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MEETING DATE: 

 

8/11/2026 

AGENDA SECTION: 

 

New Business 

SUBJECT: Resolution No. 11690 – A Resolution Authorizing the City 
Manager to Execute a Memorandum of Understanding Between 
the City of Folsom and the Sacramento Area Firefighters Local 
522, IAFF - Folsom Fire EMS Professional Unit and Authorizing 
Implementation of the Single-Role Ambulance Transport System 

 

FROM: Fire Department 
 

 
 
RECOMMENDATION / CITY COUNCIL ACTION 

 

The Fire Department recommends that the City Council adopt Resolution No. 11690 – A 
Resolution authorizing the City Manager to execute a Memorandum of Understanding between 
the City of Folsom and the Sacramento Area Firefighters Local 522, IAFF - Folsom Fire EMS 
Professional Unit and authorizing implementation of the single-role ambulance transport 
system. Following the adoption of this resolution, these are further recommendations: 
 

 Establishing the classifications of Emergency Medical Technician and Paramedic, 
approving the associated class specifications and salary schedule, and amending the 
City’s Classification and Compensation Plan accordingly; 

 Amending the Fiscal Year 2026-27 position control roster to convert ten (10) 

Firefighter/Paramedic positions to single-role positions and to add four (4.0) Full Time 

Equivalent (FTE) single-role positions, for a total of fourteen (14.0) FTE single-role 

positions (seven (7) Paramedics and seven (7) Emergency Medical Technicians) and 

twenty-seven (27) Firefighter/Paramedic positions; and 

 Authorizing the City Manager to execute the MOU and to take all actions necessary to 

implement the single-role ambulance transport staffing model, including restoration of 

the fifth engine company to service. 
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BACKGROUND / ISSUE 

 
The Folsom Fire Department provides all-risk fire protection, rescue, and emergency medical 

services, including advanced life support (ALS) ambulance transport, from six fire stations 

operating on a three-platoon shift schedule. Suppression and EMS field operations are 

currently delivered by 76 budgeted line positions, of which 37 are budgeted 

Firefighter/Paramedic (Firefighter EMT/Paramedic) positions. 

Reduction in Budgeted Firefighter Positions 

The Department historically budgeted 42 Firefighter positions. That staffing level provided 

one additional firefighter per shift, which the Department used to absorb daily leave and reduce 

reliance on overtime. Five of those positions were eliminated in 2025, reducing the authorized 

complement to the current 37 positions. Additionally, budgetary constraints resulted in the   

temporarily closing of an engine company, reducing the number of suppression units spread 

throughout the city.   

Staffing Requirements Analysis 

Department analysis of constant-staffing requirements produced the following: 

• Current deployment model (4 engines, 1 truck, 3 medic units across 6 stations and 3 shifts) 

requires 36 Firefighter/Paramedic positions to staff without structural overtime; 37 are 

budgeted. 

• Restoring a fifth engine company under the existing dual-role model (5 engines, 1 truck, 

3 medic units) would require 39 Firefighter/Paramedic positions — an increase of 2.0 FTE 

over the current authorized level, together with the associated salary, benefit, and academy 

costs. 

Vacancy and Recruitment Environment 

The Department is currently carrying 10 vacancies among its 76-line positions, including 9 

Firefighter vacancies (10 when accounting for anticipated promotions from within the ranks) 

and 1 Engineer vacancy. By the beginning of calendar year 2026, the Department projects 11 

vacancies among 76-line positions, including 9 Firefighter vacancies, 1 Engineer vacancy, and 

1 Battalion Chief vacancy. Consistent with regional and statewide experience, the dual-role 

Firefighter/Paramedic labor market remains highly competitive, and the cost and duration of 

the fire academy and paramedic accreditation process extend the time required to place a new 

dual-role employee into service. 

Labor Relations 

Consistent with the Meyers-Milias-Brown Act (Government Code section 3500 et seq.), the 

City met and conferred in good faith with Sacramento Area Fire Fighters, IAFF Local 522, 

regarding recognition of the proposed single-role classifications and the terms and conditions 

of employment applicable to them. The parties reached a tentative agreement, and the 
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bargaining unit ratified the agreement. The MOU presented to the City Council reflects that 

agreement in full. 

 

POLICY / RULE 

 
Government Code Title 11, Division 4, Chapter 10, commonly known as the Meyers-Milias-
Brown Act requires that representatives of the Governing Body of a public agency shall meet 
and confer in good faith regarding wages, hours, and other terms and conditions of employment 
with representatives of recognized employee organizations.  Both parties shall endeavor to 
reach a tentative agreement within the scope of representation, and, if a tentative agreement is 
reached and ratified by the respective parties, they shall prepare a written memorandum of 
understanding. 

 
ANALYSIS 

 

A. The Proposed Single-Role Staffing Model 

Staff recommends converting ten (10) budgeted Firefighter/Paramedic positions to single-role 

EMS positions and adding four (4.0) FTE, resulting in fourteen (14.0) FTE single-role 

positions — seven (7) Paramedics and seven (7) Emergency Medical Technicians.  

Under the proposed model: 

• Twenty-seven (27) Firefighter/Paramedics would staff six stations on three (3) shifts, 

operating five (5) engine companies, one (1) truck company, and one (1) medic unit. 

• Fourteen (14) single-role personnel would staff two (2) dedicated medic units — Medic 

39 and Medic 37 — across seven (7) single-role shifts. 

• The fifth engine company (Engine 39) would be restored to service. 

• Total ambulance transport capacity would remain at three (3) staffed medic units. 

 

Deployment Element 
Current Budgeted 

Model 
Proposed Model Change 

Firefighter/Paramedic positions 37 27 (10) 

Single-role Paramedic 
positions 

0 7 +7 

Single-role EMT positions 0 7 +7 

Total positions in model 37 41 +4 FTE 

Engine companies staffed 4 5 +1 

Truck companies staffed 1 1 No change 
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Deployment Element 
Current Budgeted 

Model 
Proposed Model Change 

Medic units staffed 3 3 No change 

Stations staffed 6 6 No change 

 

B. Single-Role Deployment and Work Schedule 

Single-role personnel are assigned to seven shifts working an OXOXXXX rotation, with each 

shift assigned the same days each week. Each shift consists of one Paramedic and one 

Emergency Medical Technician. Medic 39 is staffed by six single-role personnel and Medic 

37 by six; Shift 4 (2 single-role personnel) works one day on Medic 39 and one day on Medic 

37 to complete weekly coverage of both units. 

 

Shift Unit Assignment Staffing Scheduled Days 

Shift 1 Medic 39 
1 Paramedic / 

1 EMT 
Sunday, Tuesday 

Shift 2 Medic 39 
1 Paramedic / 

1 EMT 
Monday, Wednesday 

Shift 3 Medic 39 
1 Paramedic / 

1 EMT 
Thursday, Saturday 

Shift 4 Medic 37 / Medic 39 
1 Paramedic / 

1 EMT 
Wednesday (M37), Friday (M39) 

Shift 5 Medic 37 
1 Paramedic / 

1 EMT 
Friday, Sunday 

Shift 6 Medic 37 
1 Paramedic / 

1 EMT 
Saturday, Monday 

Shift 7 Medic 37 
1 Paramedic / 

1 EMT 
Tuesday, Thursday 

 

C. Principal Terms of the Proposed Memorandum of Understanding 

The MOU establishes the terms and conditions of employment for the new single-role 

classifications. Principal terms are summarized below; the MOU attached as Attachment 2 

governs in the event of any inconsistency with this summary. 
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Subject Provision 

Recognition 
Recognizes Sacramento Area Fire Fighters, IAFF Local 522, as the 
exclusive representative of the Folsom Fire-EMS Professional Unit. 

Classifications 
Officially establishes and recognizes the classifications of Emergency 
Medical Technician and Paramedic, with adopted class specifications 
and job descriptions. 

Compensation 
Establish salary ranges and steps for both classifications, together with 
holiday-in-lieu compensation. 

Work schedule 
40-hour employees, working an assigned 48-hour work week.   
Employees will be assigned to work 8 hours of overtime per pay period. 

FLSA status 

Positions are not exempt under the section 7(k) partial overtime 
exemption. The exemption applies to employees engaged in fire 
protection activities who spend at least 80 percent of their time on such 
activities; single-role EMS personnel assigned exclusively to transport 
duties do not meet that threshold. Employees are therefore covered by 
the standard FLSA overtime provisions. 

Overtime 
Distinguishes FLSA overtime from MOU overtime and defines the 
calculation of each. The eight hours of pre-scheduled overtime per cycle 
are treated as FLSA overtime. 

Educational incentive 
Reduced relative to the incentive structure applicable to the dual-role 
Firefighter unit. 

Longevity pay Maintained. 

Retirement 
Maintains CalPERS Safety formula 2.7% at 57 for new members, 
subject to CalPERS enrollment determination for the classifications. 

Health and welfare 
No change. Medical, dental, vision, and related benefits are maintained 
at current City levels. 

Leaves 

Vacation may be used in 12- or 24-hour increments. Provisions prevent 
loss of income when employees use vacation, compensatory time, or 
bereavement leave. Sick leave is excluded from this treatment and is 
compensated at straight time. No change to existing leave procedures. 

Allowances Maintained, applied proportionately to the 40-hour schedule. 

Management rights All existing management rights are maintained. 

Discipline All existing disciplinary procedures are maintained. 
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D. Operational Benefits 

• Restored fire suppression capacity. The fifth engine company returns to service, 

improving effective response force assembly, unit availability, and coverage across the 

six-station system. 

• Dedicated transport resources. Two medic units are staffed by personnel whose sole 

assignment is EMS response and transport, reducing the frequency with which 

suppression apparatus are committed to transport duties. 

• Recruitment flexibility. Single-role positions draw from a substantially larger labor pool, 

require a shorter and less costly academy, and reduce the Department’s exposure to 

prolonged dual-role vacancies. 

• Vacancy management. Converting vacant positions, the Department is able to leverage 

existing vacancies to implement the Single Role Transport System. No filled 

Firefighter/Paramedic position is eliminated, and no incumbent is displaced, demoted, or 

reduced in compensation. 

• Lower cost per position. Single-role positions carry materially lower salary and benefit 

costs than dual-role positions, allowing the Department to field additional units within the 

existing appropriation. 

E. Considerations and Risks 

• Single-role personnel are not trained or equipped for fire suppression assignments and 

cannot be used to backfill suppression vacancies. Suppression coverage remains 

dependent on the 27 dual-role positions. 

• Because the single-role classifications are 40-hour, non-7(k) positions, overtime accrues 

on a different basis than for the suppression ranks. 

• The savings projections assume the conversions are achieved through existing and 

anticipated vacancies and that recruitment timelines are met. Delay in filling single-role 

positions would extend the Department’s reliance on overtime during the transition. 

• Recruitment and retention of single-role personnel in a competitive regional EMS market 

will require ongoing attention, including attention to career-path opportunities into dual-

role classifications. 

F. Implementation Timeline 

To place personnel in service at the beginning of the fiscal year’s second quarter, the 

Department conducted recruitment activities and made contingent offers of employment once 

Council provided supportive action. Ratification of this MOU ensures our timelines are met. 
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Milestone Date 

Open recruitment June 12, 2026 

Application review Ongoing 

Oral boards and EMS assessments July 8–10, 2026 

Pre-employment medical examinations and background 
investigations initiated for 14 potential employees and 4 
alternates 

July 15, 2026 

Pre-employment medical examinations and background 
investigations complete 

On or about August 14, 2026 

EMS Recruit Academy begins August 17, 2026 

Partial implementation — EMT personnel in service; 
Engine 39 staffed 

September 6, 2026 

Full implementation — Paramedic personnel in service; 
both single-role medic units in service 

September 19, 2026 

 
FINANCIAL IMPACT 

 
The proposed staffing model is cost-neutral to the adopted budget and is projected to reduce 

annual salary and benefit costs. Estimated annual salary and benefit costs under each model 

are as follows: 

Model 
Firefighter/ 

Paramedics 
Single-Role 

Paramedics 
Single-Role 

EMTs 
Estimated 

Annual Cost 

Current budgeted staffing 37 0 0 $7,769,630 

Proposed staffing 27 7 7 $7,559,715 

Estimated annual savings    $128,102 

 

Estimated fully burdened salary and benefit costs per position, by classification, are as follows: 

Classification Initial Hire Top Step 

Firefighter/Paramedic $209,990 $266,759 

Single-Role Paramedic $144,479 $186,494 

Single-Role Emergency Medical Technician $125,489 $161,000 

 

In addition, the Department projects one-time recruitment and training savings. Hiring ten 

Firefighter/Paramedics under the current model carries an estimated academy cost of $372,077, 
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while placing fourteen single-role personnel through an EMS recruit academy carries an 

estimated academy cost of $207,558 — a one-time savings of $164,519, notwithstanding that 

four additional personnel are trained. 

 

Fiscal Year 2026-27 Impact Type Amount 

Salary and benefit savings Ongoing $128,102 

Recruit academy savings One-time $164,519 

Total estimated FY 2026-27 savings Combined $292,621 

 

No additional appropriation is required. Approval of the MOU and the recommended position 

changes does not increase the Fire Department’s adopted Fiscal Year 2026-27 personnel 

appropriation. Because implementation occurs in the first quarter of the fiscal year, actual FY 

2026-27 savings will be realized on a partial-year basis and are reflected in the amounts above 

as estimates. Adoption of the recommended resolution amends the position control roster to 

reflect a net increase of 4.0 FTE with no corresponding increase in appropriation.  

Retirement cost disclosure. The proposed MOU does not create, modify, or enhance any 

retirement benefit; the CalPERS Safety formula of 2.7% at 57 applicable to new members is 

maintained without change. 

