adjustments made to the retirement plan by the County Pension Trust Board of
Trustees and/or the County Board of Supervisors will be attributed fifty percent (50%) to
the Court’s share and fifty percent (50%) attributed to the employee’s share. After the
term of this agreement future adjustments will be shared at a 50/50 split between the
Court and the employee. Any future adjustment to the pension obligation bond rate paid
to the County will be borne by the Court.

B. Tier III Benefits

Employees hired on or after January 1, 2013, shall receive retirement benefits consistent
with the Public Employee’s Pension Reform Act (PEPRA) or other applicable legislation.
For these new hires, the employee contributions through payroll deductions will be
consistent with Pension Trust regulations, PEPRA, or other applicable legislation.

All adjustments made to the retirement plan by the County Pension Board of Trustees
and/or the County Board of Supervisors during the term of this MOU, October 1, 2025, to
September 30, 2026, will be attributed one hundred percent (100%) to the Court’s share.
Future adjustments made to the retirement plan by the County Pension Trust Board of
Trustees and/or the County Board of Supervisors will be attributed fifty percent (50%) to
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10.

the Court’s share and fifty percent (50%) attributed to the employee’s share. Any future
adjustment to the pension obligation bond rate paid to the County will be borne by the
Court.

Employees have no option to receive the contributed amounts directly instead of having them
paid by the Court to the retirement plan.

The Court’s “pick-up” of the employees’ retirement plan contributions is based upon the tax
treatment permitted by the California Franchise Tax Board and the Federal Government under
Internal Revenue Code Section 414(h)(2) and Revenue Rulings 77-462 and 81-36. It is
understood that the State Legislature or Congress may alter the statutory authority for this tax
treatment, and the Franchise Tax Board, or the Internal Revenue Service or United States
Department of Treasury may alter the aforementioned Revenue Rulings, either by other
rulings or regulations. The Court’s payment of employee Social Security Tax is currently
taxable. It is understood that this tax treatment is also beyond the Court’s control.

SLOCEA shall defend, indemnify and save harmless the Court, its representatives, agents and
employees from any and all claims, demands, damages, costs, expenses, or liability, including,
but not limited to, liability for back taxes, and all claims of any type by the Internal Revenue
Service, the California Franchise Tax Board, unit members, or their heirs, successors, or
assigns, arising out of this Agreement to partially pay the employees’ contribution to the
retirement plan or the Court’s payment of the employees’ Social Security Tax.

If the Court, during the life of this Agreement, decides not to participate or to modify its
participation in the San Luis Obispo County Pension Trust, the Court will meet and confer
with SLOCEA regarding the impacts of this decision.

Pension Trust DROP Program

Both parties agree to meet and confer regarding the Pension Trust’s Deferred Retirement
Option Program (DROP) during the period of January 15, 2022, through February 15, 2022.
Any changes regarding the DROP will be mutually agreed upon.

BENEFITS

A.

The Court has the right to change medical, dental and/or vision providers during the course
of this agreement.

Health Insurance

(D All employees shall be enrolled in one of the health plans offered by the Court,
except as otherwise noted in Article 10.B(3) below.

2) Effective the pay period that includes November 23, 2025, the Court will
contribute the following amounts based on the medical coverage level elected by
the employee:

Plan Type Monthly Court Contribution
Amount

Employee Only $1100

Employee Plus One $2150

Employee Plus Family $2750

In the event the amount contributed by the Court as specified above becomes
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)

(4).

insufficient to cover “employee only” health, dental, and vision under a plan(s)
offered through the Court, either party may request to meet and confer mid-term.

Employees shall only be permitted to use the Court contribution for:
(a) Employee-only medical, vision and dental coverage;

(b) If the employee has dependent coverage, the balance of the Court
contribution shall be used to pay those premiums;

(©) Any portion of the Court contribution not needed for dependent coverage
shall be applied to an employee cash-out. The Court’s obligation to make
these contributions shall not exceed the total contribution amounts
identified above. In no event shall any portion of this contribution be made
available to the employee as salary or in any other manner than those
provided in this Article.

Employees may choose to opt not to participate in Court-provided group medical
insurance, provided they submit to the Court proof of alternative medical insurance
coverage. For those employees, effective the pay period that includes November
23, 2025, or following ratification, whichever is later, the Court shall contribute
five hundred and seventy-five dollars ($575) per month toward the cost of
employee benefits.

Employees shall only be permitted to use the Court contribution for:
(a) Employee only- vision and dental coverage;

(b) If the employee has dependent coverage, the balance of the Court
contribution shall be used to pay those premiums;

(©) Any portion of the Court contribution not needed for dependent coverage
shall be applied to an employee cash-out. The Court’s obligation to make
these contributions shall not exceed the total contribution amounts
identified above. Inno event shall any portion of this contribution be made
available to the employee as salary or in any other manner than those
provided in this Article.

Domestic partners shall be eligible for dependent coverage under the Court’s health
insurance programs.

If the Court, during the life of this agreement, decides not to participate or to modify its
participation in the CalPERS health insurance program, the Court will meet and confer with
SLOCEA regarding the impacts of this decision.

The Court will provide each employee with a group life insurance policy with a thirty-
thousand-dollar ($30,000) death benefit, paid for by the Court.

