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Non-Represented Employees’
Salaries, Benefits and Related Programs
July 1, 2026 through June 30, 2029

SECTION 1
NON-REPRESENTED CLASSIFICATIONS

The District’s non-represented job classifications include all job classifications
and employees not represented by an exclusively recognized employee
organization.

The District’s Board of Directors may approve new classifications to be added
to the non-represented classification listing below:

General/Confidential (Non- Management (Exempt)
Exempt) Finance Manager

Administrative Specialist Principal Engineer

Facilities and Fleet Supervisor Senior Engineer

Finance Coordinator

Human Resources Coordinator Senior Management (Exempt)
Information Technology Analyst District Clerk

Public Affairs Specialist I/II Engineering Manager

Public Affairs Coordinator Information Technology Manager
Senior Accountant Operations Manager

Senior Administrative Assistant Water Reclamation Manager

Water Reclamation Supervisor

Water Use Efficiency Coordinator Executive Management (Exempt)

Director of Engineering and Operations

Professional /Supervisory (Unclassified/At-Will)
(Exempt) Director of Finance

Associate Engineer (Unclassified/At-Will)
Customer Service Supervisor Director of External Affairs and

Environmental Compliance Supervisor Customer Experience
(Unclassified/At-Will)

Network Administrator Human Resources

Public Affairs Supervisor (Unclassified/At-Will)

Utilities Maintenance Superintendent

Water Treatment and Production

Supervisor



SECTION 2
DURATION

This Non-Represented Employees’ Salaries, Benefits and Related Programs
document shall remain in full force and effect up to and including June 30,
2029. However, if a successor document is not approved by June 30, 2029,
this document shall remain in force until a successor document is approved.

SECTION 3
COMPENSATION

Cost of Living Adjustments (COLAs) — The following COLAs will be
implemented during the term of this three (3) year contract:

Year 1 - Five percent (5%) COLA, effective July 1, 2026.

Year 2 — Four percent (4%) COLA, or the percentage increase in the
Consumer Price Index (CPI)*, whichever is greater, effective July 1, 2027,
The CPI increase shall be based on the most recent twelve (12) month period
ending in April immediately preceding the effective date of the adjustment.

Year 3 — Four percent (4%) COLA or the percentage increase in the
Consumer Price Index (CPI)*, whichever is greater, effective July 1, 2028.
The CPI increase shall be based on the most recent twelve (12) month period
ending in April immediately preceding the effective date of the adjustment.

*CPI based on CPI-U for Riverside-San Bernardino-Ontario preceding 12
months ending in April.

The District partnered with a business services consultant to conduct a
compensation and classification survey of all positions with the results
negotiated into this current contract. Those positions with a salary found to
be under the market median will receive pay increases accordingly to bring
the classification’s salary up to the market median over a period of two fiscal
years as detailed below:

If a classification’s salary is found to be paid 1% to 10% under the market
median, the employees within the classification will receive up to a 5.3%
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increase in year 1, effective July 1, 2026. The employees within those
classifications will receive the remainder of the increase, if applicable, in year
2, effective July 1, 2027.

If a classification’s salary is found to be paid greater than 10% under the
market median, the employees within the classification will receive
approximately half of the increase in year 1, effective July 1, 2026. The
employees within those classifications will receive the remainder of the
increase in year 2, effective July 1, 2027.

Classifications with a salary found to be above the market median will be
Grandfathered (G-rated). With G-rating, the salary range for the
classification is adjusted down to market, however, current incumbents
would continue being paid at the current rate of pay (which would put them
outside of the new and adjusted salary range for the class) and they receive
cost-of-living adjustments until they separate from employment with the
District, or their current rate of pay catches up to the market median. Any
new hires would be paid within the newly established salary range.

G-rated positions will be evaluated annually to assess eligibility of eliminating
G-rated status if their current rate of pay catches up to the market median.

Salary Schedule - Refer to Appendix A for the Salary Schedule effective July
1, 2026, and Appendix B for the full Salary Range Table.

Pay for Performance - The Pay for Performance Program is a discretionary
incentive program that allows for up to an additional ten percent (10%) of
base salary for management and five percent (5%) of base salary for other
non-represented employees, aligned with the performance review cycle, to
be paid out annually in lump sum form for commendable performance.
Employees are eligible for the program upon completion of probation.

Pay for Performance is utilized for those employees whose performance
consistently meets or exceeds expectations as defined by efforts toward
divisional and personal goal achievement, successful ratings on evaluation
core competencies, and for those who have been identified as giving
world class customer service, have established more efficient business
processes, or generate ideas resulting in cost savings for the District.



An employee must at least “meet expectations” in all core competencies on
their annual Performance Evaluation to be eligible for this program. It is at
the supervisor’s discretion to determine the percentage recommendation for
their staff’s Pay for Performance incentive. Also, an employee may not have
received formal discipline during the rating period to be considered eligible
for this program.

Employees with performance that either “Meets Expectations,” “Exceeds
Expectations,” or “Far Exceeds Expectations,” will have the opportunity to
participate in the Pay for Performance Program and have the potential to
earn a lump sum payment of up to 5% of base salary.

If base pay is above the maximum: Employees with pay frozen at or above
the maximum of their range and perform at “Meets Expectations,” “Exceeds
Expectations,” or “Far Exceeds Expectations,” will have the opportunity to
participate in the Pay for Performance Program and have the potential to
earn a lump sum payment up to 5% above the range maximum.

Pay for Performance Evaluation Procedure - The process for the Pay
for Performance evaluation is as follows:

1. Core competencies, goals and objectives will be determined at the
beginning of the fiscal year.

2. Supervisors and managers will meet with staff to communicate
Department and individual goals as well as recommended actions
staff should take to achieve these goals.

3. Prior to the end of the rating period (June 30th), staff will be asked
to complete a self-evaluation relating to the core competencies,
goals and objectives, and overall performance for their supervisor
to review.