 
ATTACHMENTS 

 
1. Resolution No. 11690 – A Resolution Authorizing the City Manager to Execute a 

Memorandum of Understanding Between the City of Folsom and the Sacramento Area 
Firefighters Local 522, IAFF - Folsom Fire EMS Professional Unit and Authorizing 
Implementation of the Single-Role Ambulance Transport System 

2. Memorandum of Understanding, Folsom Fire-EMS Professional Unit 
3. Class Specifications, Emergency Medical Technician and Paramedic 

 
 
Submitted, 
 
 
 
 
 
       
Jason Solak, Fire Chief 
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Resolution No. 11690 – A Resolution Authorizing the City Manager to Execute a Memorandum 

of Understanding Between the City of Folsom and the Sacramento Area Firefighters Local 522, 

IAFF - Folsom Fire EMS Professional Unit and Authorizing Implementation of the Single-Role 

Ambulance Transport System 
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RESOLUTION NO. 11690 

 

A RESOLUTION AUTHORIZING THE CITY MANAGER TO EXECUTE A 

MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF FOLSOM AND 

THE SACRAMENTO AREA FIREFIGHTERS LOCAL 522, IAFF – FOLSOM FIRE 

EMS PROFESSIONAL UNIT AND AUTHORIZING IMPLEMENTATION OF THE 

SINGLE-ROLE AMBULANCE TRANSPORT SYSTEM 

 

 

WHEREAS, the City of Folsom and Sacramento Area Firefighters Local 522, IAFF - 

Folsom Fire EMS Professional Unit have met and conferred in good faith; and 

 
 

WHEREAS, the parties reached an agreement, and the bargaining unit ratified the 

agreement; and 

 
 

WHEREAS, authorizing this agreement will establish the classifications of Emergency 

Medical Technician and Paramedic; and 

 
 

WHEREAS, the position control roster will be amended to convert ten 

Firefighter/Paramedic positions to single-role positions and to add four single-role positions, for a 

total of fourteen FTE single-role positions and twenty-seven Firefighter/Paramedic positions; and 

 
 

WHEREAS, once the single-role ambulance transport staffing model is implemented, the 

fifth engine company will be restored to service; and 

 
 

WHEREAS, the proposed staffing model is cost-neutral to the adopted budget and is 

projected to reduce annual salary and benefit costs; and 

 
 

 WHEREAS, that the City Council adopts the agreement between the City of Folsom and 

the Sacramento Area Firefighters Local 522, IAFF - Folsom Fire EMS Professional Unit for the 

period of August 11, 2026, to June 30, 2028;  

 
  

NOW, THEREFORE, BE IT RESOLVED that the City Council of the City of Folsom 

authorizes the City Manager to execute a Memorandum of Understanding between the City of 

Folsom and the Sacramento Area Firefighters Local 522, IAFF - Folsom Fire EMS Professional 

Unit and authorizes implementation of the single-role ambulance transport system; and 

 

NOW, THEREFORE, BE IT FURTHER RESOLVED that the City Council of the City 

of Folsom approves the new staffing model for the Fire Department, establishing the classifications 

of Emergency Medical Technician and Paramedic; and 
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NOW, THEREFORE, BE IT FURTHER RESOLVED that the City Manager is 

authorized to add four positions to the total approved Full Time Equivalent (FTE) count for Fiscal 

Year 2026-27. 

 

 

 

PASSED AND ADOPTED this 11th day of August 2026, by the following roll-call vote: 

 

 

AYES: Councilmember(s):  

NOES: Councilmember(s):  

ABSENT: Councilmember(s):  

ABSTAIN: Councilmember(s):  

 

 

___________________________________ 

Justin Raithel, MAYOR 

 

ATTEST: 

 

 

____________________________________ 

Christa Freemantle, CITY CLERK 



 

 

 

 

 

 

 

 

Attachment 2 

Memorandum of Understanding, Folsom Fire-EMS Professional Unit 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



MEMORANDUM OF UNDERSTANDING 

BETWEEN 

CITY OF FOLSOM 

AND 

SACRAMENTO AREA FIREFIGHTERS 

LOCAL 522, IAFF, FOLSOM Fire-EMS Professional UNIT 

August 11, 2026 through June 30, 2028 
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PREAMBLE 

On the date hereinafter subscribed, authorized representatives of the City of Folsom, herein called 
"City", and authorized representatives of the Sacramento Area Firefighters Local 522, IAFF, 
herein called "SAFF, Local 522", made and entered into this Memorandum of Understanding, 
hereinafter referred to as "Agreement" or "MOU."  Pursuant to Section 3500 et seq. of the 
Government Code of the State of California, an agreement between the aforementioned parties has 
as its purpose the promotion of harmonious labor relations; establishment of an equitable and 
peaceful procedure for the resolution of differences; and the establishment of rates of pay, hours 
of work, and other terms and conditions of employment.   

The term "Agreement" as used herein means the written agreement provided under Section 3505.1 
of the Government Code. 

It is understood and agreed that this Memorandum of Understanding applies only to the 
classifications of EMT and Paramedic. This Memorandum of Understanding supersedes and 
replaces all previous agreements as it relates to the positions EMT and Paramedic. This 
Memorandum of Understanding supersedes all previous agreements to the extent those agreements 
relate to the classifications of EMT and Paramedic.  This Memorandum of Understanding shall 
not in any way be considered to supersede or modify the Memorandum of Understanding between 
City of Folsom and Sacramento Area Firefighters Local 522, IAFF, Folsom Unit effective from 
August 11, 2026 through June 30, 2028 which covers the classifications of Fire Captain, Fire 
Engineer, and Firefighter. This MOU is negotiated by the Parties separately as a result of the 
positions of Paramedic and EMT being added into the bargaining during the term of the Fire MOU.  

ARTICLE I 

RECOGNITION AND COVERAGE 

1. Recognition 

The Sacramento Area Firefighters Local 522 is recognized as the exclusive representative, 
as provided in the City's Employer-Employee Relations Policy, for all employees assigned 
to the Sacramento Area Firefighters Local 522 Bargaining Unit in the following 
classifications: 

EMT 
Paramedic 

 

In the event new classifications are established which are appropriate for this unit, the 
parties agree to meet and confer for the purpose of including such in the Sacramento Area 
Firefighter Local 522 Bargaining Unit.   

2. Continuation of Benefits 

            A.      This Memorandum of Understanding is a final expression of the agreement between the 
parties with respect to the terms and conditions of employment.  No amendment, alteration, 
understanding, variation, waiver or modification of any terms or provisions of this 
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Memorandum of Understanding shall in any manner be binding upon the parties unless 
made and executed in writing between the parties hereto and approved by the City Council. 

B.  Terms and conditions of employment as specified in this Memorandum of Understanding 
shall remain in full force and effect during the term of this Memorandum of Understanding 
unless modified pursuant to the above paragraph or as otherwise specified in this 
agreement. 

3. Terms of Understanding 

This Memorandum of Understanding incorporates all modifications regarding wages, 
hours, and other terms and conditions of employment.  This Memorandum of 
Understanding shall be effective upon full execution of this Agreement and shall expire 
June 30, 2028.  The parties agree to begin negotiations on a successor Memorandum of 
Understanding no later than 120 calendar days prior to expiration of this Memorandum of 
Understanding. 

4. Meeting and Conferring During the Term of the Memorandum of Understanding 

Unless specifically agreed otherwise, this Memorandum of Understanding sets forth the 
full and entire understanding of the parties regarding the matters contained in this 
Memorandum of Understanding and supersedes and cancels all prior or existing 
understandings or agreements between the parties, whether formal or informal. 

During the term of this Memorandum of Understanding, representatives of the City and the 
SAFF, Local 522 may meet and confer on matters of mutual concern.  Any agreement 
reached between the parties shall be memorialized in writing and be deemed a “Side Letter” 
to this Memorandum of Understanding. 

The City Manager is authorized to enter into a Side Letter on behalf of the City for purposes 
of the interpretation or administration of this Memorandum of Understanding.  A Side 
Letter to this Memorandum of Understanding shall not be deemed valid until signed by the 
City Manager or designee, approved as to form by the City Attorney, and signed by an 
authorized representative of the SAFF, Local 522.  Side Letters agreed to during the term 
of this Memorandum of Understanding may be incorporated into any successor 
Memorandum of Understanding. 

5. Severance 

Should any provision of this Agreement be found unlawful or unenforceable by a court of 
competent jurisdiction, or invalidated by subsequent enacted legislation, the remainder of 
the Agreement shall continue enforce.  Upon occurrence of such an event, the parties shall 
meet and confer as soon as practical to renegotiate the invalidated provision(s). 

6. No Strike 

The SAFF, Local 522 agrees that during the term of this Agreement, neither it nor its 
officers, employees, representatives, or members will engage in, encourage, sanction, 
support or suggest any strikes, work stoppages, boycotts, slowdowns, mass resignations, 
mass absenteeism, picketing or any other similar actions which would involve suspension 
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of, or interference with, the normal work of the City of Folsom.  In the event that SAFF, 
Local 522 members participate in such activities in violation of this provision, SAFF, Local 
522 shall notify those members so engaged to cease and desist from such activities and 
shall instruct the members to return to their normal duties. 

ARTICLE II 

MANAGEMENT RIGHTS 

To ensure that the City is able to carry out its statutory functions and responsibilities, nothing 
contained in this article shall be construed to require the City to negotiate on matters which are 
solely a function of management, or not otherwise assigned as an employee right, including the 
following: 

1. To manage the City generally and to determine issues of policy. 

2. To determine the existence of facts which are the basis of management decisions. 

3. To determine the necessity for and organization of any service or activity conducted by 
the City, and to expand or diminish services. 

4. To determine the nature, manner, means, technology, and extent of services to be 
provided to the public. 

5. To determine methods of financing. 

6. To determine types of equipment or technology to be used. 

7. To determine and/or change the facilities, methods, technology, means, organizational 
structure, and size and composition of the work force, and to allocate and assign the work 
by which the City operations are to be conducted. 

8. To determine and change the number of locations, relocations, and types of operations, 
processes, and materials to be used in carrying out all City functions, including, but not 
limited to, the right to contract for or sub-contract any work or operation of the City.  
Such changes shall be subject to reasonable notice and good faith meet and confer.   

9. To assign work to and schedule employees in accordance with requirements as 
determined by the City, and to establish and change work schedules and assignments 
upon reasonable notice and good faith meet and confer. 

10. To lay off employees from duties because of lack of work or funds, or under conditions 
where continued work would be ineffective or non-productive. 

11. To establish and modify productivity and performance programs and standards. 

12. To dismiss, suspend without pay, demote, reprimand, withhold salary step increases, or 
otherwise discipline employees for cause. 

13. To determine minimum qualifications, skills, abilities, knowledge, selection procedures 
and standards, and job classifications, and to reclassify employees. 

14. To hire, transfer, promote, and demote employees for non-disciplinary reasons. 
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15. To determine policies, procedures, and standards for selection, training, and promotion of 
employees. 

16. To establish reasonable employee performance standards including, but not limited to, 
quality and quantity standards; and to require compliance therewith. 

17. To maintain order and efficiency in City facilities and operations 

18. To establish, publish, and/or modify rules and regulations to maintain order and safety 
and health in the City.  The City agrees to meet and confer on any items that fall within 
the scope of Government Code Section 3500 et, seq. 

19. To restrict the activity of an employee organization on the municipal property and on 
municipal time except as set forth in the City's Personnel Rules and Regulations. 

20. To take any and all necessary action to carry out the mission of the City in emergencies. 

ARTICLE III 

UNION RIGHTS 

1. Union Leave 

A. The designated unit representative shall be granted reasonable release time, 
without loss of compensation or benefits, to meet with representative(s) of the 
City in regard to employee-employer relations matters. 

B. Upon request of the SAFF, Local 522 unit representative, a reasonable number of 
employees may be released from duty, without loss of compensation or benefits, 
for the purpose of meeting with the City.  Such release time shall include thirty 
(30) minutes before and fifteen (15) minutes after the scheduled meeting.  The 
times before and after the meetings are in addition to reasonable travel time to and 
from the employee's work location. 

C. The City reserves the right to postpone or cancel a meeting if adequate staffing of 
the City's emergency services would be curtailed by the release of participating 
personnel. 

D. Time used, pursuant to this section, shall be in addition to the time provided in 
Article III, Section 2, Union Bank Time. 

2. Union Bank Time 

A. Employees in the bargaining unit may, but are not required to, donate accrued 
annual leave, holiday leave, compensating time off or staffing furlough time, in 
no less than one (1) hour increments, into a bank of hours from which designated 
representatives may draw time for the purposes of conducting Sacramento Area 
Firefighters Local 522 activities.  Donated time will be transferred from the 
donating employee's accrued annual leave to the Union Bank in August of each 
year.  Should supplemental donations be needed, the unit representative will 
notify the City and an additional "donating" period will be permitted. 
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B. The unit representative or designee must approve, fill out and submit a leave slip 
for all employees using the Union Bank. The release of employees on Union Bank 
Time shall be subject to both the approval of the Unit Representative and the 
needs of the City, as determined by the Fire Chief.  Approval by the Fire Chief 
shall not be unreasonably withheld.  In no event shall more than three (3) 
bargaining unit members be released from duty, pursuant to this section, at the 
same time. 

C. The unit representative or designee must request through the on-duty Battalion 
Chief for the release of employees on Union Bank Time at least ten (10) work 
days prior to the desired time off.  Under unusual or emergency circumstances, 
the request may be considered for approval with less than ten (10) working days’ 
notice. 

3. Union Security 

The following provision has been agreed to pursuant to Section 3502.5 of the 
Government Code. 

  

A. Membership dues shall be payroll deducted and transmitted to the SAFF, Local No. 522. 
 

B. Any employee who is a member of a Bonafide religion, body or sect that has held 
conscientious objections to joining or financially supporting public employee 
organizations shall not be required to financially support SAFF, Local No. 522.  Such an 
employee shall, in lieu of the service fee, pay a sum equal to the service fee to a non-
religious, non-labor charitable organization that is exempt from taxation under the 
Internal Revenue Service Code and identified by the SAFF, Local 522. 

 

C. The SAFF, Local 522 expressly agrees to indemnify, defend and hold the City harmless 
for any and all claims, demands, costs (including any costs and attorney’s fees incurred 
by the City in defense of a lawsuit), expenses, damages or other monetary losses arising 
out of or in any way connected with any action or inaction of the City in adoption or 
administration of this section.  This hold harmless defense and indemnity agreement shall 
include but not be limited to employee legal actions of any sort or nature against the City 
based upon or related to this section.  