The Court agrees to participate in a post-employment health plan (PEHP), which is to be
funded with one-half (1/2) of all outstanding sick leave balances, up to a maximum of
seven hundred and twenty (720) hours, at the time of separation of employment.
Employees with at least five (5) years of service at the time of separation or retirement
shall participate in the plan.
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F. WELLNESS AND FITNESS REIMBURSEMENT

Employees shall be eligible for wellness and fitness reimbursement in the amount of
$200 per year for one of four health maintenance alternatives.

The first alternative is a health care examination by a medical doctor of the employee’s
choosing.

The second alternative is a non-transferable weight control/nutrition counseling program
of the employee’s choosing. Programs selected must meet the following criteria: 1) the
program must be a facility based in San Luis Obispo County (no TV or mail order
programs); 2) the program must have a primary focus of long-term weight
control/nutrition counseling; 3) regular supervised meeting/counseling sessions. Items
which are not eligible for reimbursement under this option are: food, drugs, books,
videos, tapes or home exercise equipment.

The third alternative is a Smoking Cessation Program of the employee’s choosing.
Smoking Cessation Programs must meet the following criteria: 1) the program must be a
facility or program based in San Luis Obispo County (no TV or mail order programs); 2)
the program must have as a primary focus long-term change to stop smoking. Items which
are not eligible for reimbursement under this option are food, drugs, books, videos or tapes.

The fourth alternative allows employees to participate in a physical fitness/wellness
activity. Examples of authorized physical fitness/wellness expenses are: fitness center
(gym) membership, stress management program including massages, community
recreation department program, or a formalized fitness program.

All amounts reimbursed will be treated as taxable income. Employees can submit a
Reimbursement Claim Form in NeoGov. Employees will only be reimbursed for services
received within the program year. Employees may submit a maximum of four claims per
program year that equals up to $200.00. The program year is November 1 through October
31 each year.

11. SICK LEAVE/BEREAVEMENT LEAVE

A.

SICK LEAVE ACCRUAL

(1) All regular full-time employees shall accrue sick leave at the rate of 3.69 hours for
each pay period of service. Accrual of sick leave shall be limited to two hundred sixty
(260) working days. Accrual for eligible part-time employees shall be prorated
accordingly.

2 For purposes of benefit accrual, service shall be defined as all paid work time and all
paid leave time.

3) Unless otherwise required by law, computing of sick leave shall be based on a one-
half hour minimum.

SICK LEAVE PAY
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For purposes of benefit payment, total rate of pay shall be defined as salary determined by the
step to which the employee is appointed in the salary range of the class to which the
employee’s position is assigned.

SICK LEAVE USE

(1) Sick leave with pay shall only be granted upon notification of the employee’s
immediate supervisor or his or her designee in cases of illness or disability, including
disability resulting from pregnancy, or in the event of illness or death of a relative as
set forth in paragraphs (2)-(4), below. The Court may require an employee to provide
verification from a health care provider, in the case of sick leave taken for injury or
illness, or a death certificate, in the case of sick leave taken for bereavement, regarding
the sick leave requested or taken.

2) Employees may use their accrued sick leave without limitation (and provided it has
been approved) for injury, illness, or health care appointments of the employee.

3) Employees may use their accrued sick leave without limitation (and provided it has
been approved) for injury, illness, or health care appointments of the employee’s
child, parent or spouse.

4) Employees may use their accrued sick leave (with approval), up to six days per
calendar year, for the illness, injury, or health care appointments of a sister, brother,
parent-in law, grandparent, grandchild, the corresponding relative by affinity, or any
person residing in the immediate household of the employee at the time of illness.

INTEGRATION OF SICK LEAVE

(1) In the event an employee is absent due to a court-service connected disability for
which he/she is receiving disability indemnity payments under the workers’
compensation provisions of the Labor Code, he/she may use his/her accumulated sick
leave only to such an extent as will result in a combined monthly income from sick
leave pay and indemnity payments which will be no greater than his/her regular salary
for a like period of time until all balances of his/her accumulated leave are exhausted,
or his/her disability indemnity payments are discontinued.

SICK LEAVE PAYOFF

The termination of an employee who has five years or less service with the Court as a
permanent employee, shall abrogate all sick leave accumulated to the date of termination and
the employee shall not be compensated in any way for such sick leave. Upon the termination
of an employee who has more than five years of service with the Court as a permanent
employee, such employee shall be entitled to receive payment for one-half of his/her accrued
sick leave up to a maximum of 90 days at the employee’s rate of pay as of the date of
termination; provided that in the event of termination by dismissal the employee shall not be
entitled to any payment for any accrued sick leave. Employees laid off because of a reduction
in force shall not be entitled to payment for accrued sick leave unless such employee declines
placement on any recall list that may be established by the Court, or until such time as the
employee is removed from any recall list.
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F. SICK LEAVE HOURS EXCHANGE FOR VACATION HOURS

(1) Employees who have more than five (5) years of service with the Court as permanent
employees shall be entitled to exchange two hours of sick leave for one hour of
vacation. The maximum number of hours that can be exchanged during a calendar
year shall be eighty (80) sick leave hours for forty (40) vacation hours. Provided
however, such employees must maintain a minimum balance of two hundred and
forty (240) hours of sick leave and shall only be permitted to exchange those sick
leave hours over the required two hundred and forty (240) hour sick leave balance.