4. At the end of the rating period, after self-evaluations are submitted,
a performance evaluation will be completed to document each
employee’s accomplishments relative to the core competencies,
goals and objectives, and overall employee performance. This will
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assist the supervisor in determining eligibility and the percentage
recommendation for the Pay for Performance incentive.

5. The General Manager/CEO or designee will review all incentive
recommendations and give final approval.

6. Incentive checks will be distributed on the first Friday of the new
fiscal year, unless July 4th happens to fall on the first Friday of the
new fiscal year then the incentive check will be distributed on the
second Friday of the fiscal year.

7. If an employee does not agree with the incentive percentage
recommended by their supervisor, they may speak with Human
Resources, and if the issue is not resolved, they may request a
meeting with the General Manager/CEO.

SECTION 4
WORKING OUT OF CLASSIFICATION

Employees in the unit assigned to work in a higher classification in excess of
ten (10) consecutive working days, upon supervisor recommendation, will
be granted a five percent (5%) salary increase or the "A" step of the higher
classification, whichever is greater, for all time worked in the higher
classification beginning with the eleventh (11th) work day, except for an
employee in a trainee status.

Increases in pay may be granted to recognize the temporary assignment of
more difficult duties requiring a greater level of skills. "Selected positions
may be authorized additional compensation, rather than being reclassified
to a higher level". Temporary assignments as provided herein will not
exceed one (1) year and shall not be used to avoid reclassification of the
affected position. Increases in pay shall be temporary so long as the higher-
level duties are assigned and performed. All such increases shall be
authorized by the General Manager/CEO and shall not affect an employee's
step advancement in the base range.



SECTION 5
HEALTH AND WELFARE BENEFITS

Percentage Based Employer Contribution Plan - Effective January 1,
2017, the Flexible Benefit Plan was eliminated and replaced by the

Percentage Based Employer Contribution Plan (PBECP).

A. PEMHCA Contribution - The District will pay the Public Employees'
Medical & Hospital Care Act ("PEMHCA") minimum contribution for
employees enrolled in the CalPERS Health Program through the
District. This amount is set by CalPERS annually. For 2026, the
minimum contribution is $162.00 per month.

B. Health Insurance - In addition to the PEMHCA minimum
contribution, all non-represented full-time employees shall be eligible
to participate in the PBECP. The PBECP covers the difference between
the PEMHCA minimum contribution and ninety-five percent (95%) of
health benefit premiums for employees in the Professional/Supervisory
and Management classifications and their qualified dependents, and
ninety percent (90%) of health benefit premiums for employees in the
General/Confidential classifications and their qualified dependents, up
to the cost of the benchmark plan (Blue Shield for the term of this
contract) for the benefit year. Employees will be responsible for
covering the remaining percentage of the health benefit premium
costs, and any additional costs incurred by selecting a health plan
above the benchmark plan.

C. Dental and Vision Insurance - The District will cover 100% of the
employee’s selected group dental and vision plans for employees and
their qualified dependents.

D. Declination/Withdrawal Provision - A declination/withdrawal

provision is included to allow employees with alternative coverage to
opt-out of the District’s health benefits plan. Employees must show
proof of alternative coverage annually. There is no cash-in-lieu
provision associated with declining the District’s benefits.



Life Insurance - The District will pay the premiums for Life and AD&D
Insurance Policies for all non-represented employees as designated below:

General/Confidential Professional/Supervisory Management
$100,000 Policy $100,000 Policy $100,000 Policy

Senior Management Executive Management
$150,000 Policy $150,000 Policy

Coverage During Leave of Absence - In accordance with Section 7.03 —
E of the District’s Personnel Rules, the District will continue contributions for
health, dental, vision, and life insurance premiums for a period not to exceed
four (4) months during any approved medical leave, or during any period in
which the employee has accrued leave time and is utilizing this leave time,
whichever occurs later. If an employee wishes to continue coverage after
the four-month period, the employee will be responsible for paying the
District the premiums one month ahead of coverage.

Flexible Spending Account - The District shall offer a Flexible Spending
Account for the benefit of its employees. This program is in accordance with
the provisions of IRS Publication 969.

SECTION 6
DEFERRED COMPENSATION MATCH

Effective July 1, 2023, the District will match monthly contributions for non-
represented employees currently enrolled and participating in the 457
Deferred Compensation plan as designated below:

General/Confidential Professional/Supervisory Management
$200/month $200/month $225/month

Senior Management Executive Management
$250/month $250/month



SECTION 7
COMPUTER PURCHASE PROGRAM

Full-time, non-probationary employees will have the opportunity to
participate in the Computer Purchase Program which provides an interest
free loan where employees can choose from a selection of computers,
laptops, tablets, and printers purchased by the District to be paid back
through payroll deduction. Please reference the District's Computer Purchase
Program document which sets guidelines and limitations for the terms and
conditions of the program. '

SECTION 8
VEHICLE ALLOWANCE

A monthly vehicle allowance will be provided to Senior and Executive
Management in the amount of $500/month.

All non-represented classifications not receiving a vehicle allowance will be
given authorization to drive a District pool vehicle for District business.

SECTION 9
CELLULAR PHONE ALLOWANCE

The District recognizes a need for Senior and Executive Management to be
accessible at all times. To meet that need, employees in such classifications
will be given the option of a District owned cell phone or a cell phone
allowance. Policy 4.1, Senior and Executive Management Cellular Telephone
Policy, of the Administrative Policies and Programs Manual, sets forth the
monthly allowance amount and the guidelines of the program. The allowance
amount for the duration of this document is $120 per month.

All non-represented classifications not covered under the above-mentioned
policy, which need a cell phone to conduct District business, will be issued a
District owned cell phone.