ARTICLE IV 

SALARY AND OTHER COMPENSATION 

1. Market Survey 

The City agrees that if a Market Survey is to be completed, the classifications of EMT and 
Paramedic, whether employed by private or public agency, with similar roles and responsibilities 
shall be used.  Additionally, it is agreed that the following public provider agencies, given their 
existing single role EMT – Paramedic program, shall be used, City of Sacramento, Sacramento 
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Metropolitan Fire Protection District, and El Dorado Hills Fire District.  To ensure competitive 
compensation, private provider transport agencies conducting business in the Sacramento Region, 
should be included. 

A. Employees that maintain paramedic licensure and accreditation shall be reimbursed 
for the cost of the licensing and accreditation. Employees will not receive 
compensation for any late fees associated with paramedic licensure renewal or 
accreditation continuation. 

B. Current employees achieving paramedic status must receive pre-authorization from 
the department to qualify for participation in the paramedic program. 

3.   Temporary Work Assignments 

A. Employees assigned to a temporary “day shift” assignment will receive a 10% pay 
increase for the duration of the assignment.  Such assignment shall not be for more 
than ninety (90) days in duration unless otherwise agreed to by the Employee and 
the Department.   

4. Educational Incentive 

A. Employees subject to this Agreement shall be eligible, upon proof of eligibility, to 
receive a monthly educational incentive pay as described in this section of up to 
10%, in addition to the regular base pay: 

1) Any Associate of Arts or Science Degree from a City approved recognized 
college or university (as defined in Section D), shall receive 5%. 

2) Bachelor of Arts or Science Degree in Fire Technology/Science, Public 
Administration, Business Administration, Public Safety, Emergency 
Management, or other approved programs from a City approved accredited 
college or university (as defined in Section D) shall receive 10%. 

B. Educational Incentive Pay shall be received by the employee upon submitting 
substantial proof of eligibility acceptable to the department and shall not be applied 
retroactively. Substantial proof shall be a diploma, certificate, or official 
acknowledgement that all educational criteria for the document have been 
submitted. 

C. Recognized colleges and universities are those institutions of higher learning 
accredited by one or more of the United States regional accrediting bodies. 

5. Longevity Pay Plan 

A. Subject to subsections B below, the City will pay employees represented by 
the SAFF, Local 522 for their continued longevity based on the following formula.   

The Longevity Pay increments will be paid on a monthly basis. 

                        2 ½%  After 10 years of full-time City service 

Additional  2 ½%  After 15 years of full-time City service 
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Additional  2 ½%  After 20 years of full-time City service 

B. Longevity Pay shall not exceed a total of 7 ½% per month for an employee 
with twenty or more years of full-time City service. 

7.    Retirement 

A. Public Employees Retirement System (PERS) – Formula 
 

1) Safety fire employees hired by the City of Folsom on or prior to  October 
16, 2011, shall receive the retirement benefit of 3%@50.   

2) Safety fire employees hired by the City of Folsom on or after October 17, 
2011, who qualify as CalPERS Classic Members shall receive the 
retirement benefit of 2%@50.   

3) Safety Fire-EMS employees hired on or after January 1, 2013, shall receive 
the retirement benefit of 2.7%@57 or as specified in the California Public 
Employee’ Pension Reform Act of 2013 (PEPRA).  

4) Safety fire employees hired on or prior to October 16, 2011, shall receive 
the retirement benefit based on the single highest twelve (12) months of 
compensation. Safety fire EMS employees hired on or after October 17, 
2011, shall receive the retirement benefit based on the employee's highest 
average monthly compensation during thirty-six (36) consecutive months 
of employment as provided in state law pertaining to PERS. 

 
B. Public Employees Retirement System (PERS) -- Retirement Contribution: 
 

1) The City agrees to pay the full cost of employer contributions to the Public 
Employees’ Retirement System (PERS) for all employees in the 
Sacramento Area Firefighters Local 522 bargaining unit, as currently 
contracted with PERS.   

2) Employees who are CalPERS Classic members shall pay 9% of the 
employee share of retirement. Safety fire EMS employees who are PERS 
PEPRA members will pay the employee contribution as specified and 
adjusted by PERS. 

3) The City agrees to continue Government Code Section 20691, Conversion 
of Employer Paid Member Contributions (EPMC).  

 
C. PEPRA Members Supplemental Retirement Plan: 
 

1) Effective as soon as administratively possible, but no later than 90 days 
from ratification, the City shall establish a 457 Plan for members hired on 
or after January 1, 2013. Government (Gov.) Code section 7522.10 of the 
PEPRA law provides the authority for the earnings limit for all PEPRA 
members. In the event PEPRA members reach the annual compensation 
limits in a calendar year, the City and employee shall deposit an amount 
equal to the employee/employer retirement contributions into the 
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employee’s 457 Plan for the remainder of the calendar year. Contributions 
to the 457 Plan shall be paid on each payroll cycle. At the start of the new 
calendar year, contributions to the 457 Plan shall be paused, and all 
contributions shall resume to CalPERS until the member reaches the annual 
limit in the new calendar year. 

8. Pre-Retirement Optional Settlement 2W Death Benefit (Survivors) 

Effective October 16, 2006, the City modified the contract with the Public Employees 
Retirement System (PERS) to add Government Code Section 21548, Pre-Retirement 
Optional Settlement 2W Death Benefit. 

9. PERS Retirement – Alternate Death Benefit 

The City has amended its contract with the California Public Employees Retirement 
System to add the Alternate Death Benefit for Local Fire Members credited with 20 or 
more years of service (Government Code Section 21547.7).  SAFF Local 522 agrees that 
all costs associated with this PERS contract amendment shall be borne by employees in the 
SAFF Local 522 Bargaining Unit.  To this end, the City will deduct a flat amount per 
paycheck from each employee in the SAFF Local 522 Bargaining Unit sufficient to fund 
the cost of this PERS contract amendment. 

10. Social Security Withdrawal 

The City agrees to reopen and negotiate the direction of funds, should the City withdraw 
from Social Security. 

11. Field Training Officer (FTO) 

A. Field Training Officer Program 

The City and the SAFF, Local 522 agree to jointly develop and implement a Field 
Training Officer (FTO) program to assist in the career development and mentoring 
of department employees or paramedic interns.  Additional career development 
training may be added to the program as agreed to by both parties.  Only one person 
may serve as an FTO at any one time for an individual receiving career 
development and mentoring.  Parties agree to meet as agreed on for the purpose of 
developing a FTO operating plan for the Department.   

1) The Fire Chief shall certify the qualifications of an employee as a 
designated FTO prior to using the employee in that capacity.  The FTO plan 
used by the department shall be voluntary in nature and shall not require 
participation by employees.  Employees who volunteer to be an FTO shall 
not be negatively affected in their annual evaluation for performance as an 
FTO.  An employee may be removed from the FTO position by the Fire 
Chief due to lack of need for the FTO or other reasons as set forth by the 
City. 

B. Field Training Officer Compensation 

1) The City shall pay FTO compensation on an hour-for-hour basis to 



 

 Page 13 

employees who are assigned in writing by the department to work in this 
capacity. Fire-EMS employees shall receive an additional $4.00 per hour 
while serving as an FTO. 

2) FTO compensation shall be paid to employees providing for the training of 
department employees (probation or full time) or paramedic interns as 
authorized by the Fire Chief. 

12. Salary 

A. Effective July 1, 2027, all employees shall receive a salary increase of 2.5%. 

ARTICLE V 

OVERTIME 

1. Overtime Computation 

A. Overtime hours worked will be compensated at one and one-half (1 ½) times the 
employee’s straight time hourly rate of pay (including all compensation regularly 
and routinely received by the employee), based on 40-hour work week (2080 hours 
worked per year).   

B. FLSA Overtime - To be eligible for FLSA overtime, employees in the Single Role 
classifications must actually work “feet on the ground” for more than forty (40) 
hours in the 7-day workweek.  

C. MOU Overtime - To be eligible for MOU overtime, employees in the Single Role     
classifications must be in “paid status” more than forty (40) hours in the 7-day 
workweek.  

1. For purposes of calculating MOU Overtime, all paid leave, with the EXCEPTION 
of sick leave, will be considered “paid status” for purposes of determining overtime 
owed under this Agreement. 

2. All hours exceeding 40 hours in the 7-day work week, in combination of actual 
hours worked AND leave while in “paid status” will result in overtime.    

D. Pursuant to City Personnel Rules and Regulations all overtime shall be compensable in 

increments of thirty (30) minutes rounded up. 

E. Incidental overtime of less than fifteen (15) minutes in a non-recurrent extension of the 
workday/shift is non-compensable in any form. 

F. Employees shall be compensated at their overtime rate of pay for one (1) full hour when 
working beyond the incidental overtime period (Article V, Section 1(D), Overtime) as a 
result of a dispatched incident. 

G. The department has the right to require employees to remain at work and perform work-
related duties for the duration of the established overtime period. 

2. Compensating Time Off 

Compensatory time off (CTO) may be accrued in lieu of overtime pay to a maximum of 
one hundred forty-four (144) hours.  Employees shall take CTO off in a manner consistent 
with Annual Leave. Accrued CTO shall be used before any other accrued leave time is 
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used.   

3.  Overtime Scheduling 

The City agrees to a list for “Special Events” and a list for “Scheduled Overtime Duty”.  

A. “Scheduled Overtime Duty” (“SOD”) procedures will follow the most 
current “SOD” Procedures found in the Fire Department Standard Operating 
Procedures Manual. “SOD” list shall be zeroed out on January 1st of each year and 
revert to overall seniority then to overtime hours. 

B. “Special Events” shall be a rotating list. Employees hired and/or mandatory 
hired under the “Special Events” criteria shall rotate to the bottom of the “Special 
Events” list, without regard to the number of regular overtime hours worked. 

1)  "Special Events" is defined as any event that increases the daily staffing 
over the normal staffing level (i.e., Rodeo stand by, Red Flag warning day, 
Wind event).   

C.    The parties agree to meet and confer over the impact of future special events on 
SAFF 522 members.  

4. Emergency Callback 

A. Employees are subject to routine or periodic emergency callback that is inherent and 
integral part of their assigned job responsibilities in order to provide continuous public services 
deemed to be necessary and appropriate by the City Manager or Fire Chief.  The Fire Chief or 
his/her designee shall initiate emergency callback to all employees to return to work when an 
emergency condition at the National, State, or local level compels the Fire Chief to provide staffing 
for continuous public service deemed necessary and appropriate to maintain department 
operations. 

B. Employees shall keep the Department apprised of a current telephone number where they 
can normally be reached during off-duty hours. Employees shall respond to an emergency callback 
within a reasonable amount of time, unless the employee is incapable of doing so. 

C. Emergency callbacks shall be paid at (1 1/2) times the hourly rate of pay, for a period of 
two (2) hours or for hours actually worked, whichever is greater.  Section 5 of Article V, Overtime, 
does not apply to emergency callbacks. 

5. Mandatory Hires 
 
A. Employees who are notified that they are being mandatory hired to work overtime as a 

result of unplanned vacancies (e.g., sick leave, emergency leave,  strike team backfill) that 
originate within  twenty-four (24) hours or less of the start of the next scheduled work shift 
shall be compensated at a rate at two (2) times the employee’s regular hourly rate of pay 
for up to a maximum of eight (8) hours per occurrence and one and one-half (1 ½) times 
the employee's hourly rate of pay for the balance of the mandatory hire shift. 

B. Employees that volunteer to work a mandatory hire in place of another employee who has 
been notified that they are being mandatory hired will work that overtime at the employee’s 
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normal overtime pay rate of one- and one-half times (1 ½).  The employee volunteering for 
that shift will have their name moved to the bottom of the mandatory hire list.  

 
6. Court Appearances 

Fire-EMS personnel will be compensated for required, job related off-duty court 
appearances at one- and one-half times (1 ½) the hourly rate of pay, for a period of four (4) 
hours or for hours actually worked, whichever is greater.  Personnel filling shift vacancies 
for employees appearing on-duty for court appearances shall receive overtime 
compensation in accordance with Article V, Section 1, Overtime. 

7. Staffing Errors  

An employee, who reports to work on an overtime shift and is released from duty because 
of a staffing error, will be compensated for two (2) hours at one and a half times (1 ½) the 
hourly rate of pay. 

8.         Scheduled Off-Duty Training 

Fire-EMS personnel will be compensated for scheduled, off-duty training that is required 
by the Department and approved by the Fire Chief. Compensation shall be at one and a 
half times (1 ½) the hourly rate of pay, for a period of two (2) hours or for hours actually 
in attendance, whichever is greater.  In the event the training is canceled, and the employee 
has arrived at the training location he/she will be compensated for two hours of overtime. 

7. City Business Travel 

A. Employees who travel to do business for the City shall be compensated for actual 
hours worked, including travel time.  Employees that are not on a regular scheduled 
day to work shall be compensated one and one half (1 ½) times the employee's total 
hourly compensation rate. 

B. Employees who travel to do business for the City that are on a regular scheduled 
workday shall be placed on Offsite (OS) Status for the entire work period with no 
loss in wages or benefits. 

C. The employee may request a Per Diem, which shall be the maximum Per Diem 
based on the current Maximum Domestic Per Diem Rate table in  accordance 
with the City Travel Policy.  If Per Diem was not requested prior to 
departing on City business, the employee upon returning from the City business 
may submit a Per Diem request for reimbursement with receipts. Out-of-county 
strike team assignments or overhead assignments do not qualify for Per Diem. 

ARTICLE VI 

HOURS OF WORK 

1. 40 Hour Fire-EMS Schedule 

The City and the SAFF, Local 522 agree to the work schedule as follows: 

Work Schedule: OXOXXXX 
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A. Personnel will be assigned to a 40-hour work week (2,080 straight-time hours per 
year) and will be regularly scheduled to work 48 hours per week, consisting of two 
(2) 24-hour shifts. The 48-hour schedule includes eight (8) hours of required 
overtime per week (416 hours per year).  

B. A shift rotation is defined as one (1) continuous 24-hour shift. 

C. Shifts begin at 0800 hours and continue for 24 hours ending, the following morning 
at 0800 hours.   

D. Employees shall be compensated at one and one half (1 ½) times the employee's 
total hourly compensation rate for all hours worked in excess of 40 hours in a 7-
day workweek.  A workweek period is defined as Sunday at 0800 hours to the 
following Sunday at 0759 hours. 