2) Additionally, Article 14(B), Vacation Time, of this agreement, shall apply with
respect to maximum number of hours of accrued vacation hours.

G. BEREAVEMENT LEAVE

(D The Court Executive Officer or designee shall authorize a leave of absence with
pay to an employee due to the death of their parent, parent-in-law, spouse, child,
sister, brother, brother-in law, grandchild, grandparent, grandparent-in-law,
domestic partner, step-relationships of the same categories, , reproductive loss, or
the death of any person residing in the immediate household of the employee at
the time of death. An intervening period of absence for medical reasons shall not
be disqualifying when, immediately prior to the absence, the person resided in the
household of the employee. Such bereavement leave shall be authorized for up to
five (5) eight hour days (40 hours) per occurrence. The employee shall give notice
to his/her immediate supervisor as soon as possible and shall, if requested by the
employee's supervisor, provide substantiation to support the request upon the
employee's return to work.

2) If the death of a person as described above requires the employee to travel over
400 miles one way from his/her home, additional time off with pay shall be
authorized for up to two (2) additional days (16 hours).

3) Part-time employees will be eligible for bereavement leave on a pro rata basis,
based on the employees' fractional time base.

11.5 - SUPERVISOR PAID LEAVE BANK /VOLUNTARY UNPAID LEAVE TIME
A. Supervisor Paid Leave Bank

The Court shall establish a supervisor paid leave bank. In the pay period that includes October 1,
2024, the Court shall make a one-time deposit of paid leave hours into employees’ supervisor
paid leave banks at the following rates: ten (10) hours to each employee in their first through
fourth year of service; twenty (20) hours to each employee in their fifth through ninth year of
service; thirty (30) hours to each employee in their tenth through fourteenth year of service; and
forty (40) hours to each employee in their fifteenth or greater year of service. Employees are not
entitled to receive payment for unused supervisor paid leave hours upon separation from
employment.

B. Voluntary Unpaid Leave Time

Supervisory Unit employees may request up to fifty-six (56) hours of voluntary unpaid leave time
per fiscal year. Requests for voluntary unpaid leave time pursuant to this section shall be treated
as leave without pay, shall be subject to the approval of the Court Executive Officer or designee,
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and shall be granted in situations in which court operations will not be adversely affected.
Requested voluntary unpaid leave time must occur no later than three (3) months after the date of
the request. For the purposes of this section, voluntary unpaid leave time shall count as time spent
in the salary step for purposes of computing the eligibility for further salary increases.

12. DISABILITY INSURANCES

12.1 Long Term Disability Insurance (LTD)

Effective upon ratification of the Agreement, or as soon as thereafter as permitted by the Long-

Term Disability Insurance benefit carrier, the Court shall enroll and pay for Unit 19 employee’s

participation in the Long Term Disability Insurance benefit plan.

12.2 State Disability Insurance (SDI)

A. Registration and Withholding
The Court will register the employees represented by the Union with the Employment
Development Department for the purpose of providing State Disability Insurance (SDI)
coverage within 120 days of the effective date of this MOU.

B. Integration of Sick Leave and Vacation Pay with SDI Benefits

An employee who wishes to integrate sick leave and vacation pay with SDI benefits must
provide the following information to the Court within one week of being disabled from

work:

1. The date the disability or illness commenced;

2. The estimated duration of the disability;

3. A telephone number where the employee can be reached,

4. The election to use sick leave/vacation during the first week of disability;
5. Whether the employee plans to file for SDI benefits;

6. The election to integrate sick leave and vacation pay with SDI benefits.

An employee who is eligible for SDI benefits and who has made a timely election to
integrate shall be paid a biweekly amount (accumulated sick leave/vacation) which, when
added to SDI benefits, is approximately equal to the employee’s normal biweekly net pay
after taxes (excluding overtime). These payments shall be made on normal Court paydays.

If the employee does not notify the Court of the desire to integrate sick leave and vacation
pay with SDI benefits, no integration will occur. However, one time only during the
disability period, the employee may elect to integrate after the initial week has passed. In
such cases, integration will occur at the start of the next pay period and will be prospective
only.

Employees must notify the Court of any change in status (either health or the length of
disability) that may affect the employee’s return to work.

13. PAY ON PROMOTION

A. Any employee who is promoted to a classification with a higher pay range shall be placed on
the step of the range allocated to the new classification which would grant such employee an
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increase in pay nearest to five percent (5%) but not less than four percent (4%) over the pay
previously received by the employee; provided, however, the increase may exceed five
percent (5%) at the discretion of the Court Executive Officer, and that such increase shall not
exceed the top step of the range allocated to the new classification.

The Court Executive Officer may authorize the placement of employees at any step within
their classification’s salary range.

14. VACATION TIME

A.