SECTION 10
CERTIFICATION INCENTIVE PAY

Sewer Response Team — This program was eliminated effective July 1,
2014, as the District has identified that compensation for responding to
sewer emergencies is included in Stand-by Pay and in the overtime pay
employees receive for responding to such emergencies. Employees currently
participating in the program on the date of the contract’s approval will be
grandfathered in and continue to receive the salary differential of two and
one-half percent (2.5%).

Commercial Drivers - This program was eliminated effective July 1, 2014,
as the District has identified through market analysis that obtaining a
Commercial License is a condition of employment for specified positions and
the salary range for those specified positions is inclusive of compensation for
that license. Employees currently participating in the program on the date of
the contract’s approval will be grandfathered in and continue to receive the
salary differential of two percent (2%).

Water Distribution, Water Treatment, and Wastewater Treatment
Incentive Pay Program — Employees working in the Operations or Water
Reclamation Departments are eligible to receive a one-time certification
incentive payment of $1,500 for each certification obtained of grade two or
higher water distribution, water treatment, and wastewater treatment
certifications. Certifications must be job related and approved by the
employee’s supervisor. Employees must submit an official copy of the
certification in order to receive the Incentive Pay.

Distribution and Production Operators Differentials - These programs
were eliminated effective July 1, 2017 and replaced by the Water Distribution
and Water Treatment Incentive Pay Program.

Employees previously receiving differential pay based on a percentage of
their pay per certification, or employees who passed the certification test
prior to July 1, 2017, will be grandfathered into the program. Those
employees grandfathered into the program will no longer receive the
differential as a percentage of their pay, however, they will receive the
equivalent monetary value each pay period equal to that received in the last
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pay period of the 2016/17 Fiscal Year and the pay will be frozen at that
amount. This grandfathered differential pay will continue to be considered
Pensionable Compensation under CalPERS regulations.

SECTION 11
BILINGUAL PAY

Employees within the Customer Service and Public Affairs/Conservation
Departments who speak, read, write, and/or translate Spanish in their daily
duties will be compensated fifty cents ($.50) per hour in addition to their
regular pay.

The respective Department Supervisor will notify Human Resources of any
employees that will be assigned bilingual duties eligible for Bilingual Pay.
Human Resources will ensure an assessment of competency for employees
who have been assigned bilingual duties to certify that these employees
are eligible for Bilingual Pay.

The effective date of Bilingual Pay certification shall be the first day of the
pay period following notification to Human Resources of the passing of the
bilingual assessment.

A transfer in position or department may result in a loss of Bilingual Pay if
that department or position is no longer eligible.

SECTION 12
HOURS OF WORK

Work Hours - Work hours are the hours an employee is assigned to perform
duties on behalf of the District. All full-time District employees (unless
otherwise approved by the General Manager/CEO or designee) shall work a
9/80 work schedule, which is worked as one week at 36 hours and one week
at 44 hours. The full eighty-hour pay period is worked in nine (9) days rather
than 10.

Overtime is paid for hours in excess of nine (9) hours worked per day or
eight (8) hours on employee’s non-flex day; not 40 hours per week.
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With the 9/80 work schedule, the work week period will begin each Saturday
and end the following Friday.

Employees on the A or B shift shall work Monday through Thursday, for nine
(9) hours and alternating Fridays for eight (8) hours.

Employees on the C shift shall work Tuesday through Friday, for (9) hours
and alternating Mondays for eight (8) hours.

Employee work hours shall be established by the District and are subject to
change based upon the needs of the District and upon a minimum of two
(2) weeks notification to employees. To ensure quality service levels to the
District’s operations, the following working schedules have been established
for staff in the office and field:

Office Staff A/B Shift:

Monday through Thursday: 7:30 am - 5:30 pm
Alternating Friday 7:30 am = 4:30 pm
Office Staff C Shift:

Tuesday through Friday: 7:30 am - 5:30 pm
Alternating Monday: 7:30 am — 4:30 pm
Field Staff:

Monday through Thursday 6:30 am — 4:00 pm
Alternating Friday 6:30 am — 3:00 pm

Work Periods - If District Management concludes that the 9/80 work
schedule is not conducive to District operations, the District will meet and
confer on the impact of discontinuing the program. Thirty days’ notice will
be provided to employees prior to the termination of a 9/80 schedule.

SECTION 13
OVERTIME

All time worked in excess of the established standard work week shall be
considered as approved overtime. Overtime will be compensated at one and
one-half (1-1/2) times the employee's base hourly rate. Overtime shall be
reported and compensated in fifteen (15) minute increments.
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SECTION 14
SICK LEAVE

A. Definition - Sick leave is an insurance or protection to be granted in
circumstances of adversity to promote the health and welfare of the
individual employee. It is not an earned right to time off from work. Sick
leave permits the employee to be absent from duty without the loss of
pay when they are incapacitated by reason of illness, injury or pregnancy
and confinement or when a member of the immediate family must be
attended to by the employee; or when an employee has been exposed to
a contagious disease and his presence on the job might endanger fellow
workers. When approved in advance, sick leave may also be used for
medical, dental or optical examinations or treatments. Maternity leave is
chargeable to sick leave, annual vacation and leave without pay as
appropriate. To support a request for maternity sick leave, the employee
must submit a statement by her attending physician showing the
expected period during which she will be incapacitated from the
performance of official duties. For purposes of "attended to" (cared for)
as defined herein, immediate family refers to spouse, mother, father, son,
daughter, step relations, ward and, when residing in the employee's
home, sister and brother.

Time off for an employee to attend to a member of the immediate family shall
be limited to a maximum of six and one-half (6.5) days (52 hours) per calendar
year. Additional time may be authorized by the General Manager/CEO based
on a case-by-case review of the employees’ sick leave usage.

B. Initial Credit and Accumulation — Sick leave is earned at the rate of
4.5 hours (one half day) for each full bi-weekly pay period (13 days per
year), and it can be accumulated without limitation.