 E. Pursuant to Article II, Item 9, Management Rights, of the MOU work schedules shall continue to 
be at the discretion of the Fire Chief in consultation with the City Manager, upon reasonable notice 
and good faith meet and confer with the SAFF, Local 522. The City also reserves the right to 
review this shift schedule on a periodic basis in order to address any potential inequities or 
problems.  

2. Modified Duty Assignments 

The department reserves the right to determine and approve all modified duty assignments. 
However, the City will endeavor to provide modified duty assignments upon request to any 
employee who submits verification from a medical physician identified from a City health 
insurance plan, or from a Worker's Compensation approved treating medical physician, 
substantiating the necessity for such modified duty as a result of pregnancy, injury or 
illness. The department shall determine the hours and duties of any approved modified duty 
assignment. Although Modified Duties Assignments are temporary, they are not to be 
classified as “Temporary Work Assignments” as defined in Article IV, Section 3A, 
Temporary Work Assignments.  In the event the employee is placed on a forty (40) hour 
work schedule Article VII, Section 1, Holidays, will not apply and the employee will 
continue to receive HIL pay. 

3. Fair Labor Standards Act (FLSA) 

The City shall comply with the Fair Labor Standards Act (FLSA) and agrees to meet with 
the SAFF, Local 522 in order to discuss sections of the Act which affect the agreed upon 
wages, hours and other terms and conditions of employment. 

4. Station and Shift Transfer Process 

A. Department Requests 

In the event a departmental need arises to move personnel from one shift to another 
shift, or from one station assignment to another, the basic reason for the need shall 
be made known to the affected employees. Whenever a vacancy occurs, it shall be 
bid for by seniority in the rank in which the vacancy occurs.  If the vacant position 
is not filled through the bid process (no one applies), assignments shall be made 
through inverse order of seniority within the rank.  If the transfer is due to 
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departmental need, the City will be responsible for honoring the employee’s 
scheduled vacation dates. 

B. Employee Requests 

Employees voluntarily seeking transfer from shift to shift, or station to station, may 
fill out a shift/transfer request form and submit it to the Fire Chief or his/her 
designee for approval. 

1) Requests to move stations/shifts will be approved by the Fire Chief or 
his/her designee if there are no negative operational impacts to the 
Department. 

2) Station/Shift transfer requests may be submitted twice annually for 
consideration.   

a. Deadlines to request a transfer are September 15th, with an implementation date near the 
beginning of the next calendar year based upon established work schedules and pay cycles.  
Employees granted a shift transfer at this time will be notified by the Fire Chief or his/her designee 
no later than October 1st and will bid station assignment and vacation dates on the newly assigned 
shift. 

b. Station / Shift transfer requests will be considered mid-year as well. The deadline for such 
requests is June 1st with an implementation date near the beginning of July based upon established 
work schedules and pay cycles.  Employees granted a shift transfer at this time will be notified by 
the Fire Chief or his/her designee no later than June 15th. Employees who are granted a 
Station/Shift transfer mid-year assume all responsibility for re-scheduling their vacation dates 
pursuant to the MOU and/or loss of the bid vacation dates.  Employees granted a Station/Shift 
transfer mid-year will be assigned to the vacancy identified based upon their seniority in rank. 

c. Voluntary Station/Shift requests are final once the Department has notified the employee 
in writing of the transfer request approval.  Members are specifically precluded from initiating any 
appeal process (including Article XII, Grievance Procedure) to either the City of Folsom or the 
Folsom Fire Department for any alleged violations of this section. 

5. Station Bids 

Station bids for each shift will be conducted at least annually. The Department will 
establish a list of departmental needs for each individual station. The most senior person 
by rank will bid for assignment based on filling the department's needs until all of the 
department's needs have been met and all of the vacant seats have been filled.  

ARTICLE VII 

HOLIDAYS 

1. Non-Shift Personnel 

Employees who are not assigned by the Fire Chief to work shifts shall receive the following: 

A. The following holidays shall be observed by the City: 
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1) New Year’s Day (January 1) 

2) Martin Luther King Day 

3) President’s Day (Washington’s Birthday) 

4) Memorial Day 

5) Independence Day 

6) Labor Day 

7) Veterans Day 

8) Thanksgiving Day 

9) Friday following Thanksgiving Day 

10) December 24 

11) Christmas Day 

12) December 31 

13) One (1) personal holiday as set forth in Item E) below. 

B. If any holiday falls on a Saturday, the proceeding Friday shall be observed as the 
holiday; and if any such holiday falls on a Sunday, the following Monday shall be 
observed as the holiday. 

C. If a holiday occurs on the employee’s first normal day off, the employee shall take 
the preceding day as the holiday; however, if the holiday occurs on the employee's 
second consecutive normal day off, the employee shall take the following day as the 
holiday. 

D. Notwithstanding the above, eligible employees who are not able to take a designated 
holiday day off shall be credited with one (1) additional day of annual leave (8 hours) 
for each holiday not taken. 

E. As listed under Item A above, employees shall be entitled to one (1) personal holiday 
(8 hours) per calendar year. Employees who have not completed their initial 
probationary period may not take their personal holiday until they have completed 
the probationary period. 

F. No holiday pay shall be accrued when an employee has been off work on unpaid 
status for more than ninety (90) days. 

2. Holiday Pay Differential 

In lieu of all holidays authorized or observed by the City, employees shall receive holiday-
in-lieu pay as follows: Holiday-in-lieu pay of six percent (6.0%) shall be paid in equal 
amounts each pay period. The amount of such pay shall be of the employee’s base hourly 
pay, in effect during the pay period. Holiday-in-lieu is additional compensation for 
employees who are normally required to work on an employer approved holiday because 
they work in positions that require staffing without regard to holidays. 
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Holiday Pay shall be compensable for retirement (PERS) purposes. 

3. Holiday Routine 

On those days which are official City holidays, or on any other days declared a holiday by 
the Administration, a holiday routine will be utilized.  Under this procedure, the personnel 
will be allowed to spend the day pursuing leisure activities within the following guidelines: 

A. Morning apparatus checks are to be performed promptly as on any other day. 

B. Any maintenance or other activity required to maintain the company at an 
appropriate level of readiness will be performed. 

C. Any other activity will be performed, if in the judgment of the officer in charge, to 
delay or fail to perform such an activity would in any way be detrimental to the 
Department's equipment or operation. 

ARTICLE VIII 

LEAVES 

1. Annual Leave. 

1. Employees shall receive the following Annual Leave credits: 

Day-shift personnel (40-hour work week): 

Length of Service Annual Leave Allowance 

0 - 5 years 15.34 hours per month 

5 – 10 years 18.66 hours per month 

10 – 15 years 21.34 hours per month 

15+ years 23.34 hours per month 

Shift personnel (48-hour work week):  

Length of Service Annual Leave Allowance 

0 - 5 years 20.86 hours per month 

5 - 10years 23.70 hours per month 

10 - 15 years 26.00 hours per month 

15+ years 27.72 hours per month 

B. Except as specified in Article VIII, Section D (1) below, employees shall not accrue 
sick leave. However, employees who have accumulated sick leave hours shall retain 
such hours and may use such leave credits pursuant to Article VIII, Section 5, Sick 
Leave, of this MOU. 

C. Subject to Article V, Section 2, annual leave credits may be used for any approved 
absence, including vacation and illness or injury. When annual leave is used for 
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vacation, it will be scheduled pursuant to Article VIII, Section 2, Leave Request 
Procedure and Section 3, Vacation Bidding. When annual leave is used for illness 
or injury leave (e.g., sick leave) purposes, it will be taken pursuant to Article VIII, 
Section 5, Sick Leave, of the MOU. 

D. Employees with annual leave balances that exceed the annual leave caps of 275 for 
non-shift/412 for shift employees as of the date of ratification by City Council of 
this MOU, may retain such balances until the annual leave balances are reduced to 
the new caps. 

1) To avoid exceeding the maximum of 275/412 hours of accumulated annual 
leave, the City may direct an employee to take time off on annual leave.  
However, in the event the City does not approve annual leave for an 
employee in an amount sufficient to reduce accumulated annual leave to 
275/412  hours, the number of hours that exceed 275 /412 hours shall be 
rolled over into sick leave until the annual leave balance is reduced to the 
cap. 

E. Employees may cash out up to 40 hours of annual leave for non-shift personnel, 
and 48 hours of annual leave for shift personnel per fiscal year. Annual leave shall 
be cashed out pursuant to procedures established by the City Human Resources 
Department. 

F. Accrued annual leave shall be cashed out upon separation of employment with City 
on an hour for hour basis.  

2. Leave Request Procedure 

A. Leave requests less than twelve (12) hours shall be granted if a qualified individual 

voluntarily accepts the overtime opportunity. 

B. Unless an exception is granted by the Fire Chief no less than twelve (12) hours can 

be granted for leave purposes and 12-hour leave increments must begin or end at 

0800 (i.e. 0800-2000 or 2000-0800 hours).   

C. No more than fifteen percent (15%), (rounded to the nearest whole number), per 

shift inclusive of the Fire Captain, Fire Engineer, or Firefighter classifications shall 

be granted leave for bid vacation (BV) purposes at any one time. Leave usage 

requests scheduled during an approved Bid Vacation (BV) process will be granted 

in accordance with this subsection. 

D. No more than fifteen percent (15%), (rounded to the nearest whole number), per 

shift within inclusive of the Fire Captain, Fire Engineer, or Firefighter 

classifications may be granted leave. Consideration of all shift vacancies will be 

examined prior to any additional leave approval by the Fire Chief or designated 

supervisor in consultation with the Union Representative. All prior approved leave 

requests will be honored regardless of total personnel off.  
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E. Exceptions to Subsection (D) may be granted by the Fire Chief so long as it does 

not result in a mandatory hire. 

F. Leave requests for dates submitted twenty-one (21) days or more from the 

requested leave date will be accepted and may be approved as per subsection D 

above. Leave requests submitted within the twenty-one (21) day period, which 

create a vacancy requiring an overtime fill, will be approved if a qualified 

replacement accepts the overtime opportunity as per Section D above. 

G. If the department decides to staff additional single role fire-EMS transport units, the 

Fire Chief will meet and confer with SAFF, Local 522 to discuss alternative leave 

request procedures for single role fire-EMS personnel. 

3. Vacation Bidding 

 A. Vacation bid scheduling consists of one calendar year, starting January 1. 

 B. Vacation bidding will be based on seniority by shift. Seniority will be based on the original, 
full-time hire date of the employee. 

 C. The bidding process shall be completed ninety (90) days prior to the beginning of the calendar 
year. Bidding shall take place by the shift proceeding the ninety (90) day period and shall consist 
of a one-day process for each shift. 

 D. Shift employees shall be notified of the scheduled bid day for their respective shift thirty (30) 
days prior to that day by the Shift Representative. 

 E. Shift employees on extended leave, i.e., Worker’s Compensation and vacation, shall be 
notified thirty (30) days prior to the scheduled bid date for their shift by the Shift Representative. 

 F. Vacation bidding will be held in rounds. Each employee will have the opportunity to select a 
continuous block of time, one (1) continuous block per round. Bidding by rounds will continue 
until all employees have completed selections. At the conclusion of the bidding process, employees 
shall submit their bid selections to the shift representative or unit representative on a Department 
Vacation Request slip by the end of that shift. 

G. Vacation bidding cannot result in more than fifteen percent (15%), (rounded to the nearest 
whole number), or authorized shift personnel per shift shall be granted annual leave for bid 
vacation purposes at the same time.  For example: 20 shift personnel per shift x 15% =3 personnel 
granted leave for bid vacation purposes. 

 H. Shift representatives or authorized designees will handle the bidding process for their respective 
shifts. 

 I. Employees on leave, i.e., Worker’s Compensation, disability leave, or leave shall be responsible 
for submitting their selections for the bidding process. The desired bids by such employee shall be 
submitted to the respective shift representative or unit representative prior to the scheduled bid 
day. Failure to do so will result in vacation bid passes by the employee.  
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 J. A continuous block of time consists of no less than twelve (12) hours and no more than ten (10) 
shifts. All blocks shall be consecutive, including multiple days of request of less than twenty-four 
(24) hours.  A continuous block of time is defined as any vacation request within a ten (10) shift 
period when that block contains no more than fifteen percent (15%), (rounded to the nearest whole 
number), or authorized shift personnel per shift off. 

 K. Employees shall have the option to cancel Scheduled Bid Vacation and/or vacation thirty-one 
(31) days prior to the scheduled date.   

L. At the completion of the bidding process, all calendar days with less than fifteen percent (15%), 
(rounded to the nearest whole number), of authorized shift personnel per shift off can submit a 
leave request pursuant to the MOU.  These leave requests will be considered by the Fire Chief or 
designated supervisor, in consultation with the Unit Representative, and approval will be 
dependent upon the number of total vacancies on the requested day.  

M. Vacation scheduling disputes will be submitted to the unit representative for review by a 
designated committee. Decisions by the committee will be final. 

 N. A calendar will be completed by the unit representative and/or shift representative and 
submitted to Fire Administration. The calendar and signed Department Leave Slips will be 
forwarded to Fire Administration. Individual employees are responsible for entering their own bid 
requests into TeleStaff within two rotations, after the bid process is complete, for review and 
approval by their immediate supervisor.  Bid Vacation not entered into TeleStaff after two rotations 
from the bid process may be subject to forfeiture by the employee. 

 O. New hire employees will have seniority determined by the City at time of hire. Vacation 
scheduling shall be in accordance with City rules and regulations, Section 2.01.100 (B,1). 

 P. In the event an employee is transferred to another shift due to departmental needs, the City will 
be responsible for honoring the employee’s scheduled vacation dates. If the employee requests a 
transfer to another shift after vacation bids are completed, the employee assumes all responsibility 
for re-scheduling of the bid dates pursuant to the MOU and/or loss of the bid vacation dates. 

 Q. The days of December 24th and 25th and Thanksgiving Day are considered "Sacred Holidays" 
and are not eligible for Bid Vacation or Vacation.  

R. In the event an employee bids for vacation on the front end of a sacred holiday, it shall not be 
considered as a non-continuous block of time if the employee wishes to bid on the back end of the 
sacred holiday event, i.e. bidding or requesting vacation after the 25th of December. 