Vacation is accrued at the following rates: from the start of employment to the completion of
the fourth year of service at the rate three and seven tenths (3.7) hours per pay period of full-
time service (96 hours/year); from the start of the fifth year of service to the completion of the
ninth year of service at the four and ninety-two one hundredths (4.92) hours per pay period of
full-time service (128 hours/year); after the completion of the ninth year of service, credit shall
be granted at the rate of six and forty six hundredths (6.46) hour per pay period of full-time
service (168 hours/year) and from the start of the fifteenth year of service at the rate of seven
and seven tenths (7.7) hours per pay period of full-time service (200 hours/year). Employees
with previous experience as an employee of either the Court or any other California Superior
Court, either before or after the effective dates of the Trial Court Funding Act and the Trial
Court Employment Protection and Governance Act, or as an employee of the California
Traffic School Institute assigned to the Court, will receive credit for that time served only for
purposes of determining their vacation accrual rate when they start employment with the
Court. _For newly hired employees, commencing with the parties’ new MOU, employment
with Federal, State, City or County agencies within the County of San Luis Obispo will be
included for purposes of determining vacation accrual rates. For existing employees seeking
credit for previous time served, the adjustment to their vacation accrual rate will be prospective
only from the date the Court receives notification from the employee.

The total number of vacation hours which may be accrued is 400 hours. Once an employee
has accrued this maximum, the employee ceases to accrue vacation until he/she uses vacation
and drops below the maximum. Accrued, unused vacation will be paid upon termination of
employment.

An employee must use his/her personal leave day before using a full day of vacation.

Employees shall accrue vacation for each year of actual full-time service. Regular part-time
employees shall earn vacation allowances on an hour for hour accrual basis, up to a maximum
of forty (40) hours worked in a week.

For purposes of vacation accrual, full-time service shall be defined as all work time and all
paid leave time.

Requests for vacation shall be submitted to the employee’s immediate supervisor in writing
in a reasonable amount of time in advance of the requested date(s) and shall be approved or
denied in writing within a reasonable amount of time after submission, not to exceed ten (10)
working days from submission in any case. Denial of a request to use accrued vacation shall
not be arbitrary or capricious, but rather shall require a finding that approval would disrupt the
operations of the Court. Approval, once granted, shall not be subsequently rescinded unless,
in the determination of the Court Executive Officer, an unforeseen disruption of court
operations would result. In any such case, if the employee incurred actual, unreimburseable
costs associated with vacation plans made after the time of the Court’s original approval, the
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15.

16.

17.

18.

Court will reimburse the employee for those costs. The employee must submit documentation
in support of the request. Costs incurred by the employee prior to the Court’s written approval
of the vacation request are not eligible for reimbursement by the Court.

G. Vacation Cash Out
Employees with more than five years of continuous service may - no more frequently than
once every fiscal year and at the sole discretion of the Court Executive Officer - request pay
for up to eighty (80) hours of accrued vacation in lieu of time off. Vacation conversion will
not be considered unless the employee would still have maintained an accrued vacation
balance of at least two hundred (200) hours after the conversion. Such vacation conversion
shall be at the employee's hourly rate in effect at the time of payment. The availability of the
vacation cash out program will be applied equally to all eligible employees on a fiscal year

basis.
JURY DUTY
A. Time spent on jury duty will be considered as time worked for the day and the actual hours

utilized will reduce the scheduled workday accordingly.

B. Employees will be granted jury duty time whether or not the hours of jury duty fall within
his/her regular work hours.

WITNESS PAY

A. The parties agree that time spent serving as a witness in a case related to the employee’s job,
will be considered leave with pay.

B. Whenever any full time permanent employee is required to be absent from work by a proper
subpoena, issued by a court or commission legally empowered to subpoena witnesses, which
compels his/her presence as a witness, unless he/she is a grievant, party or an expert witness,
he/she shall be allowed the time necessary to be absent from work at his/her regular pay to
comply with such subpoena, provided he/she deposits any witness fees, except mileage, with
the Court.

DEFERRED COMPENSATION

Unit members shall continue to be eligible to join the County’s Deferred Compensation Plan, as long
as the County maintains it. Said employees will be bound by the same Plan, rules and participation
agreements as are generally applicable to County employees. SLOCEA acknowledges that the County
retains the right to alter, amend, or repeal the current plan, rules, and participation agreements at any
time, and further acknowledges that the Court retains the right to withdraw from the County’s Deferred
Compensation Plan and/or to establish, alter, amend, or repeal a plan of its own, including rules and
participation agreements, at any time.

EDUCATION REIMBURSEMENT

A. Employees will be eligible for a maximum reimbursement of five hundred dollars ($500) per
fiscal year.
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20.

B. The reimbursement will be paid in the following manner.

(1) Prior to enrolling in a course, employees must secure department head approval that
the course work is job-related and submit to the department a proposed expenditure
request. The department head must then obtain expenditure approval from the Court
Executive Officer.

2) Upon conclusion of the coursework, the employee must submit proof of a “C” grade
or better, “Pass” or other appropriate notice of successful completion to his/her
department head along with an expenditure claim for fees, tuition, books, or other
required course materials. Such claims shall be forwarded by the department head
through the Director of Human Resources to the Court’s Fiscal Services Department
for payment to the employee.

3) Education reimbursement may be used for all expenses related to approved
coursework, seminars, or job-related professional training, including registration fees,
tuitions, travel, lodging, and meal expense.

BILINGUAL DIFFERENTIAL

A. Employees designated by their department head to perform bilingual duties shall receive a
monthly stipend to compensate for the additional skill demands placed upon them.

B. The stipend shall be either $80 per month for less than full-time use, or $150 per month for
intense use that is required for successful performance of their duties.
€)) The $80 rate shall be paid to Court employees who use bilingual skills on a frequent

but intermittent basis. This skill is secondary to the normal job function.