C. Notice of Sickness - When the employee is incapacitated from the
performance of his or her duties for reasons that entitle him or her the use
of sick leave, he or she must notify his or her department supervisor or other
supervisor within thirty (30) minutes of their regular start time.
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D. Review - An absence of sick leave for more than five (5) workdays must
be supported by a medical certificate.

E. Improper Use - If, after reviewing an employee's record of sick leave
usage, the District believes sufficient cause exists to suspect abuse of sick
leave, a medical certificate may be required for any subsequent use of sick
leave.

F. Sick Leave Cash Out - Employees may cash out accrued sick leave
balances as follows:

1. Employees may request reimbursement for up to three hundred
(300) hours of accrued sick leave per calendar year provided,
however, that a minimum of 160 hours (four weeks) accrual is
retained after said reimbursement. All requests for reimbursement
must be submitted to Payroll no later than December 1st of each
year.

G. Sick Leave Cash Out at Separation — After ten (10) years of
continuous service with the District, employees separating from employment

are eligible to cash out a percentage of their sick leave accrual based on the
cash out tiers below:

Sick Leave Sick Leave Balance Percentage of Balance
Tier as of Separation Available for Cash Out
Date

1 0 — 117 hours 50%

2 118 — 235 hours 55%

3 236 — 353 hours 60%

4 354 — 471 hours 65%

5 472 — 589 hours 70%

1.  Sick leave tiers are based on the number of hours that can be
accrued in a fiscal year (117 hours per year). Employees may accrue an
unlimited amount of sick leave, however, the maximum hours an employee
can cash out at retirement is 589 hours (equivalent of 5 years’ accrual).
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2. Employees who retire from the District may apply remaining sick
leave balances toward CalPERS for retirement credit.

3. In the event of an employee’s death, cash payment of remaining
sick leave balances will be made to the employee’s estate based on the
designated cash out tiers. In the event of death resulting from occupational
injury, cash payment shall be made to the employee's estate of 100% of
remaining sick leave balances.

H. Worker's Compensation - Employees shall be provided with up to a
maximum of three consecutive days of un-chargeable leave following an
occupational injury unless otherwise required by the Worker's Compensation
Act of the State of California.

The deduction by the District from the employee's accumulated sick leave
shall be limited to the same percentage as the amount due from Worker's
Compensation bears to the amount paid by the District. For example, an
employee of the District entitled to $12.00 per day from the District received
$9.00 per day from Worker's Compensation and the difference of $3.00 per
day being paid by the District. In deducting from such employee's
accumulated sick leave, such deduction shall be made daily on the same
basis (i.e.; 1/4 of a day).

Example and Intent - When an employee is out on an industrial injury, no
charge will be made to leave benefits for the first three days. Any payments
from workers’ compensation will be applied to re-purchase sick leave or
vacation used.

It is the intent to provide full benefits where possible and is not construed
to allow the employee windfall income but to keep them whole.

I. Catastrophic Leave:

1. Definition. Catastrophic Leave is an approved Leave of Absence
due to a verifiable long-term illness or injury resulting in either
physical or mental impairment. Job and/or personal stress (not the
result of a diagnosed mental disorder) is specifically excluded from
entitlement to Catastrophic Leave. A statement from the
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employee's treating physician, subject to review and approval by
the District's Occupational Physician, is required.

2. Application. The employee on an approved Medical Leave of
Absence who is receiving Catastrophic Leave can continue to earn
benefit monies pursuant to the forty-one (41) hours per pay period
requirement of the Flexible Benefit Plan set forth in section
8.01.A.3.b of the Personnel Rules. An employee receiving leave
under this program is not eligible for receipt for any accruals such
as vacation or sick leave.

3. Eligibility.

a) Catastrophic leave is only available to employees on regular,
non-probationary status with the District.

b) The employee must meet all of the following criteria before
he/she becomes eligible for Catastrophic Leave donation

i. Be on an approved medical leave of absence for at least
thirty (30) calendar days (160 working hours) exclusive
of an absence due to a work related injury and/or
iliness; and

ii. Submission of a doctor's off-work order verifying the
medical requirement to be off work; and

iii. Exhaustion of all available leave balances.
4, Donation.

a) Vacation, holiday, as well as compensatory time, may be donated
by employees only on a voluntary and confidential basis, in
increments of eight (8) hours, not to exceed a total of fifty
percent (50%) of a donor employee's annual vacation, holiday,
or compensatory time accrual per employee. The donee
employee receiving the Catastrophic Leave will be taxed
accordingly.
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b) The donation shall be for the donee employee's Catastrophic
Leave only. The total donation allowed to any one employee of
the District shall be limited to one thousand forty (1040) hours
per fiscal year.

c) Donor hours shall be contributed at the donor's hourly base
salary rate and be converted to the donee's hourly base salary,
exclusive in both instances of overtime, differentials, and the like,
as the singular purpose of this program is to provide financial
assistance to the donee employee.

d) Any donated time unused by the donee employee for the medical
emergency shall remain in the donee's accruals to be utilized as
follows:

i. An employee on Catastrophic leave who has received
the approval of his physician and the District's
Occupational Health Physician to return to full time
work shall have all unused Catastrophic Leave
converted to an equal amount of sick leave which will
be available to the employee according to the
applicable provision of Section 7.02 of the Personnel
Rules.

ii. An employee on Catastrophic Leave who has received
the approval of his physician and the District's
Occupational Health Physician to return to work on a
part time basis (less than the employee's normally
scheduled hours of work per pay period) may record
each pay period a combined total of work time and
Catastrophic Leave not to exceed the lesser of eighty
(80) hours or the employee's normally scheduled hours
of work.

iii. The General Manager/CEO may impose other terms
and conditions on the donation as deemed appropriate,
and may charge the Catastrophic Leave donation for
the actual administrative costs incurred by the District.
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iv. Solicitation of donors shall be regulated by the District's
Personnel Department. The names of the donors shall
be confidential and the privacy rights of the donee shall
be protected to the extent permitted by law.

v. All donors and donees shall sign release forms to be
prepared and retained by the District's Personnel
Department.

vi. An employee will not be allowed to donate hours of
leave if his resulting sick leave balance drops below one
hundred sixty (160) hours.