 S. The City of Folsom and the Folsom Fire Department shall be held harmless for the enforcement 
or implementation of this Section. Members are specifically precluded from initiating any appeal 
process (including Article XII, Grievance Procedure) to either the City of Folsom or the Folsom 
Fire Department for any alleged violations of this Section. 

 T. Employees shall not be allowed to bid more time than they have the ability to accrue in a 
calendar year in addition to 96 hours of comp time per month. 

4. Shift Trades 

A. Each employee may be allowed to trade time for shift(s) for which they are 
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able to secure another qualified employee to work in their place; provided that the 
substitution does not impose any fiscal impact to the City. Substitutions are to be 
made with the approval of the department. The Fire Chief or his/her designee 
retains the right to refuse the shift trade. The substitutions will be applied for in 
advance.  The employee requesting the trade is responsible to fill the vacancy. The 
City shall not be held responsible for arrangements between employees. 
 

B. Shift Trades not working must be 24 hours or greater at the end of the assigned 
rotation (0800-0800), or at the beginning of the assigned rotation (0800-0800). 
Shift trades of 24-hours will protect against a mandatory hire for the 4-days after or 
before the trade not working dependent on which end of the rotation it falls. 
 

C. An employee on a shift trade will remain eligible for a mandatory overtime pursuant 
to Article V, Section 4, Emergency Callback. 
 
D. In the event an employee creates an approved shift trade agreement with 
another qualified employee and that employee is unable to report to work for the 
shift, he/she shall either: 
 

i. Notify the original employee so they can secure another qualified employee to work 
the shift, or 
ii. The trade individual must find another qualified individual to work the shift, or 
iii. The original employee must report to work, or 
iv. In the event the original employee is unable to report to work, the Department will 
deduct the appropriate number of annual leave hours. If the Department must hire a 
replacement on overtime for the vacancy created, annual leave will be deducted from the 
accepting trade working employee using the provisions governing force hire compensation, 
Article V, Section 5 Mandatory Hires when applicable. 
v. In the event that the accepting trade-working employee has an approved Workers' 
Compensation injury that prevents him/her from covering the shift in question, the fiscal 
responsibility shifts to the original employee requesting the shift trade unless the original 
employee finds another qualified individual to work the shift as trade working.  If the 
Department must hire a replacement on overtime for the vacancy created, annual leave will 
be deducted from the original employee requesting the shift trade using provisions 
governing force hire compensation, as outlined in Article V, Section 5 Mandatory Hires. 

E. An employee who submits and receives vacation bid dates pursuant to the MOU 
vacation bid process shall not cancel vacation date(s) and then use a shift trade with another 
employee to take the same date(s) off from work.  

Exceptions: 

1) An employee may cancel their vacation bid date and give it to a co-worker 
in need of the day off and then take a trade if the co-worker’s vacation 
position will not create a mandatory hiring to fill the vacancy. 

2) If, due to unforeseen use of annual or sick leave for injury or illness leave 
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purposes, employee's hours drop below the hours needed for vacation, the 
employee may cancel the bid vacation and take a trade. 

F. Vacation date(s) that have been approved and filled with overtime cannot 
be cancelled and replaced by a shift trade, unless, the overtime was filled with a 
mandatory hire. 

5. Sick Leave 

A. For the purposes of this Section, immediate family is defined as the employee's 
parents, grandparents, spouse, son, daughter, brother, or sister and any step or foster 
relationship mentioned above, or any of these relationships to the employee's 
spouse. Immediate family shall also include any other person living in the 
employee's household as a family member. 

B. Subject to Article V, Section 2, leave used for illness or injury (e.g., sick leave) is 
a paid leave of absence to be used in the following circumstances: 

1) Actual illness or injury of the employee that occurred outside the 
scope of their employment; 

2) Actual illness or injury of a member of the employee's immediate 
family, where the employee's attention/attendance is required. 

3) Exposure of the employee to a contagious disease; 

4) Medical, dental, or vision care appointments of the employee which 
cannot be scheduled outside of duty hours; 

5) Medical, dental, or vision appointments of the employee's 
immediate family which require the presence of the employee. 

C. Pursuant to Government Code section 20965, employees may convert accrued sick 
leave to service credit for purposes of retirement.  

D. Utilization of leave for illness or injury and requirements the City may impose is 
as follows: 

1) Eligible employees may be granted leave in minimum units of one 
(1) hour for the purpose of Section 5 of this Article. 

2) The City may require probationary employees to support each use 
of leave for an illness or injury by requiring an attending physician’s 
statement. 

3) The City may require employees who have used three or more 
consecutive work days of leave for an illness or injury to submit an 
attending physician’s statement. 

4) Employees shall not use leave for disabilities determined to be job-
related and compensable under Worker’s Compensation. 

5) An eligible employee who becomes ill or injured while on vacation 
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may have such period of illness or injury charged to Sick Leave. The 
request to change leave status must be requested to the on duty Chief 
Officer on the day of the occurrence or upon the employee’s return 
to duty.  

6) The following modifies City Rules and Regulations Section 
2.01.110, Sick Leave, Subsection I, Item 2. Where an employee uses 
leave for the purpose of illness or injury for more than three (3) 
instances, during any twelve (12) month period may be considered 
as one indicator of abuse of leave for injury or illness.   

E. Employees unable to report to duty and requesting leave due to illness or injury, 
after 2100 hours the day prior shall notify the Department pursuant to procedures 
established by the Department before 0700 hours on the morning of the leave 
request.  Leave shall be approved if the reason meets the criteria specified in Article 
VIII Section 5B, Illness or Injury Leave. 

6. FLMA or CFRA 

A. Leave shall be granted for baby bonding time in accordance with CRFA with a 30-
day notice given to the Battalion Chief.  Baby-bonding leave shall be a minimum 
of 96-hour blocks with the exception that an employee may apply for less than 96 
hours twice.  

B. FMLA or CFRA leave for medical appointments will require approval by the 
Human Resources Department with valid documentation from the attending 
physician. 

C. FMLA or CFRA leave for long-term care of a family member with medical needs 
will require approval by the Human Resources Department. 

 
7. Bereavement Leave 

Classified permanent or promotional probationary employees may be granted a maximum 
of ninety-six (96) hours or four (4) shifts from accrued leave time for each instance to deal 
with matters related to the funeral, death, or critical illness (where death appears imminent) 
of any member of the employee's immediate family, including parents, children, siblings, 
aunt, uncle, brother/sister-in-law, or daughter/son-in-law. 

Annual leave usage for bereavement leave shall be taken by the employee in twelve (12) 
hour or greater increments for 56-hour employees and four (4) hour increments for 40 hour 
employees. 

8. Personal Leave Time 

A. Any Personal Leave Time (PLT) earned by employees and still remaining on the 
books may be used by employees for time off on an hour for hour basis until the 
employee has exhausted the bank.  Use of PLT time shall be subject to the 
following: 
1) Use of PLT shall be subject to the operating needs of the Fire Department. 
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2) PLT shall have no cash value and may not be cashed out.   If an employee 
terminates employment with the City, any PLT remaining in the bank shall be 
surrendered with no value to the employee.   

 
9. Emergency Leave 

A. An employee may be approved for the use of annual leave for circumstances 
that requires the employee’s immediate attention and are extraordinary, unforeseen, 
last minute, and unavoidable situations requiring not more than 24-hours. 

10. Leave Time Accrual - Non-Pay Status 

Notwithstanding Article VII, Section 1 and 2, Non-Shift Personnel and Holiday Pay 
Differential, and Article VIII, Section 1, Annual Leave, employees shall not accrue 
additional Annual Leave or Holiday Leave while on non-pay status; provided however, 
that employees on Workers Compensation (job related injuries) shall continue to accrue 
leave time until such employees are considered "permanent and stationary" pursuant to 
Workers Compensation law or expiration of 4850 time, whichever is sooner. 

11. Local 522 Catastrophic Time Bank 

The purpose of the catastrophic time bank is to enable employees to receive and donate 
any accrued annual, sick, personal or holiday leave to assist employees who have no leave, 
and who will suffer a financial hardship due to a prolonged illness or injury to themselves 
or a member of their immediate family as defined in Article VIII, Leaves, Section 5A.  The 
following conditions shall apply: 

A. Catastrophic leave will be available only to employees who have exhausted all of 
their own paid leave through a bona fide serious illness or injury. 

B. The SAFF Local 522 (Folsom Fire-EMS Professionals) Catastrophic Time Bank 
shall be administered by the City. 

C. An employee may be on disability insurance and use the time bank credits in the 
same manner that sick leave is used to supplement disability insurance benefits. 

D. All donations are to be confidential between the donating employee and the City. 

E. Employees donating to the time bank must have ninety-six hours of available leave 
credits after making a donation. 

F. Donating employees must sign an authorization form (prepared by the City), and 
specify which catastrophic time bank the donation will be applied to, and the 
employee who is to be a recipient of the donation.  Employees relinquish all rights 
and claims to hours donated. 

G. Unused leave hours will remain in the SAFF Local 522 (Folsom Fire-EMS Unit) 
Catastrophic Time Bank 

H. Donations shall be subject to applicable tax laws. 
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I. Availability, and the use of, catastrophic leave time shall not delay or prevent the 
City from taking action to medically separate or disability retire an employee. 

J. The City may require a physician’s statement, stating that the presence of the 
employee who is requesting catastrophic leave time to care for an ill or injured 
immediate family member is necessary. 

12. Leave Conversion Rates 

The City and the SAFF, Local 522 agree to the following terms related to the conversion 
of leave hours by employees when they are placed in temporary, permanent or modified 
duty assignments (in excess of the 1st full pay period) within the department. 

G. Conversion from Shift work to “day shift” work week assignments.  
Employees temporarily or permanently assigned to staff positions on a 40-hour 
work week schedule shall have all leave usage banks (sick leave, annual leave, 
holiday-in-lieu, etc.) converted using a division factor of 1.2 for each hour available 
in the leave bank.  As an example, a 56-hour employee with 100 hours of annual 
leave would see their annual leave bank adjusted to 83.33 hours with the employee 
assigned to a 40-hour work assignment. 

H. Conversion from “Day shift” to “Shift” work week assignments. Employees 
temporarily or permanently assigned to line positions on a 56-hour work week 
schedule shall have all leave usage banks (sick leave, annual leave, holiday-in-lieu, 
etc.) converted using a multiplier factor of 1.2 for each hour of available in the leave 
bank. As an example, a 40-hour employee with 88.33 hours of annual leave would 
see their annual leave bank adjusted to 100 hours. 

I. Leave accrual and usage rates shall be applied at the hourly rate used by the 
employee during the temporary or permanent assignment. 

J. Leave conversion rates shall be applied to all leave accrual banks provided 
to the employee by the City (annual leave, holiday-in-lieu, etc.). 

K. Any accrual in excess of the limits shall be paid to the employee in cash at 
the employee's total hourly compensation rate. 

13. Jury Duty Leave 

A. Employees who have been summoned or subsequently selected to serve on a jury 
shall receive their regular rate of compensation by the City for normal worked hours 
and days or shifts during such absence from work, provided the employee endorses 
to the city that compensation received by the employee for jury duty service.  

B. Employees will be allowed to retain any mileage compensation granted to them by 
the respective court jurisdiction to which they were summoned or selected for jury 
duty. Employees summoned to jury duty must provide evidence of such summons 
and subsequent jury duty days away from work through the Fire Chief or the 
Human Resources Director. Employees shall be granted leave without loss of 
compensation and benefits for all time required to meet the jury duty obligation, as 
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follows: 

1) Jury Selection. When the employee is required to physically report to the 
court for jury selection, he/she shall be released from Fire Department duty 
at 2000 hours when scheduled for work on the evening prior.  When 
available, employees shall use telephonic or electronic methods for 
determining jury selection. 

2) Serving Jury Duty. When the employee has been selected for jury duty 
he/she shall be released from Fire Department duty at 2000 hours when 
scheduled for work on the evening prior to each day of service. 

3) Serving Concurrent Days. When the employee is serving on a jury panel for 
concurrent days he/she shall be released from his/her duty on a 24-hour 
basis for the specific days in service to the court. 

4) Completion of Jury Duty. When service to the court is completed, the 
employee shall return to work as normally scheduled. 

5) Scheduled Overtime. An employee who has scheduled overtime Fire 
Department duty shall notify the on-duty Battalion Chief of the summons 
and will be released from the scheduled overtime duty assignment for the 
entire work period.   

ARTICLE IX 

INSURANCE 

1. Medical Insurance 

The City’s obligation for health, dental, vision, life and disability insurance coverage is 
limited to plan contribution. Plan content, including eligibility criteria, is determined by 
the respective carriers. 

2. Health Insurance 

A. The City’s maximum monthly contribution for active employee health coverage for the 
year 2025 is as follows: 

Employee only: $854 

Employee plus one: $1,506 

Employee plus family: $1,955 

B. The City’s maximum monthly contribution for active employees health insurance will be 
adjusted annually. If there is an increase in the Kaiser HMO monthly premium, the City 
will cover 50% of the increase, adding it to the previous year’s contribution for employee-
only, employee plus one, and employee plus two or more coverage levels. The final amount 
will be rounded to the next whole number. The employee is responsible for the difference 
between the applicable premium and the City’s contribution. If there is no premium 
increase, the City’s contribution remains unchanged.   
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Example: 

If the previous year’s City contribution for employee-only coverage was $500 and 
the Kaiser HMO premium increased by $20, the new City contribution would be: 

$500 + (50% of $20) = $500 + $10 = $510 

C. Employees who enroll in a health plan with a higher monthly premium than the City's 
maximum monthly contribution as established under part A and B above shall pay the 
difference between the maximum contribution amount and cost of the premium through 
payroll deduction. 

D.         The City will maintain an IRS 125 Medical Reimbursement Account. Employees may 
              participate in the account pursuant to administrative procedures established by the City.    
 

E. Effective December 31, 2019, employees who retire from City service must have at least 
120 months of continuous service as a City employee to qualify for dental and vision 
insurance benefits provided to active employees. The City shall contribute 5% of the 
premium per year of City service, up to an 80% City contribution. 