2) The $150 rate shall be paid Court employees who use bilingual skills every workday
as a regular and routine part of the job. The use of bilingual skills is a primary element
of these employees’ jobs.

3) A proficiency differential of an additional $30 per month shall be paid to employees
who have the ability to translate correspondence.

C. In any case, the Court must determine that bilingual skills are essential for the successful
performance of that job. Rules regarding the administration of this Article shall be set forth in
the Court’s personnel policies. Discretion for this differential remains with the Court
Executive Officer or his designee.

ORIENTATION

At any Court orientation program for new Court employees within SLOCEA represented bargaining
units, the Court will distribute to new employees represented by SLOCEA an envelope of orientation
material supplied by SLOCEA. The material provided and distributed will be intended to introduce
SLOCEA and shall be satisfactory to the Court Executive Officer or designee. At any formal Court
orientation program, the Court agrees to allow a representative from SLOCEA 15 minutes of time to
review the orientation materials provided by SLOCEA.
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22.

TIME-IN-SERVICE

A.

Time-in-service units shall be accrued based on employee type—full-time, three-quarter time,
or half-time.

If the employee works the minimum hours for his/her type, full time-in-service is accrued.
Therefore, if the employee works more than the minimum number of hours for his/her type,
no additional time in service is accrued.

If the employee works less than the minimum number of hours for his/her type, he/she will
accrue time-in-service in the proportion that the actual hours worked bears to the minimum
for his/her type.

Time-in-service shall be defined as all work time and paid leave (vacation and sick leave)
time.

Longevity Recognition: The Court will recognize employees who have been employed
for ten (10) years, and in five-year increments, thereafter, employees will have the option
of either receiving five-hundred dollars ($500) or two days off with pay. If days off is
selected, the employee will have six months from notification of the milestone to use the
day off.

REGULAR OVERTIME

A.

“Overtime” means the time spent in the performance of work ordered or authorized by the
Court Executive Officer or his or her designee which is in excess of forty hours in any
workweek.

Any time used by employees traveling to and from seminars, conferences or training sessions
which is beyond the normal working hours of the employee shall not be considered as time
worked and shall not be used to compute overtime unless specifically authorized by the Court
Executive Officer or his or her designee in advance of travel.

Employees shall receive either compensatory time off or pay calculated at time and one-half
for all authorized paid time in excess of forty hours in any workweek. The determination as
to whether overtime shall be paid, or compensatory time off shall be granted is at the sole
discretion of the Court Executive Officer or his/her designee. When an employee has
accumulated the maximum allowable compensatory time, any overtime worked thereafter will
be paid at the rate of time and one-half. At the time of separation from service with the Court,
unused compensatory time off shall be paid at the rate of the higher of the following: (i) the
average regular rate received by the employee during the final three years of his/her
employment; or (ii) the final regular rate received by the employee. Management will not
unreasonably deny proper employee requests for use of compensatory time off.

The maximum accumulation of compensatory time by each employee per fiscal year will be
established at the discretion of the Court Executive Officer or his or her designee. In no event
can an employee accumulate compensatory time off in excess of one hundred twenty (120)
hours for eighty (80) hours worked.

An employee must use his/her personal leave day before using a full day of compensatory
time.
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HOLIDAYS

A. The Court may change the terms and conditions controlling the use of paid holidays for all
permanent and probationary employees of this unit during the term of this Agreement.

B. Judicial Branch holidays are established by Government Code section 6700 and Code of
Civil Procedure section 135, as amended. Employees will receive paid days off for those
holidays.

By way of example, the current holidays, subject to legislative change, are:
1. January 1 (New Years Day);
2. The third Monday in January (Martin Luther King Day);
3. February 12 (Lincoln’s Birthday);
4. The third Monday in February (President’s Day);
5. March 31 (Cesar Chavez Day)
6. The last Monday in May (Memorial Day);
7. June 19% (Juneteenth)
8. July 4 (Independence Day);
9. First Monday in September (Labor Day);
10. Fourth Friday in September (Native American Day;
11. November 11 (Veterans Day);
12. That day in November designated as Thanksgiving Day;
13. The Friday in November immediately following the day designated as Thanksgiving
Day;
14. December 25 (Christmas Day);
C. Holidays shall be as set forth as above, with one exception:

Lincoln’s Birthday (February 12th)

(1) Employees will now work a regular workday on Lincoln’s Birthday, which the Court will

(2)

(3)

(4)

(5)

use as an employee training day, given that the courthouses are closed to the public on
that day.

In lieu of the paid Lincoln’s Birthday holiday, the Court will grant full-time
employees one (1) paid eight (8) hour floating holiday at their regular rate of pay, per
fiscal year. Part-time employees will receive a floating holiday of fewer hours, pro-
rated to their time base. This one (1) paid eight hour floating holiday is in addition to
any Floating Holidays provided in section D below.

Floating holiday approval and scheduling will take place consistent with the Court’s
applicable vacation approval/scheduling process.

If an individual becomes a Court employee after Lincoln’s Birthday, said employee
will not receive the floating holiday in that fiscal year.

If an employee is unable to attend work on the identified employee training day, they
will use their accruals in accordance with applicable leave policies.
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Employees will accrue five (5) personal leave days per fiscal year, provided it does not result
in an accrual of more than five (5) personal leave days at any time. The personal leave day
must be the first full day of paid leave used (i.e., before a full day of vacation or full day of
compensatory time). Unused personal leave days shall be cashed out upon separation from
employment.