5. Implementation. The District shall meet and confer with
representatives of the employees regarding issues arising from the
implementation of this program.

SECTION 15
VACATION

A. Definition - Vacation with pay is a right earned as a condition of
employment and made available in the interest of the District for the
recreation, health and well being of the employee, subject to approval by
the General Manager/CEQ or designee.

B. Annual Vacation Leave Earned - Annual vacation leave is earned as

follows:
Years of Accrual Earned Accrual Earned
District Service Per Pay Period Per Year
Fewer than 3 years 4 hours 104 hrs/year
3-10 years 6.15 hours 160 hrs/year
10 years or more 8 hours 208 hrs/year

1. Annual vacation leave may be accumulated for use in succeeding
years, but the maximum amount that can be carried over from one
calendar year to the next is 300 hours.
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2. A change in the rate of annual vacation leave accrual shall take effect
in the pay period following the one in which the employee completed
the required length of service.

3. Vacation leave shall only accrue upon completion of a full eighty (80)
hour pay period.

4. New employees may begin utilizing their vacation accruals after six (6)
months of service with the District, or upon supervisor approval.

C. Approval - Although annual vacation leave occurs as an earned right,
the time at which vacation leave may be taken and the amount granted
during any period are based on business need and are at the supervisor’s
discretion. Vacation leave may be denied or asked to be postponed,
however, no employee will lose earned vacation accruals based on business
need. All accruals will remain until leave time is taken. Vacation leave must
be approved in advance by the supervisor or designee except in cases of
emergency.

D. Vacation as Sick Leave - Vacation may be used in lieu of sick leave if
the employee desires.

E. Vacation Leave Cash Out - In lieu of taking annual vacation leave,
employees have the ability to cash out an unlimited amount of vacation
time provided that the employee has taken, or has approval to take, at
least five (5) days of vacation that year and must maintain eighty (80)
vacation hours on the books. Each such request is subject to the approval
of the employee’s supervisor or designee. Only the General Manager/CEQO
or designee may approve requests outside of the stated conditions.

F. Termination - Employees, upon separation from the District, shall be
paid a cash lump sum at their then current salary rate as set forth in the
Basic Salary Schedule for any unused annual vacation credits.
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SECTION 16
ADMINISTRATIVE LEAVE

Non-represented employees in professional/supervisory, management,
senior management, and executive management classifications will receive
paid administrative leave as designated below:

Professional /Supervisory Management

40 hours per fiscal year 48 hours per fiscal year
Senior Management Executive Management
56 hours per fiscal year 64 hours per fiscal year

New employees’ in one of the above non-represented classifications will
accrue administrative leave on a prorated basis. The proration will be
based on the fiscal year quarter in which the employee was hired. The
following are the proration percentages:

Month of Hire Percentage

Table

July — September 100%
October — December 75%
January — March 50%
April — June 25%

SECTION 17
BEREAVEMENT LEAVE

In the event of a death in a full-time employee’'s immediate family,
bereavement leave will be granted of up to five (5) cumulative working days
per occurrence. For this section, /mmediate family is defined as spouse, child
(natural, adopted or step), parent (natural, adopted or step), grandparent,
grandchild, brother, sister, step-brother, step-sister, and present in-laws
(father, mother, son, daughter, brother, sister).
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In the event of a death in a full-time employee’s close family, bereavement
leave will be granted of up to three (3) cumulative working days per
occurrence. For this section, close family is defined as aunt, uncle, niece,
and nephew.

The General Manager/CEO or designee may authorize the use of
Bereavement Leave for relationships other than those specified. If additional
hours are required, the employee may elect to take these hours without pay
or have the hours deducted from his/her accrued sick or vacation leave.

District employees may be excused by their immediate supervisor to attend
the memorial of a deceased District employee without the loss of pay.

SECTION 18
HOLIDAYS

A. The following are to be considered as approved holidays for the
employees of the District and will be so ordered as follows:

January 1 (New Years' Day)

Third Monday in January (Martin Luther King’s Birthday)
Third Monday in February (Presidents' Day)

Last Monday in May (Memorial Day)

June 19 (Juneteenth)

July 4 (Independence Day)

First Monday in September (Labor Day)

Second Monday in October (Columbus Day)
November 11 (Veteran's Day)

Fourth Thursday in November (Thanksgiving Day)
Fourth Friday in November (Day after Thanksgiving)
December 24 (Christmas Eve)

December 25 (Christmas Day)

December 31 (New Year's Eve)

In addition to the above-mentioned holidays, the District will be closed from
Thursday, December 24, 2026, through Friday, January 1, 2027. The District
will reopen for business on Monday, January 4, 2027. A number of
employees will be required to cover Standby Duty in order to respond to
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customer calls/emergencies and District management staff will be available
as needed.

Note: The District holiday closure will be revaluated each year.

When any of the legal holidays, other than those specifically set for a
Monday, fall on Sunday, they will be observed the following Monday, and if
any of such holidays fall on a Saturday, they will be observed the preceding
Friday.

SECTION 19
ABSENCE WITHOUT PAY

Absence without pay is classified as leave without pay and shall be granted
upon approval of the General Manager/CEO or designee. Sick and vacation
leave accruals will cease when an employee is on an unpaid leave.

SECTION 20
AUTHORIZED LEAVE

A. Military Leave - Military leave and regulations for payment pertaining
thereto shall be in accordance with the provisions of the Military and
Veterans Code of the State of California.