3. High-Deductible Health Plans 
 
A. The City agrees to offer two High-Deductible Health Benefit Plans offered by the health 

benefit plan carriers. 
B. The City agrees to make available a Health Savings Account (HSA) to employees who 

select either of the High-Deductible Health Benefit Plans. 
C. Fifty percent (50%) of the difference between the City's monthly contribution towards the 

cost of the Kaiser HMO Health plan premiums as set forth in Article IX, Section 2 of the 
MOU and the monthly cost of the premium for a High-Deductible Health Plan shall be 
contributed into the employee's HSA.  The City shall make this contribution through the 
termination date of this MOU, after which this Section C shall sunset. 

D. Employees who decline to participate in City health insurance coverage shall receive a cash 
back payment from the City of $300.00 per month for each month the employee does not 
participate in City health insurance coverage. 

E. Tax status of contributions, contribution amounts, and use of HSA funds shall be in 
accordance with federal and state law. 

4. Out-of-Area Health Plan 

A. OAHP shall work in conjunction with the Health Reimbursement Arrangement 
(HRA) provided by the City to active employees.  Each OAHP retiree will obtain a 
participant account.     

B. Only retirees who (a) are not eligible for Medicare who reside outside of the service  
area as defined by the City health insurance carriers; (b) qualify for retiree health 
coverage pursuant to Article IX, Section 9 and (c) agree to disenroll from the 
current group medical benefit plan for retiree health coverage may participate in 
OAHP.   
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C. Once a retiree opts to participate in OAHP, the retiree shall thereafter be prohibited 
from returning to retiree health coverage.   

D. The City will contribute to the retiree’s participant account on a monthly basis in 
an amount equal to the amount of the City’s contribution for employee only or 
employee plus 1 coverage, based on the retiree’s marital status at the time of OAHP 
election. Eligible dependents not covered at the time of election will not be added 
at a later date, Annual confirmation of dependent eligibility will be required. The 
City’s contribution would be used for premiums to obtain health coverage and other 
qualified out-of-pocket medical expenses. Under no circumstances shall the 
contribution be higher than the City paid premiums for similarly situated in-area 
employees. The retiree shall be responsible for administrative costs established by 
the HRA plan administrator. 

E. Upon the death of, or martial dissolution from, the retiree’s spouse on record at the 
time of election to participate on OAHP, the funding level will be adjusted to 
employee only. Subsequent spouse(s) from any subsequent marriage(s) (i.e. post 
initial OAHP election) shall not be eligible to participate and funding will remain 
at employee only. In the event of the retiree’s death, surviving spousal benefits will 
conform to City practices applicable to employees participating in City plans. 
Should the retiree obtain coverage from another source (e.g. coverage by spouse), 
the funding will cease and will not be reinstated.  

F. Rules and procedures governing OAHP shall be determined and administered by 
the City’s Human Resources Department.  Disputes regarding OAHP shall be 
appealed to the City Manager or designee and shall not be subject to arbitration. 

5. Dental Insurance 

Dental insurance will be provided by Delta Dental Services, Inc. The City will contribute 
100% of the monthly premium for an employee, employee and dependent or an employee 
plus family as set forth in the plan document. Otherwise, the City’s obligation for dental 
insurance coverage is limited to dental plan contributions.  Delta Dental Services, Inc. shall 
determine dental plan coverage. 

6. Vision Care 

The City will contract with Vision Services Plan (VSP) to provide vision care.  The City 
will contribute 100% of the monthly premium for an employee, employee and dependent, 
or employee and family as set forth in the plan document.   

The City’s obligation for Vision insurance coverage is limited to plan contributions.  VSP 
shall determine Vision insurance plan coverage. 

7. Health Benefits Labor-Management Committee 

The parties agree to participate in a joint Health Benefits Labor-Management Committee 
to review existing health benefit programs, including, but not limited to, cost containment, 
direct contracting for health benefit plans, and creation of a health benefits cafeteria plan.  
The Health Benefits-Labor Management Committee shall be open to all employee 
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organizations representing City of Folsom employees.  The SAFF, Local 522 may select 
up to two City employees to participate in Committee meetings.  Employees who 
participate in Committee meetings shall do so without loss of compensation. 

8. Life Insurance 

The City agrees to continue to pay the premium for $40,000 life insurance coverage and 
$40,000 accidental death and dismemberment coverage for employees in the bargaining 
unit for the term of this Agreement. 

Eligible dependents shall receive $2,000 life insurance coverage. 

9. Short Term Disability Insurance 

The City agrees to provide a Short-Term Disability Insurance Program, with the City 
paying 100% of the premium rate for the weekly indemnity insurance program (short-term 
disability) of up to 60% of the salary of the plan maximum for up to sixty (60) calendar 
days.  The waiting period for initiation of benefits shall be twelve (12) calendar days.  
Otherwise, the City’s obligation to provide Short Term Disability insurance coverage is 
limited to plan contributions.  The Short-Term Disability insurance carrier shall determine 
plan content.  The City will meet with Local 522 upon request. 

10. Long Term Disability Insurance 

The City and the SAFF, Local 522 agree that the SAFF, Local 522 will provide a Union 
sponsored plan covering long-term disability for non-work-related injury and illness. 

The cost of the premium will be a post-tax deduction from the employee’s semi-monthly 
paycheck. 

The Long-Term Disability insurance carrier shall determine plan content. 

11. FMLA/CFRA Leave Status 

Health insurance coverage is limited to the City’s obligation as set forth in Federal and 
State law in relation to FMLA or CFRA. An employee on either FMLA or CFRA leave 
status will have continued health insurance as found in this Article during the leave period. 
The employee is responsible for applicable premium co-payments as required. 

Upon exhaustion of FMLA or CFRA, the City will provide the employee with a notice 
advising of COBRA rights to which the employee may be entitled. Notwithstanding 
whether the employee is or is not supplementing disability insurance to maximize income, 
the employee shall cease leave accruals and be solely responsible for health insurance 
coverage. 

12. Retiree Health Insurance 
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A. Employees hired on or prior to May 8, 2007, who retire1 from City service on July 1, 2007 
or later may participate in the health insurance plans made available by the City for active 
employees. The amount of the City’s monthly contribution shall be determined as set forth 
below. Any costs that exceed the maximum paid by the City towards retiree health 
insurance costs shall be borne by the retiree. 

1) Employees who retire with less than 5 years of service2 shall not be eligible to receive any 
City contribution toward the cost of retiree health insurance. 

2) Employees who retire with more than 5 years of service shall qualify for a monthly City 
retiree health insurance contribution. 

a. Subject to the maximum set forth in 10b below, the City retiree health insurance 
contribution shall be as follows: 

i. Retiree only – an amount equal the City’s contribution 
towards active employee health insurance3 for the category 
of “employee only.” 

ii. Retiree and one dependent – an amount equal to the 
City’s contribution towards active employee health 
insurance for the category of “employee plus one.” 

iii. Retiree and two or more dependents - an amount 
equal to the City’s contribution towards active employee 
health insurance for the category of “employee plus two or 
more” until the retiree reaches age 55. Thereafter, the City's 
contribution towards a retiree with two or more dependents 
shall be an amount equal to the City's contribution toward 
active employee health insurance for the category of 
"employee plus one plus $100". 

b. The City’s monthly contribution toward the cost of retiree health insurance shall not exceed 
the maximum monthly contribution paid by the City to active employee health insurance for the 
categories of employee only (for retiree only), employee plus one (for retiree plus one dependent), 
and employee plus two or more until age 55 and employee plus one plus $100 after age 55(for retiree 
plus two or more dependents).  

 

1 “ Employees” are exclusively permanent and/or probationary employees of the City of Folsom on the date the 
Addendum was approved by the Folsom City Council (May 8, 2007).  “Retire” or “retiree” is defined as any 
classified City employee who (1) applies for retirement with the Public Employees’ Retirement System (PERS) 
within ninety (90) days after terminating employment with the City; and (2) receives a PERS retirement benefit. 

2 “Service” is defined as full time (or equivalent) continuous permanent and/or probationary employment status with 
the City of Folsom. 

3 "Active employee health insurance" shall be defined as the health benefits contribution formula in effect for active 
employees as of July 1, 2011.  
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i. The cap for each category shall be adjusted each January thereafter by an amount not the 
exceed 3%, depending on the percent increase in the Consumer Price Index (CPI), U.S. Department 
of Labor, for November - November of the previous year, Index CPI-W, Urban Wage Earners and 
Clerical Workers, Series #CWUR0400SA0, United States.  (Example, if the cost of living for the 
specified period increases by 2%, the cap shall be increased by 2%.  If the cost of living for the 
specified period increases by 4%, the cap shall be increased by 3% (cost of living increases in the 
cap shall be rounded to the nearest tenth.) 

c. The City shall contribute $25 per pay period into a Health Reimbursement Arrangement 
(HRA) for each probationary/permanent employee hired after May 8, 2007. 

d. The parties acknowledge that unit members who retire from City service prior to July 1, 
2007, shall, subject to future negotiations and agreements, receive health benefits as set forth in the 
2006-2008 Memorandum of Understanding (Article IX, Insurance, paragraph 2(A) between the 
City and Sacramento Area Firefighters, Local 522, IAFF Folsom Unit. 

13. Retiree Health Benefits Reopener 

A. The City agrees to conduct a bi-annual actuarial study of the cost of health benefit programs 
for employees who retire from City employment.  The first actuarial study shall be conducted not 
later than July 1, 2007. 

B. A copy of the completed actuarial study shall be sent to each employee organization that 
represents City employees.  Upon request of either the City or SAFF, Local 522, the parties agree 
to reopen the MOU and meet and confer in good faith on MOU provisions covering health, dental, 
and/or vision insurance programs for active employees and/or active employees who retire from 
City employment. 

C. If the City and an employee organization other than SAFF, Local 522 reopen that employee 
organization’s MOU on the MOU provisions referenced in 11B above, the City will immediately 
notify SAFF, Local 522 and offer to meet and confer. 

ARTICLE X 

ALLOWANCES AND REIMBURSEMENTS 

1. Uniform Allowance 

A. The City agrees to pay employees the sum of one thousand two hundred fifty dollars 
($1,250.00) per year for the purchase of approved on duty uniforms and attire. All 
uniforms purchased shall comply with the most current regulations and 
specifications as identified in the Standard Operating Procedures (SOP). 

1) Payment of the annual uniform allowance shall be made on or about July 
20. Employees with less than six (6) months service by July 1 of a given 
year shall not be granted a uniform allowance. 

2) On initial employment, the City agrees to purchase new employees all 
uniform components noted below:  
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 Two (2) class B short sleeve shirts – Workrite - Navy blue Nomex  
 One (1) class B long sleeve shirt – Workrite - Navy blue Nomex 
 One (1) tie and tie clip 
 Three (3) class B pants – Workrite - Navy blue Nomex 
 One (1) pair O.S.H.A. approved safety boots, 8” high lace type, 
zipper optional, with toe protection and sole penetration protection. 
 One (1) class B jacket – 511 Chameleon brand dark navy jacket 
 One (1) belt-black, basket weave, 1 ¾" width, chrome buckle, open 
slot chambers style 
 Six (6) class C tee shirts – 100% cotton, navy blue, crew neck 
 Two (2) pair shorts – l00% cotton, navy blue 
 One (1) baseball cap 

2. Uniforms - Class A 

The City will continue to provide a Class "A" uniform for all full-time personnel after their 
probation period has ended. This will include one (1) dress jacket, one (1) dress pant, one 
(1) tie, one long sleeve white shirt, one (1) dress shoes, and one (1) uniform cap as 
identified in the most current Fire Department Standard Operating Procedures.   

3. Mileage Reimbursement 

Employees shall be reimbursed for the use of their personal vehicle, at the IRS approved 
rate, for all miles driven at the direction of the City.  

4. Tuition/Books Reimbursement 

Employees who attend job related classes/training provided by either recognized college 
or Fire Certification (State Fire Marshal) programs that are approved by the department 
shall be entitled to reimbursement of costs for books and tuition up to one thousand two 
hundred fifty ($1250) per fiscal year with a maximum reimbursement window of up to two 
(2) years per class, after the date of completion of the designated class(es). The Fire Chief 
may authorize additional employee reimbursement costs above this limit, when requested 
by the employee, should said request not exceed the budgeted amount of the department 
for this program. 

A request for reimbursement must be submitted in writing and approved in writing.  

Approval shall be given in writing by the department Training Officer prior to the 
beginning of the class/training program.   

An employee may repeat a job-related course to maintain or upgrade his/her knowledge, 
skills and abilities.   

Attendance in job related classes/training programs will be non-mandatory and will not 
include overtime payment or reimbursement for costs of transportation, meals, or other 
incidental expenditures, unless otherwise specified prior to the course and approved by the 
department. 

Employees who fail to attend or satisfactorily complete a job-related class/training program 
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shall reimburse the department for all costs incurred by the City. The City shall deduct the 
total amount of monies spent by the department from the employee’s paycheck over the 
next four (4) pay periods. 

A. Eligibility 

When an employee attends a recognized college or university for job related 
training, such institutions of higher learning shall be accredited by one or more of 
the United States regional accrediting bodies. 

5. Compensation for Training 

Training for programs authorized or required by the City shall be financed by the City 
except as otherwise specified by the City Manager or department head prior to the 
participation in such training.  Such compensation is separate and distinct from the 
compensation offered for the position and classification involved in training.  Subject to 
approval by the department head or City Manager, employees may be authorized to attend 
training programs during regular working hours.  When the needs of the City service so 
require, the department head may direct any employee to attend a meeting or conference 
as part of the vocational training required for the position.  In such case, attendance may 
be mandatory and reasonable compensation for meals, lodging, travel and associated 
expenses shall be allowed.  Travel to and from such training shall be provided by the City 
or at City expense, however, no overtime will be paid for the time required to travel to and 
from such meetings, nor the conference or training attendance hours beyond normal 
working hours.   

6. Replacement of Damaged Personal Property 

When an employee damages his/her personal property during the normal performance of 
his/her duties, the employee may submit a claim for reimbursement with the City. The City 
shall investigate such claims and may reimburse the employee for all or part of the damaged 
personal property. The City shall respond to the employee within thirty (30) days after 
submission of the claim. The final decision to reimburse an employee for damaged personal 
property shall rest with the City.  