Permanent status part-time employee shall accrue this personal leave time on the same pro
rata basis as their part-time schedule bears to the full work schedule of their department.

Holiday Leave for Permanent Part-Time Employees: Permanent part-time employees shall
take holiday time on the same pro rata basis as their part-time schedule bears to the full work
schedule of their department.

SLOCEA RIGHTS

A.

SLOCEA officers may utilize reasonable time during normal working hours for meeting and
conferring with authorized Court management personnel, subject to advance scheduling. The
President of SLOCEA may, after getting approval by the affected department head, use up to
forty (40) hours per year of paid leave time, to attend employee association conferences. This
use of paid leave time is contingent upon SLOCEA’s approval and reimbursement to the Court
of the salary and benefit costs associated with the paid leave. Any time off not approved and
reimbursed by SLOCEA may be taken off using accumulated vacation, compensatory time
off, or leave of absence without pay at the discretion of the President, but in no event shall the
total time off each year exceed forty (40) hours.

Job stewards shall be bargaining unit employees designated by SLOCEA. SLOCEA shall
notify the Court Executive Officer in writing of the name of SLOCEA’s one (1) job steward
for the Court Supervisory Unit. The Court will grant the job steward an aggregate of two (2)
hours per month for the following representational activities: a) attending grievance hearings
at Steps 2 and 3; b) attending “Weingarten” interviews; or ¢) preparing for a grievance meeting
up to a maximum of 30 minutes preparation per meeting. SLOCEA shall provide a monthly
reporting to the Court Executive Officer of the name and time used by month by the job
steward during work hours.

When a steward is attending a “Weingarten” interview, the steward will apprise his or her
supervisor reasonably in advance of any meeting of his/her destination and expected time of
return. The supervisor will grant the request unless work demands require the presence of the
steward at that time. Upon returning to work, the steward will notify the supervisor.

When a steward is attending a grievance meeting, the requirements set forth in paragraph C,
above, shall apply. However, if the steward’s supervisor deems that the work demands require
the presence of the steward during a time that the parties have pre-scheduled a grievance
meeting, SLOCEA may request that the grievance meeting be postponed for no more than
five (5) working days. If the grievance meeting is postponed, the grievant’s time periods for
advancing the grievance to the next level shall be adjusted commensurately.

The SLOCEA steward shall be entitled to an aggregate of four (4) hours of leave per month
for representational-related training. The steward may use vacation or compensatory time off
for such leave. If the steward has exhausted all his/her vacation and compensatory time off,
he/she may request leave without pay which the Court Executive Officer has discretion to
grant or deny.
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F. The Court agrees to allow SLOCEA one (1) steward for the Court Supervisory Unit.

GRIEVANCE PROCEDURE

25.1 — Purpose

A. This grievance procedure shall be used to process and resolve grievances arising under this
MOU.

B. The purposes of this procedure are:
L. To resolve grievances informally at the lowest possible level.
2. To provide an orderly procedure for reviewing and resolving grievances promptly.

25.2 — Definitions

A. A grievance is a dispute of one or more employees, or a dispute between the Court and the
Union, involving the interpretation, application, or enforcement of the express terms of this
MOU.

B. As used in this procedure, the term "immediate supervisor" means the individual identified

by the department head.
C. As used in this procedure, the term "party" means the Union, an employee, or the Court.
D. A "Union representative" refers to a Union steward or staff representative.
25.3 — Time Limits
Each party involved in a grievance shall act quickly so that the grievance may be resolved promptly.
Every effort should be made to complete action within the time limits contained in this procedure.
However, with the mutual consent of the parties, the time limitation for any step may be extended.

25.4 — Waiver of Steps

The parties may mutually agree to waive any step of this procedure.
25.5 — Presentation

At any step of the grievance procedure, the Court representative may determine it desirable to hold
a grievance conference. If such a conference is scheduled, the grievant or a Union steward, or both,
may attend without loss of compensation. A Union representative or job steward may request a
meeting at the first or second step.

25.6 — Informal Grievance

An employee's grievance shall initially be discussed with the employee's immediate supervisor
within ten (10) working days of the occurrence or discovery of the alleged grievance to attempt to
resolve the matter without the need for a formal grievance. Within ten (10) working days, the

immediate supervisor shall give his/her decision or response in writing.

25.7 — Formal Grievance, Step 1
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If an informal grievance is not resolved to the satisfaction of the grievant, a formal
grievance may be filed no later than fifteen (15) working days from the date of receipt of
the written response to the informal grievance.

A formal grievance shall be initiated in writing on a form provided by the Court and shall
be filed with the person designated by the department head as the first formal level of
appeal. Said grievance shall include a statement as to the alleged violation, the specific
act(s) causing the alleged violation and the specific remedy or remedies being sought.

Within fifteen (15) working days after receipt of the formal grievance, the person
designated by the department head as the first formal level of appeal shall respond in
writing to the grievance.

No MOU interpretation or grievance settlement made at this stage of the procedure shall
be considered precedential. All interpretations and settlements shall be consistent with the
provisions of this MOU.

25.8 — Formal Grievance, Step 2

A.