B. Jury Duty — Employees who are summoned to appear and serve for jury
duty shall be entitled to up to eighty (80) hours of jury duty leave per
year. Employees summoned will be required to produce a certificate from
the court which shows the dates of attendance. If a summoned employee
receives payment from the court for jury duty service, the payment must
be transferred to the District’s Finance Department. The employee will
then receive his or her regular rate of pay for the jury service. The same
guidelines apply to employees who have been subpoenaed as a witness
in a court matter.
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SECTION 21
PROBATIONARY PERIOD

The probationary period for newly hired District employees shall be twelve
(12) months. The probationary period for internally promoted employees
shall be six (6) months. If the probationary employee is absent during this
period, their probationary period may be extended by an equivalent amount
of time.

SECTION 22
UNIFORMS

The District will provide field employee uniforms and bear the cost of the
regular cleaning, maintenance and replacement of uniforms. The District
will provide a $400.00 allowance per year for the purchase of safety-toed
shoes required to be worn by employees. The shoe allowance may also be
used toward re-soling existing safety-toes shoes, toward any necessary shoe
repair, and toward related accessories such as laces, inserts, and protectant

spray.

The District will provide uniform shirts for Customer Service Representatives,
Engineering Technicians, and other office staff as designated. These
employees will have the option of selecting their choice of style and color
from a District designated list and will be provided a sufficient number of
shirts to get them through the work week without laundering. Shirts will be
replaced on an as-needed basis.

SECTION 23
EMPLOYEE RETENTION INCENTIVE PROGRAM

This program was eliminated effective July 1, 2014. Employees currently
participating in the program on the date of the contract’s approval will be
grandfathered in and continue at their current status and will receive one
annual lump sum payment the first pay period in December of each year as

follows:
After 10 years through the end of 14th year $125
After 15 years through end of the 19th year $250
After 20 years through the end of the 24th year $375
After 25 years $500
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In the event an eligible employee retires from District service prior to the
first pay period in December of any year, employee will receive the Employee
Retention Incentive for that year at the time of retirement.

SECTION 24
RETIREE HEALTH INSURANCE

The District will pay the Public Employees' Medical & Hospital Care
Act ("PEMHCA") minimum contribution for retirees enrolled in the CalPERS
Health Program through the District. This amount is set by CalPERS
annually. For 2026, the minimum contribution is $162.00 per month.

Effective for the term of this contract, in addition to the PEMHCA minimum
contribution, the District shall reimburse eligible retirees any additional
premium costs up to $900.00 per month, until the retiree becomes eligible
for Medicare.

-

To become an eligible retiree, an employee must retire from the District with
a minimum of 10 years of District service, or a minimum of 20 years of
District service for employees hired after July 1, 2026. Retirees have the
freedom to enroll in the District’s CalPERS Health Program or a health care
plan of their choice.

If the retiree elects a health care plan outside of the CalPERS Health
Program, they will be required to show proof of health insurance coverage
annually in order to receive the District’s reimbursement. )

The eligible retiree will receive the last reimbursement from the District the
month they reach the age of eligibility for Medicare. In the event the
eligible retiree dies before reaching the age of eligibility for Medicare, the
District will extend this benefit to the surviving spouse until the spouse
reaches the age of eligibility for Medicare.
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**Reopener Provision for 2027

The parties agree to reopen discussions regarding a potential Health
Savings Account (HSA) model to replace the current Retiree Health
Reimbursement model for employees hired after July 1, 2027, during the
month of April 2027. Any modification to the MOU resulting from such
discussions shall be subject to mutual agreement

SECTION 25
RETIREMENT - PERS CONTRACT

2.7% @ 55 - The District has negotiated with CalPERS to provide the
“2.7% @ 55" Retirement Formula to employees that are considered classic
members under the Public Employees’ Pension Reform Act of 2013
(PEPRA). Classic members are defined as members of the CalPERS
retirement system or any other public retirement system that is subject to
reciprocity. Classic members contribute the full employee share of 8% of
their annual salary.

2% @ 62 — New members under PEPRA are provided the "2% @ 62"
retirement formula with a 6.5% employee contribution. New members are
defined as employees who were not members of a public retirement
system prior to January 1, 2013; or members of a public retirement system
that were not subject to reciprocity with the new employer’s plan; or
anyone who was an active member of a retirement system and has a break
in service six months or more.

KKK

AGREED ON: June 24, 2026

WMWL/&(

Ronsald Coats Chairman of the Board

P i a5

Michael Modre, General Manager/ CEO
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Appendix A