ARTICLE XI 

EMPLOYEE DISCIPLINE 

1. Employee Discipline 

A. Policy: 

It is the policy of the City that discipline of City employees is imposed on an 
appropriate and consistent basis. When an employee engages in misconduct or 
when job performance is unsatisfactory in the judgment of the City, disciplinary 
action may be initiated.  

B. Definitions: 

As used herein, "disciplinary action" means written reprimand, suspension without 
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pay, reduction in salary, demotion, dismissal or transfer for purposes of 
punishment. 

As used herein, “corrective action” means counseling memorandum, letter of 
instruction or similar action shall not be considered disciplinary action.  

C. Persons Authorized to Initiate Disciplinary Action: 

Discipline may be initiated by those authorized in the City Personnel Rules. 

D. Employment Status and Application of Appeal Procedure: 

1) Permanent Status: This article shall only apply to employees with 
permanent status with the City. 

2) Probationary Status: An employee in probationary status shall have no right 
to grieve, arbitrate or appeal release from probationary appointment. 

3) Temporary Employee: An employee in a temporary position shall have no 
right to grieve, arbitrate or appeal release from temporary appointment. 

4) Temporary Upgrade (Out of Class): An employee in a temporary upgrade 
status shall have no right to grieve, arbitrate or appeal release from 
temporary upgrade status. 

E. Cause for Disciplinary Action: 

1) Discipline shall be for cause. Examples of conduct or performance 
deficiencies that may warrant discipline include, but are not limited to (more 
examples can be found in the City Personnel Rules): 

a. Misstatement of facts during the hiring process 

b. Falsification of an entry on a City document (e.g., timecard, expense 
report) 

c. Disclosure of confidential information 

d. Insubordination or willful disobedience 

e. Incompetence, inefficiency or unsatisfactory job performance 

f. Discriminatory, discourteous, or unbecoming behavior 

g. Theft, misuse or unauthorized use or possession of City property 

h. Dishonesty 

i. Misconduct, i.e., any behavior that brings harm or discredit to the 
City 

j. Being under the influence of illegal drugs, alcohol, or possessing 
illegal drugs while on City property or on official business. This 
subsection shall not apply to an off-duty individual engaged in 
otherwise legal activities at a City facility (park, walkway, or similar 
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City owned facility) 

k. Conviction of a felony or misdemeanor that involves moral 
turpitude, or any other conviction or pleas of nolo contendere (no 
contest) or diversion for such offense, which adversely affects, or 
brings discredit to, the City 

l. Excessive absence or tardiness 

m. Absence without approved leave 

n. Violation of a City rule, policy, or procedure 

o. Soliciting outside work for personal gain during the conduct of City 
business; engaging in outside employment for any business under 
contract by the City; participating in any outside employment that 
adversely affects the employee's City work performance; and 
engaging in unauthorized outside employment 

p. Loss or failure to maintain any license, certification, and/or 
clearance which is required as a minimum qualification or condition 
of employment for the employee's position. 

F. Investigation and Interrogation Rights: 

Employees under investigation or subject to interrogation shall be afforded the 
following rights: 

1) Interrogation must occur at a reasonable hour on duty and if conducted off-
duty, the employee must be compensated for that time in accordance with 
adopted City policy and cannot be punished for missing work due to the 
interrogation; 

2) Prior notification of name, rank and command of the person in charge of the 
interrogation and the nature of the investigation must be given; 

3) Interrogation must be for a reasonable time period with reasonable breaks 
to attend to any physical needs and must be void of offensive language or 
threats of punitive action or promise of reward in exchange for information; 

4) Statements made under duress, coercion, or threat of punitive action are 
prohibited from being admissible in a subsequent judicial proceeding, 
subject to certain exceptions under Government Code Section 3253(f); 

5) Interrogations may be recorded and employees must be provided access to 
the recording, if any further proceedings are contemplated or prior to any 
further interrogation at a subsequent time.  The employee is entitled to a 
transcribed copy of the notes made by a stenographer or any reports or 
complaints made, except those required by law to be kept confidential.  
Confidential notes cannot be entered into the firefighter’s personnel file; 
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6) The employee shall be informed of his/her constitutional rights if it becomes 
apparent that he/she may be charged with a criminal offense; 

7) Upon the filing of a formal written statement or charges, or whenever an 
interrogation focuses on matters that may result in punitive action against 
any employee, that employee has the right, at his or her request, to have a 
representative of his or her choice present during the interrogation at all 
times, except that the representative shall not be a person subject to the same 
investigation. 

G. Corrective Action: 

1) If the City decides to administer, a Letter of Instruction shall include a 
Behavior Modification Plan with actions and timelines designed to assist 
the employee in meeting the intent of the City’s Rules and Regulations, Fire 
Department Policies and Procedures, as well as the provisions contained 
within this MOU. 

2) A corrective action may not be appealed beyond the Fire Chief,  

H. Preliminary Notice of Disciplinary Action: 

1) If the City intends to impose discipline, the employee shall be notified in 
writing the decision to impose discipline within thirty (30) calendar days of 
its preliminary decision.  

2) A copy of the preliminary notice of disciplinary action shall be served upon 
the employee either personally, by email, or by first class mail and certified 
mail, return receipt requested, to the last known address of the employee. 
The last known address shall be deemed to be the address that is within the 
employee's official personnel file.  If notice is provided by mail only, the 
employee should be deemed to have received notice five (5) calendar days 
after the date of mailing. 

3) The Preliminary Notice shall include: 

a. A statement of the nature of the disciplinary action; 

b. A statement of the reasons for the disciplinary action citing the 
item(s) under Section E of this Article, department orders, or the 
Personnel Rules, which have been violated; 

c. Any supporting material or documentation; 

d. A statement advising the employee of the right to appeal the action, 
the manner and time of which the appeal must be made, and the 
required content of the appeal; and 

e. The name and address of the person to whom all written 
communication regarding this appeal shall be sent. 
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I. Skelly Meeting: 

1) An employee who is subject to disciplinary action shall have the right, 
within seven (7) calendar days after receiving a Preliminary Notice of 
Disciplinary Action to request a Skelly Meeting by filing a written request 
for a meeting signed by the employee or the employee's representative with 
the employee's consent with the City Human Resources Director. 

2) Failure to respond or inaction within the specified time will result in the 
waiver of the right to a Skelly meeting and the proposed discipline 
becoming final. 

3) Upon a written request for a Skelly meeting, the City shall appoint a "Skelly 
Officer". The Skelly Officer will meet with the employee, listen to 
arguments and receive documents presented by the employee. The Skelly 
Officer shall prepare a written response within a reasonable time and 
provide it to Human Resources. The Skelly Officer may dismiss, modify, or 
sustain the proposed discipline. 

4) If the proposed discipline is sustained or modified by the Skelly Officer, the 
disciplinary action shall be implemented. A Final Notice of Disciplinary 
Action shall be served in the same manner as the Preliminary Notice of 
Disciplinary Action and shall include the Skelly Officer’s findings. 
Employees may not appeal a Written Reprimand beyond Skelly hearing. 

J. Arbitration Hearing Process: 

1) Within fifteen (15) calendar days after receipt of the Final Notice of 
Disciplinary Action, the employee may appeal to arbitration. Notice of the 
appeal must be filed with the Human Resources Director. If the employee 
fails to file a notice of appeal within this time period, the disciplinary action 
shall become final and there shall be no further appeal. 

2) Appeals of disciplinary actions to arbitration shall be pursuant to 
Government Code Section 3254.5. 

3) The appeal of a disciplinary action of a permanent employee will determine 
whether there is cause for the disciplinary action taken against the 
employee. 

4) The parties to the disciplinary appeal shall mutually select an arbitrator. The 
parties to the disciplinary appeal shall be: the City and the employee. The 
employee may be represented by the SAFF Local 522, self-represented, or 
independent counsel. 

5) The employee shall be entitled to appear personally at the hearing and 
produce evidence. 

6) The fees and expenses of the arbitrator, a court reporter and transcript if 
required by the arbitrator, shall be shared equally by the parties.  
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7) The decision of the arbitrator shall be final and binding on the parties. No 
appeal or review of the arbitrator's decision by Writ or other mechanism 
before any court, administrative tribunal or any other forum on any legal 
theory or basis shall be possible. 

2. Performance Evaluations 

A. Performance evaluations which result in the denial of an employee's step increase 
may be grieved up to and including binding arbitration in accordance with Article 
XII, Grievance Procedure. 

B. The City agrees to meet with the SAFF, Local 522 in order to review and propose 
changes to existing employee evaluation system. 

3. Personnel Files 

The City and the SAFF, Local 522 agree that there is only one official personnel file for 
each employee. The employee's official personnel file is private and confidential, subject 
only to review by the employee, the employee's representative with written authorization, 
or authorized City representatives. 

The City shall allow every employee the opportunity to review their personnel file at any 
reasonable time upon request, and to obtain a copy of any needed document in the file. The 
official personnel file shall remain under the control of the City and shall be the only 
personnel file admissible as evidence in any disciplinary matter. There shall be no 
documents placed in the official personnel file without the employee's knowledge. If, upon 
examination of the personnel file, the employee discovers any documents placed there 
without the employee's knowledge, the City shall, upon written request of the employee, 
investigate the allegation and remove any such document placed there in violation of this 
Section. 

The City and the SAFF, Local 522 recognize the Department’s use of a “rotating employee 
file” (REF) for the preceding twelve (12) months, for the purposes of employee 
performance evaluations, and that the file may be included with the City’s official 
personnel file and incorporated into the employee performance review process and/or other 
related employee matters. 

4. Purging Personnel Files 

Counseling memorandums are not disciplinary and shall not be placed in the employee's 
personnel file. Employees shall be offered the opportunity to sign and be provided with a 
copy of any disciplinary written material before it is placed in the employee's personnel 
file.  The employee shall be given an opportunity during regularly scheduled working hours 
to prepare a written response to such materials. The written response must be submitted 
within fifteen (15) days of the notice to place the disciplinary documents in the personnel 
file. 

If the employee was not allowed the opportunity to sign the documents prior to placement 
within the personnel file, the employee shall have the right at any time to attach a written 
response to the material. Any person who places any written material in an employee's file 
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shall sign and date the material, signifying when it was placed in the employee's file and 
by whom. 

Disciplinary actions and corrective action shall be purged (at the request of the employee) 
from the employee's personnel file following the schedule below in accordance with the 
City's records retention policy: 

Written reprimands: Eighteen (18) months 

Other disciplinary actions (i.e., suspensions, reductions in pay, and demotions:  
Five (5) years 

ARTICLE XII 

GRIEVANCE PROCEDURE 

1. Grievance Procedure 

A. Definition.  The term "Grievance" as used in this Agreement is limited to a 
complaint or request of an employee, group of employees, or the SAFF, Local 522 
which involves the interpretation or application of, or compliance with the 
provisions of this Agreement, City Rules or Regulations, or directives of the Fire 
Department including, but not limited to, the imposition of discipline. 

B. Time Limits.  Grievances not presented within the time limits established for each 
step of this procedure shall not be considered.  Should the City fail to answer within 
the established time limits, the grievance may be processed to the next level and 
the failure to answer shall be given the appropriate weight by the arbitrator. 

When days are used in this article for the purpose of establishing time limits, those 
limits will be presumed to have been met when the appropriate forms are either 
personally delivered to the affected party or deposited in the U.S. mail, as evidenced 
by the appropriate postmark. 

Time limits may be waived by mutual agreement between the parties.  As referred 
to in this article, all "days" are "calendar days." 

C. Presentation.  An employee and/or a SAFF, Local 522 representative may present 
a grievance while on duty, provided such presentations and discussions do not 
disrupt City operations and are kept to a reasonable minimum. 

D. Procedure.  All grievances as defined herein shall be processed in accordance with 
this procedure.  All grievances, beginning at Step 2 shall be filed on forms provided 
by the City for that purpose.  The SAFF, Local 522 may refuse to represent a 
grievant and the City may refuse to consider a grievance in those circumstances 
where the aggrieved party has not followed this procedure. 

1) STEP 1.  Within fifteen (15) days of the act(s) and/or omission(s) giving 
rise to the grievance or within fifteen (15) days of the time the employee of 
the SAFF, Local 522 should reasonably have been aware of said act(s) 
and/or omission(s), the grievance shall be discussed informally with the 
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person or persons most directly responsible for the circumstances which 
gave rise to the grievance.  If the grievance is not resolved within fifteen 
(15) days of the date on which it is first presented at Step 1, the grievant 
may proceed to Step 2. 

2) STEP 2.  Within fifteen (15) days of receipt of the Step 1 answer, or if no 
answer is given, within thirty (30) days of the Step 1 meeting, the grievant, 
if still dissatisfied, shall file with the Fire Chief, a formal written grievance.  
Within fifteen (15) days of the receipt of the formal grievance the Fire Chief 
or designee shall meet with the grievant to discuss the matter.  The Fire 
Chief or designee shall respond to the grievant, in writing, within fifteen 
(15) days of the Step 2 meeting.  The Step 2 response shall include the 
position of the Fire Department and the reasons therefore, as related to the 
grievance. 

3) STEP 3.  Within fifteen (15) days of the Step 2 response or, if no Step 2 
response is received, within thirty (30) days of the Step 2 meeting, the 
grievance may be presented in writing to the City's Employee Relations 
Officer. The Employee Relations Officer shall conduct such investigation 
as is deemed appropriate and shall issue a written determination within 
thirty (30) days of the date on which the grievance is first presented at Step 
3.  If the Employee Relations Officer fails to issue a written determination 
within the prescribed period of time or if the determination is not 
satisfactory to the grievant, the grievant may request that the matter be 
submitted to binding arbitration.  Matters of grievance which are not 
disciplinary in nature shall only be submitted to Step 4 by the SAFF, Local 
522. Employees may, if they so desire, individually submit matters of 
discipline to arbitration subject to the employee paying one half the costs as 
defined in Step 4. 

4) STEP 4.  A request for binding arbitration shall be made in writing to the 
Employee Relations Officer within fifteen (15) days of the date which the 
grievant received a copy of the written determination of Step 3, or in the 
event that no Step 3 answer is received, within forty-five (45) days of the 
date of the Step 3 meeting. 