If the grievant is not satisfied with the decision rendered pursuant to Step 1, the grievant
may appeal the decision within fifteen (15) working days after receipt to the department
head or designee.

Within fifteen (15) working days after receipt of the appeal, the department head or
designee shall respond in writing to the grievance.

25.9 — Formal Grievance, Step 3

A.

If the grievant is not satisfied with the decision rendered at Step 2, the grievant may appeal
the decision within twenty (20) working days after receipt to the Court Executive Officer
or designee.

Within twenty (20) working days after receipt of the appealed grievance, the Court
Executive Officer or designee shall respond in writing to the grievance.

25.10 — Response

If the Court fails to respond to a grievance within the time limits specified for any step, the grievant
shall have the right to appeal to the next step.

25.11 — Formal Grievance, Step 4

A.

If a grievance is not resolved at Step 3, within twenty (20) working days after receipt of
the third level response, the Union shall have the right to submit the grievance to the Court
to initiate review by an independent arbitrator. If the grievance is not submitted to such
review within twenty (20) working days after receipt of the third level response, it shall be
considered withdrawn.

Within five (5) working days after the notice requesting third party review has been served
on the Court, or at a date mutually agreed to by the parties, the parties shall meet to select
an impartial arbitrator. If, at this meeting, the parties are unable mutually to select an
arbitrator, they shall request a list of seven experienced labor arbitrators from the State
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27.

Mediation and Conciliation Service, from which the Court and the Union shall alternately
strike names until one name remains and this person shall be the arbitrator.

The arbitration hearing shall be conducted in accordance with the Voluntary Labor
Arbitration Rules of the American Arbitration Association. The cost of arbitration shall be
borne equally between the Union and the Court.

An arbitrator may, upon request of the Union and the Court, issue his/her decision orally
upon submission of the arbitration. Either party may request that the arbitrator put his/her
decision in writing and that a copy be provided.

In the event of a dispute over whether an issue is a proper subject of arbitration, the
arbitrator shall hear that issue prior to opening the record on the merits of the dispute. If
the arbitrator determines the issue is not a proper subject of arbitration, the grievance will
be dismissed, and the matter considered closed. If the arbitrator determines the issue is a
proper subject of arbitration, the matter will be heard on the merits.

The arbitrator shall not have the power to add to, subtract from, or modify this MOU.
However, if the arbitrator in his or her discretion finds it necessary to interpret or apply the
MOU in order to resolve the grievance, he or she may do so. In all arbitration cases
involving a grievance as defined in Section 25.2.A of this Article, the decision of the
arbitrator shall be binding upon the parties.

DISCIPLINE AND DISCHARGE

A.

The parties hereto agree that the procedure described in “Policy 14” of the Courts
“Personnel Policies and Procedures Manual” as revised on September 22, 2014, shall also
be utilized by Bargaining Unit 19 employees in appealing all disciplinary actions imposed
by the court.

The cost of the arbitrator shall be borne equally by the Court and appellant, or SLOCEA,
if the appellant is a SLOCEA represented employee.

EMPLOYEE SAFETY

A.

The Court shall make every effort to provide and maintain a safe place of employment.
SLOCEA shall urge all employees to perform their work in a safe manner. Employees should
be alert to unsafe practices, equipment, and conditions and report any such unsafe practices,
equipment, or conditions to their supervisor.

The Court and SLOCEA agree to meet quarterly to address any safety related concerns.

28. PROBATIONARY PERIOD

A. Probationary Period for New Hires

Each newly hired employee shall serve a probationary period of six (6) months that may be
extended in the Court’s discretion by three (3) months not more than twice (not to exceed a total of
twelve (12) months). The employee shall be provided with advance notice of any extension of his
or her probation. A leave of absence without pay shall not be credited toward completion of the
employee’s probationary period. Probationary employees do not have the right to the disciplinary
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action procedures contained in Policy 14 — Discipline and Discharge, or to grieve disciplinary
actions under article 25 of this MOU.

B. Probationary Period for Promoted Employees

Employees promoted into a new position shall serve a probationary period of six (6) months that
may be extended in the Court’s discretion by three (3) months not more than twice (not to exceed
a total of twelve (12) months). The employee shall be provided with advance notice of any
extension of his or her probation. Prior to the end of the probationary period, an employee receiving
an unsatisfactory evaluation shall be returned to a position in his or her previous classification, if
available, at his or her previous rate of pay bumping out any less senior incumbent employee in the
classification, if necessary. If the employee is returned to his or her former position or another
position in the employee’s previous classification, the employee will receive seniority credit in the
former position for all time spent in the promoted position.

29. PERFORMANCE EVALUATIONS

30.

Employees will be evaluated at least once per year. Only the employee’s current and immediate
past supervisor(s) having direct knowledge of their performance shall evaluate employees covered
by this agreement. Employees shall be given an opportunity to read and sign performance
evaluations prior to the placement of such material in the employee’s personnel file. Employees
shall also be given the opportunity to prepare a written statement responding to the evaluation,
which will also be added to the employee’s personnel file. Employees may take up to twenty (20)
working days in which to submit the written response.