SALARY SCHEDULE

. E&" 2111 Greenspot Road

: Highdand, CA 92345 :
: g it Effective July 1, 2026

EasT Martey € 501

e s castvalieywaterngov
Hourly Salary Range Fonthly Salary Range Annual Salary Range
Steps Steps Steps
Class Title Tier | Ra A B C D E A B [ D E A B c D E
Accaunting Technician H.| 20 35.82 3761 3949 : 41._46 T 4353 | 62096519 6845 7,18 7,545| 74,506 78,229 82,139, 86237 90,542
Administrative Specialist G/IC| 31 4700} 4935 ] 5182 5440 5712 | 8,147 8,554} 9,429° 9,901| T97,760 102,648 107,786 113,152 118,810
Administrative_Speciali G/C | G-Rate 6 1.34 ) o 1575 587 |
Customer Service Rep H 15 3166 34607 1 3665 3848 s, 488 6,353 6,670] 65853 69,139, = 72,592 76,232, 80,038
Customer Service Representative 11 H| 19 34.547 36. 70 38521 4046 42.47| 6,056! 70130 7382} 72, 675763367 80,122 “84157 88,338
iCustormer Service Supervisor I I 5726 | 6042176313 66297 69.59 | 9925 10,943 11490 12,062| 113, 101} 125,050; 131,310] 137,883: 144,747
Director of Engineering and Cperations _E_| 67 1. 31 120.03 ; _1 126.03 = 132.33 13895 19,8155 20,805: 21 845 22, 937 24 085 237, 755 .249,662; 262,142, 275 246 289,016
Director of External Affairs and Customer E)(Derlence -E. 61 98.57 | 103.50 108,68, 114.11 | 119.82 | 17,086 17,940’ 18, 838 19,779, 20,769 205,026{ 2151280 226, 054, 237, 349[ 249,226
Director of Finance E| 66 | 11153 w711 1229 12911 13556 | 1 : 231,982} 243589, 255,757, 268,549 1 281,965
Director of Human Resources E 61 98.57 | 103501 Jh4a1, 11982 19,7791 20,769] 205,026 i 215,280} 226,054, 237,349»
District Clerk s | 4 66.40 | 6972 7687 80.71 85 12,690 13,324 T3990| 138,112 145, 018, 152,277} 1
Engineering Manager s | 59 93,83 | 9851 10345 108.617  114.04 ' 17,075, 17931 18826 19,767| 195,166] 204,901 215,176
Environmental Compliance Supervisor p | 4 68.06 . 7 7504 797 8273 12,386{ 13,007 13,657, 14,340] 141, 555 148,637+ 31
Environmental Compliance Technician1 _H 26 41, 54 43.62 45.80 4809, 5049 7,561 7,939 B 336< B 752| 86, 403 90,730,
Environmental Compliance Technician IT Al 3 4585 48.14] 5055] 5308 553 47 8,344 8,762 9,201 9,660 95368 100,131 115, 518
Facilities and Fleet Supervisor GIC| 40 58701 61621 6471 6295 71.34| 10,175, 10,681 11,216 11,778 12,366| 122,096, 128,170 148,387
Facilities Maintenance Technician 11 H 5 4053 4256 ) 44.68| 4691 4936 | 2,025] 73770 7.745; 8, 8, ,538 84,302 88,525;
Field Customer Service Representative H 3 3858 4050 1 42.53 44,66 46.88 6871 __ 7, Dggf_ 1,372] 7. 741 8,126' 802461 84,230. 88
Finance Coordinator Grc| 3 4585 48.14 5055  53.08 5573 | 7,947 §344 8762 9201 9,660 95,368 100,131
Finance Coordinator el . G/C | G-Rate 56.97 . 9,875 e
Finance Manager M| 55 8500 8925] 9371] 98407 '103.32 14,733[ 15,470; 16,243 17,0561 17,909 176,800 185,640, 194,91
Fleet Maintenance Coordinator H| 29 | _4a73] 46971 4o 32‘!_ 51791 5437 | 7753 842 8549 8977 94| 93,038] 97,698 102,586 107,723 113,090
General Manager/CEQ E | NA 157.60 27,317 : 327, 808
Human Resources Coordinator G/c| 30 4585 | _ 53081 55.73 i 8244l B762] 9,201 9,660{ 95358 100,131} 105144; 110,406 115,918
Human Resources Coordinator G/C | G-Rate ] 9 875 e
Information Technology Analyst Gic| 35 51,88 5447 57%19 .05 6305 | 8993 9,442 Y 913 10,469 10,929| 107,910; 113,298 118, 9557 124,904; 131,144
Information Technalogy Manager s | s 85007 8928 9371 9840 10332 | 14,733 IS5, 4705 16243 17,056, 17 909| 176,800] 185,640 194917. 204672 214,906
linformation Technology Technician H 26 41547 "4362 45.80 48,09 50.49 72000 7, 5610 7,939 8,336 8,752| 86, 403 90,730| 95,2647 100,027 105,019
Metering Systems Speclafist H| 4053 4256 | 44.68 4691 _ 49.26 | _7,025. 7,377 7,745 8,131 8,538 84,302 88,525] 92,934 97,573 102,461
Network Administrator Pl 4 6015 | _63.17 | 6633|8984 7.1 10,425' 10,950 11,497 12,071 12,674| 125,112 131 394" 137,986, 143,851 152,090
Operatlons Manager S 59 ] 103.45 108.61 L1 16,264; 17,075, 17,931; 188 826 197 767 195,166 204, ,901) 215, 176 225, 909 237,203
Principal Engineer M 54 293 7 B7.08; 9142 96.00 | 100.80 | i4,375) 15,004 15,846 16,¢ 640 17 a72| 172,494| 181,126] 150,154 9,580 209,664
Plblic Affairs Coordinator i lEc] 4585 48.14; 50.55| 53.08] 5573 7947; 8,349 87620 9,201 5660 95,368 100 ,131| 105,144 _110,406] 115,918}
i e G/C | G-Rate i 987

Public Affairs &pedalist e 28 43,64 50.52, 5305| 7.564; 7942 83568757, 9,195 90771 95306 10, 105,082] 110,344
Public Affalrs Speciaist I1 G/IC| 2 .17 5058 53411 ss77. 5855|8350, 8767, 9,206, 9,667 i0,139] 100, 194! 105,206 110,469 116,002; 121,784

Public Affairs Supervisor P 43 63.20  66.36 §9.68 73.16 | 76,83 1049555 11,502 12 078! 12,6811 13317] 131456 138,029 13-5,934 152 173: 159,806

E = Executive Management/At-Will (Exempt)

G/C = General/Confidential (Non-Exempt}

H = Hourty-EVWDEP Represented (Non-Exempt)

M = Management (Exempt)

P = Professional/Supervisory (Exempt)

PT = Part-Time

S = Senior Management (Exempt)

G-Rate = Grandathered Placement due to results of the 2026 Compensation

Study. The base salary is set above the maximum for the range assigned.