USES OF COURT FACILITIES

A. The Court will provide space in Rooms 220 and 385 of the Main Court and in the break areas
of each of the branch locations, for SLOCEA to place a bulletin board that is 18” x 24” in size.
SLOCEA may post on these boards official business of the Association. Inappropriate or
offensive material will not be permitted. In addition, posted material shall not be of a partisan
political nature, nor shall it pertain to public issues that do not involve the Court or its relations
with Court employees. The Court Executive Officer or his or her designee may remove
postings that do not comply with the requirements of this section. If the Court Executive
Officer or his or her designee removes a posting, he/she will notify SLOCEA.

B. SLOCEA may use Court-occupied, County facilities (meeting rooms) during non-business
hours, if authorized by the Court and the County Department of General Services. Use of such
facilities shall be limited to activities pertaining directly to employer-employee relationships
and not to internal employee organization business such as soliciting membership,
campaigning for office or organization elections, and shall not interfere with the efficiencies,
safety, security, or regular conduct of Court operations. Use of facilities shall also be subject
to availability and current charges.

C. The use by employees of the Court’s facsimile machines, or the Court’s voice or electronic
mail systems, shall be limited to the normal business of the Court, except: 1) stewards may
use the electronic mail system to communicate with members regarding official SLOCEA
business (e.g., notice of upcoming meetings), provided that prior review and approval of the
Court Executive Officer is obtained regarding the content of the communication; and 2)
employees may make incidental personal use of the electronic mail system, during non-work
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32.

33.

hours, provided that such use does not include solicitation or distribution for any purpose and
is consistent with the Court’s policies on use of the electronic mail system.

ASSOCIATION SECURITY - DUES DEDUCTION

A. Any employee in the unit who is currently or, after the effective date of this agreement,
becomes a member of SLOCEA, shall remain a member for the duration of this agreement;
provided, however, that during the month of June of any year of this agreement any member
may withdraw from SLOCEA membership by notifying the Court and SLOCEA through
written cancellation of SLOCEA dues deduction.

B. The Court agrees to continue automatic payroll deduction of SLOCEA dues and additionally
agrees to continue automatic deduction for SLOCEA premiums which are not duplicative of
or competitive with the Court’s insurance plans for which the members of said unit are
eligible. Such deductions shall become effective with the start of the first payroll period after
receipt of the appropriate written and voluntary employee authorization form as developed
mutually by the parties and signed by the employee. The Court further agrees to issue a
monthly check, payable to SLOCEA, for the total amount of the individual deductions.

C. SLOCEA shall indemnify and save harmless the Court of San Luis Obispo, its representatives,

agents, and employees from any and all claims, demands, damages, costs, expenses, or
liability arising out of this Article.

FULL UNDERSTANDING, MODIFICATION, WAIVER

This Agreement sets forth the full and entire understanding of the parties regarding the matters set forth
herein.

Unless otherwise specifically stated in this Agreement, each party agrees that the other party shall not
be required to negotiate with respect to any matter covered herein, but the parties may agree to do so.

No agreement, alteration, understanding, variation, waiver, or modification of any of the terms or
provisions contained herein shall in any manner be binding upon the parties hereto unless made and
executed in writing by all parties hereto, and, if required, approved by the Court and ratified by the
membership of SLOCEA.

The waiver or any breach of any term or condition of this Agreement by either party shall not constitute
a precedent in the future enforcement of all its terms and provisions.

CONCERTED ACTIVITIES

A. It is agreed and understood that there will be no strike, work stoppage, slow-down, picketing
or refusal or failure to fully and faithfully perform job functions and responsibilities, or other
interference with the operations of the Court by SLOCEA or by its officers, agents, or
members during the term of this Agreement, including the recognition of picket lines or
additional compliance with the request of other labor organizations to engage in such activity.
The Court will not lock out employees. In the case of an impasse being declared by either
party after the expiration of this MOU, this section will no longer be in effect until the parties
enter into a subsequent MOU.
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B. SLOCEA recognizes the duty and obligation of its representatives to comply with the
provisions of this Agreement and to make every effort toward inducing all employees to do
so. In the event of a strike, work stoppage, slowdown, or other interference with the operations
of the Court by employees who are represented by SLOCEA, SLOCEA agrees in good faith
to take all necessary steps to cause those employees to cease such action.

C. It is agreed and understood that any employee violating this Article may be subject to
discipline up to and including termination by the Court.

34. IMPLEMENTATION AND EFFECT

This Agreement constitutes a mutual recommendation to be submitted to the Court. It is agreed that
this Memorandum of Understanding shall not be binding upon the parties either in whole or in part
unless and until the Court formally approves said Memorandum of Understanding.

35. PROVISION OF LAW

If any provisions of this Agreement are expressly superseded by a state or federal enactment or are
held to be contrary to law by a court of competent jurisdiction, such provisions will not be deemed
valid and existing except to the extent permitted by law and said provisions shall be deemed severable
from all other sections hereof; but all other provisions will continue in full force and effect. Upon such
severance, at the request of either party, the parties shall meet and confer as soon as possible in a good
faith effort to create a substitute agreement for those provisions superseded or held contrary to law.

For the Court: For SLOCEA:
‘/wgz Chustien
Michael Powell Page D. Chretien
CEO SLOCEA Union Negotiator
Date: 11/06/2025 Date: 11/11/2025
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Exhibit A

Superior Court of California
County of San Luis Obispo

Job Classifications - Bargaining Unit 19

Class Code Title
225 Supervising Court Reporter
251 Courtroom Operations Supervisor
255 Legal Process Supervisor
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