* = Empkiyees assigned to dassifications with this notation are currently in year 1
of a 2-year compensation implementation plan. Employees will reach the full
range of their dlassification in year 2, effective July 1, 2027. Current range
information is avalable in Finance or Human Resources.
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- N SALARY SCHEDULE
%@

Hightand, CA 92346 -
N Effective July 1, 2026
EasT VaLLEY (809) 889.9501
Véatde Diavarly WWELQW
Hourly Salary Range = Monthly Salary Range Annual Salary Range
Steps Steps Steps
Class Title Tier < 2] £ B C D E A _B C D E
* [Purchasing/Warehouse Technician H _446B; 46911  49. 25 7,377, 7,745 8,131 8,538 84,307, 88,525, 02034  97,573] 102,461
Senior Accountant G/ . 63.09i 66 9, 920 10,416: 10, 936 11 482 113 38l 119,038, 124,987, 131,2271 137779
Senior Accounting Technician | H S = 15.771 48.06 7,19; _ 755 8, 243 86,362, 90,667 95202 99,965
Senior Adminisirative Assistant G/C 44681 T 46917  49.26 "7, 745[ 317 B,.538| T 84,302 88,525; 92,934° 97,573 107,461
Senior Customer Service Representative H 42531 4466 | 4688 7,030] T 7,372: 7,741 8,126] 80,246 84,240 88467, 92,893 97,510
Senior Enginee ) M 8915 9360 13,398  14,016! 15,453] 16,224| 16,1817 168,189% 176,592 185432 194,688|
¥ |Senior Utility Maintenance Technician H . 8767] 95,206 9,667 105,206 1io; 469 116, 2: 1217 781
*|Senior Water Production Operator H ,682 10,166 10,676 11,210 121,962 128,107, 134,514 141,233
* Semor Water Trealment Plant Operator H /1 10,175, 10 681._”13"_21"6_ 11,778} 12,366 122, 096 128,170 134,597 1111333_ 118»,§§Z
Senior Wastewater Treatment Plant Operator H 61,58 9 682 16, 166I 10,676, 11,2100 11,769} 118, 189 121,992 128,107 134,514 141,232
Utility Maintenance Superintendent _ e 76.91 12,092, 12,697] 13,331 i4.000] 14,699 145,101! 152,360 159,973 168,002 176,384
* |Utility Maintenance Technician 1 H 39.49 | T 6519 5845 7,861 7,545 74,506._ 78,229 82,139, 86237 90,542
* |Utility Maintenance Technician IT L h _ 43591 7,197 §330] 822431 86362 90,567, 95,207 50,965
* [Utifity Maintenance Technician III H P 4582 T 4801 : 9,195] 90,771} 95,306, 100,069, 105082' 110,344
water Operator in Training | BT 2867 30407 5,217, 5,479 5,751| 56,784 59,634) 62,608 65, 7491 69,014
Wa Treatment Plant Operator | H 43627 7,939 8,752 ¢ 90,730) ~ 95,264°_ 100,027 105,019
H 41 8,762 9,20 50| 95,368 100,031] 105144; 110,406] 115,918
) H 53.14 9,672} 10,156. 10,664| 1052691 110,531; 116,064, 121, 867i 127,962
Water Production Qperator I H 141 8344 §,762] 9,201 9,660| 95368, 100,131: 105,144 110, 4051 115,918
Water Production CGperator IIT H 55, : i 9 211 9,672 10,156' 10 664 105,269! 110 531‘ 116,064: 121, 867 127,962
* |water Reclamation Manager B 96,05 (15,103, 15,858 16,649; 17,482 18, 356 181,230; 190,259, 198, 784 209,789| 220,272
Water Reclamation Supervisor G/C 69.68 "10,955] 711,502 12,078] 12,681, 13,317| 131,456] 138,029; 14,9341 152,173 159,806
*Water Treatment and Production Supervisor ! 76.91 12,092! 13,687 13,331} 14,000, 14,699 145,101 5;_}60 158, 973 168,0021 176 384
Water Use Efficienty Coordinator G/C 51.85 ¢ 54,43 B,558 8987 94350 9908 10,404] 102 £90: " 1071 848 113214 118 893i 1245542
E = Executive Management/At-will {Exempt) P = Professional/Supervisory {(Exempt) G-Rate = Grandathered Placement due to resuits of the 2026 Compensation
/G = General/Confidential (Non-Exempt) PT = Part-Time Study. The base salary is set above the maximum for the range assigned.
H = Hourh~EVWDEP Represented (Non-Exempt} S = Senior Management (Exempt) * = Employees assigned to dassifications with this notation are currently in year 1
of a 2-year compensation implementation plan. Employees will reach the full
M = Management (Exempt) range of thelr dlassification in year 2, effective July 1, 2027. Current range

information is available in Finance or Human Resources.
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Appendix B

Effective July 1, 2026

Salary

Honthly Salary Range Annual Salary Range
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Salary Range

Effective July 1, 2026
Hourly Salary Range Monthly Salary Range Annual Salary Rangs
Step D Step C
$ E $12998 ] § } 148,554
$ 12 4 $13324 | s b 152,277
$ 12 [ % 13,657 | & b 156,083
$ 12 [ $ 14,000 | & 59,973 68,002
$ 13 $ $14,349 | ¢ § 163,966 72,182
$ 13 4 $14.707 | £ 168,085 | § 176488
$ 13 4 §15075 ] § $ 172,266 | $ 180,698 |
4 s $ 15453 $ 176,592 | $ 185432 | §
[ $ 15838 00 $ 190,050
4 $ 16234 § 185,536 | § 194,813
5 4 $ 16,640 190,154 | §
[ 1 $ 17,056 194,917
E $ 17,482 199,784
[ 417919 797
1 E $ 18,368 914
4 E ] $ 18,826 A76
$1i i E 3 $ 19,297 220,542
[ E E 3 § 15,779 30 | $ 226,054
3 5 4 3 S 20,273 % 231,601
[ E s $ 20,781 b 237,494
5 § $ 21,299 3422
£ ] E 9,517 | 997
F ] [ 5,757 549 |
3 3 b 262,142 246 |
4 4 ] 268,694 282,131
§ ] b 275,434 289,182
§ o8 | §296421
49| 5 3
4 4 § 296,587 | §3
3 281 3% b 304,013
1 E 1,605
8 +

9,384