An arbitrator may be selected by mutual agreement between the parties. However, 
should the parties fail to voluntarily agree upon an arbitrator, the parties shall make 
a joint request to the American Arbitration Association or the Mediation and 
Conciliation Service of the State of California. The parties shall request a list of 
five (5) qualified arbitrators.  Each party shall alternately strike one name from the 
list and the last remaining name shall serve as arbitrator. The first party to strike a 
name shall be determined by the toss of a coin. 

The arbitrator's decision shall be final and binding on the City, SAFF, Local 522, 
and the grievant. The arbitrator shall have no authority to add to or delete from the 
terms of this Agreement, City rules or regulations, or directives of the Fire 
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Department.  All fees and costs of the arbitrator and court reporter, if any, shall be 
borne equally by the parties. In matters of discipline which have not been submitted 
to arbitration by the SAFF, Local 522, all costs will be split between the parties to 
the arbitration and shall not include the SAFF, Local 522. 

ARTICLE XIII 

MISCELLANEOUS 

1. Fitness for Duty 

The City may require an employee to submit to a medical examination by a physician, 
designated by the City, to evaluate the capacity of the employee to perform the work of the 
employee's position.  The decision to require an employee to submit to such medical 
examination shall be based upon reasonable cause to believe, by the employee's department 
head, or designee, that the employee is unable to perform the work of the employee's 
position.  The examination cost shall be paid by the City. 

The physician shall make a written report to the City and the employee. Information 
provided by the City's physician shall be kept confidential by the City and shall contain no 
medical report except to note whether the employee is fit to work. After consideration of 
the report and other pertinent information, if the City concludes that the employee is unable 
to perform the work of their present position, the City may demote or transfer an employee 
to an appropriate position, including one of less than full time. If it is concluded that the 
employee is unable to perform the duties of his/her position and the employee cannot be 
demoted or transferred to another position, the employee's employment may be terminated.  
An employee who is terminated because of medical inability to perform the duties of their 
position shall be placed on paid administrative leave until the date of separation. 

An employee evaluated pursuant to this section, who is in disagreement with the findings 
of the City's physician may elect, at the employee's cost, to have an examination by a 
physician of the employee's choosing. If the employee's physician finds the employee fit 
to perform their job duties the employee shall have the right to submit the matter to binding 
arbitration in accordance with Article XII, Grievance Procedure, of this Agreement. 

This section shall not supersede any rights and/or remedies the parties may have pursuant 
to the California Workers Compensation system and Labor Code. 

2. Fitness Evaluation (Wellness) 

The City and the SAFF, Local 522 agree to work cooperatively during the term of this 
MOU to implement and maintain a long-term Wellness-Fitness Program for all uniformed 
personnel.  The Wellness-Fitness Program shall be generally consistent with the guidelines 
recommended by the third edition of the Fire Service Joint Labor-Management Wellness-
Fitness Initiative, and as approved by the Fire Chief. 

The City and the SAFF, Local 522 agree to support a comprehensive, mandatory annual 
medical examination for all uniformed employees represented by the SAFF, Local 522, as 
a component of the Wellness-Fitness Program. The medical examination shall be generally 
consistent with the guidelines recommended by the third edition of the Fire Service Joint 
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Labor-Management Wellness-Fitness Initiative, and as approved by the Fire Chief. 

3. Modified Duty Assignments 

The City and the SAFF, Local 522 agree to jointly develop and implement a modified duty 
assignment program for the department. The intent of this program is to develop policies 
and procedures to be used by the department that would identify the appropriate temporary 
assignment for employees who are injured or ill that limit their ability to serve in their 
normal assignment.  Changes shall be subject to Article I, Section 4, Meeting and 
Conferring During the Term of the MOU, of this MOU. 

4. Job Classification 

A. The City recognizes that the SAFF, Local 522 has a vital interest in the 
content of the job specifications, including minimum qualifications for 
classifications represented by the SAFF, Local 522. 

B. The City and the SAFF, Local 522 agree that changes to job specifications, 
minimum qualifications, scheduling and similar areas of concern related to 
classifications represented by the SAFF, Local 522 shall be subject to meet 
and confer and that all changes recommended by that group shall be subject 
to Article I, Section 4, Meeting and Conferring During the Term of the 
MOU, of this MOU. 

C. The City agrees to notify the SAFF, Local 522 anytime the City proposes 
to recruit and examine for, or to modify, job classifications represented the 
SAFF, Local 522. The City agrees to meet and confer with the SAFF, Local 
522 over such proposed changes if the SAFF, Local 522 so requests. 

D. On its own initiative, the SAFF, Local 522 may at any time notify the City 
Human Resources Director that the SAFF, Local 522 requests to meet and 
confer with the City over the SAFF, Local 522 proposed modifications to 
the recruitment and examination procedure, and/or job specifications for 
fire job classifications represented by the SAFF, Local 522. The City shall 
schedule a meet and confer session in response to such request. 

E. Nothing in this provision shall be construed as to require the City to divulge 
information or change procedures that in any way would compromise the 
integrity of the City's merit system. 

5. Paycheck Distribution 

The City agrees to submit paychecks to employees in the Fire Department no later than 
0830 hours each payday, for the off-going shift. 

If it becomes feasible during the term of this MOU, this provision will be applied to all 
employees. 

The parties recognize that patience and tolerance will be exercised in the execution of this 
provision. Any discrepancies will be rectified within a reasonable period of time.  
Reasonable period of time is defined to mean two (2) normal working days. 
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6. Labor/Management Team 

A. The City and the SAFF, Local 522, agree to establish a joint labor-
management team to meet and confer on matters raised by either party. 

B. The Labor-Management team will determine the frequency of meetings and 
the number of representatives in attendance from the bargaining group. 

7. Department Bulletins 

Department Bulletins will be given an expiration date at the time they are published. 

9. Program Technician 

The Program Technician plan used by the Department shall be voluntary in nature and shall 
not require participation by employees.  Employees who volunteer, except as noted in 
Subsection 10 of this article, shall not be negatively affected in their annual evaluation for 
performance as a Program Technician.  The employee may be removed from the program 
if the City sees fit either due to lack of need for the program or other reason as set forth by 
the City. 

10. Program Incentive Pay  

A. Employees designated by the Fire Chief to perform Program Technician tasks 
associated with one of the following program areas shall receive a one hundred 
dollars ($100) per month incentive pay allowance: 

1) ACLS Instructor (1 Person per Shift) 
2) HANDTEVY Instructor (1 Person per Shift) 
3) CPR Instructor (1 Person per Shift) 

Any of the above (Section A) Program Technician positions require a minimum of 
a two (2) year up to four (4) year time commitment.  Members may re-apply for the 
applicable program technician position upon the conclusion of the required time 
commitment. 

B. Members receiving incentive pay allowance, shall be limited to a maximum 
allowance of three hundred dollars ($300) per month per employee. 

Employees shall maintain the necessary training and certification standards established by 
the Department in Section A, to continue to receive this pay allowance.  All employees 
receiving program incentive pay shall have their performance in the program included as 
part of the employees City performance evaluation. Performance that falls below “meets 
expectations” may subject the employee to removal from the program and loss of incentive 
pay as determined by the Fire Chief. 

11. Probationary Period, Seniority, and Layoffs  
A. To provide means by which employees are to be laid off in the event a reduction in 

work force occurs. 
B. When determining “Seniority” or “Time in Grade” the following criteria shall be 

used: 
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1)  Seniority is defined as regular full-time City employment in the fire EMS 

Unit department regardless of classification. 

2)  If two or more people are hired on the same date, the seniority ranking will 

be in accordance with the employee’s ranking at the conclusion of the EMS 

Orientation Academy. 

3)  Time in grade shall be the method used to determine seniority by 

Classification.  If two or more employees in the same classification have the 

same promotion dates, the employee’s position on the eligibility list for the 

employee’s job classification will determine seniority in that classification. 

4)  Military leave of absence shall not be deducted from time in grade or from 

total time in the fire department. 

5)  The probationary period for new hires may be extended for any leave time 

in excess of 240 hours (cumulative) within the probationary period.  The 

extension specific to this section will be equal to the leave time used in 

excess of 240 hours. 

6)  Probationary period extensions for performance-based issues shall be 

reflected in “Seniority” calculations for new hires. 

7)  The probationary period may be extended for prolonged absences, with the 

exception of military leave and/or a workplace injury, during the 

probationary period.  The extension specific to this section will be equal to 

the leave time used in excess of 240 hours. 

C. Layoff or Non-Disciplinary Demotions. 

1)  Layoffs and/or reductions, shall be by the least senior employee in regular 
full time City employment in accordance with the Personnel Rules, Section 
2.04.030E. 

D. Reemployment and Seniority: 

1)  When an employee is laid off and is reemployed within two (2) years of 
said employee’s termination date, the employee shall receive the benefits as 
described in the Personnel Rules, Section 2.04.030J upon return to service. 

2)  When the period of absence exceeds two (2) years, no benefits are retained 
and the employee is treated as a new employee for all purposes, unless they 
are vested by a third party (e.g. PERS credit). 

3)  When an employee resigns from the department and then wishes to return, 
they may do so through the application and testing process when a vacancy 
occurs. Seniority shall be based on section B above. 
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E. The City shall give the SAFF Local 522 Unit Representative 30 days’ notice prior 
to the effective date of any layoff or a non-disciplinary demotion along with a 
seniority list with all the member’s names, their hire date, and their time in grade. 

13. Lateral Hires 

Any decision to hire above the entry-level salary step (Step 1) will be based on the Fire 
Chief’s final recommendation with the concurrence of the City Manager. Such 
recommendation shall be based on the Fire Chief’s evaluation of the candidate’s 
background and experience. 

14. Personnel Rules 

The City agrees to notify the SAFF, Local 522 of proposed changes to City personnel rules, 
and to meet and confer in good faith over the impact of such changes prior to 
implementation. 

 

15. Staffing 

The purpose of this Article is to provide an agreed upon staffing level which supports safety and 
adequate personnel for workload distribution. 

The City maintains the right to assign work and schedule employees in accordance with 
requirements as determined by the City. In the regular course of operations circumstances such as 
cross-staffing apparatus, participating in special training assignments, provisions to assist 
employees found in Article VIII, Section 8, Emergency Leave and other needs of the City will 
cause the need to deviate from this staffing level. With this understanding, the City agrees that it 
shall maintain, on a daily basis, minimum apparatus staffing level as follows: 

(A) In-service Single Role ALS Medic – two (2) fire EMS personnel; one of which must be a 
paramedic; or the equivalent thereof. 

(B) In Service Single Role BLS Ambulance: two (2) fire EMS personnel; both of which are EMT’s; 
or the equivalent thereof. 

(C) Employees in the classifications of Firefighter, Fire Engineer, and Fire Captain may voluntarily 
fill daily overtime vacancies on Single Role Units to prevent force hires of Fire-EMS personnel - 
applicable Suppression MOU, Article V – Overtime rates shall apply. 
 
(D) Employees in the classification of Firefighter may be assigned involuntarily to fill daily 
overtime vacancies on Single Role Units, when Fire-EMS personnel are unavailable - applicable 
Suppression MOU, Article V – Overtime rates shall apply. 
 
(E) Employees in the classification of Firefighter may be temporarily assigned to fill short-term 
vacancies on Single Role Units when the following conditions are met: 

(1) Employees have been assigned to the Relief | Detail Pool 

(2) All suppression vacancies have been filled 
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(3) Efforts to fill the vacancy, voluntarily, with Fire-EMS personnel have been exhausted   

16. Bilingual Pay 

1. The Fire Chief may designate up to (2) employees per shift, if at least two 
employees on the shift qualify, to receive a $100 per month Bilingual Pay 
differential. Such assignment shall be in writing and must be renewed on an annual 
basis.   
2. To be eligible for Bilingual Pay, an employee must (1) speak a foreign 
language as identified by the City; (2) agree to utilize his/her bilingual ability on 
the job; (3) demonstrate bilingual proficiency satisfactory to the Director of Human 
Resources; and (4) agree to maintain the necessary training and certification 
standards established by the City to continue to receive bilingual pay.   
3. All employees receiving bilingual pay shall have their bilingual 
performance included as part of the employee’s City performance evaluation. 
Performance that falls below “meets expectations” may subject the employee to 
loss of bilingual pay. 
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Article XIV 

Meet and Confer Regarding Implementation of the Single Role Classifications 

A. Purpose.  The parties acknowledge that the execution and implementation of this Memorandum 
of Understanding ("MOU"), may give rise to issues that the Parties did not and could not 
reasonably anticipate at the time of negotiation. To resolve any such issues in good faith, the Parties 
agree to the following. 

B. Agreement to Meet and Confer.  Upon the written request of either Party, the Parties shall meet 
and confer in good faith regarding any unanticipated issue that directly results from the 
implementation of the Single Role Classifications or the execution of this MOU. The request shall 
describe the issue with reasonable specificity and identify the affected article(s) and section(s). 
The Parties shall commence meeting within [thirty (30)] calendar days of the request unless they 
mutually agree in writing to a different timeframe. 

C. Articles and Sections Subject to This Provision.  The Parties recognize that the following 
articles and sections are those most likely give rise to issues that the Parties did not and could not 
reasonably anticipate at the time of negotiation and are expressly subject to this meet-and-confer 
provision.  If a conflict is found to exist between Article 1, Section 4 and that found in Article 
XIV, Section C, the language in Article XIV, Section C will control.  

Article [V], Section 1 - Overtime 
Article [VI], Section 5 – Shift Bids 
Article [VIII], Section 3 – Vacation Bidding,  
Article [VIII], Section 4 – Trades 
Article [XIII], Section 2 – Fitness Evaluations 
Article [XIII], Section 15 - Staffing 

D. Scope and Limitations. This provision is limited to issues arising from the implementation of 
the Single Classification and the execution of this MOU. It is not a general reopener, and neither 
Party may invoke it to renegotiate terms unrelated to the Single Classification. Except as expressly 
modified by mutual written agreement under this provision, all terms of this MOU remain in full 
force and effect for its full term. 

E. Resulting Agreements and Authority. Any agreement reached under this provision shall be 
reduced to writing as a side letter or amendment, signed by authorized representatives of both 
Parties for approval or ratification before taking effect. Nothing in this provision waives or 
diminishes either Party's rights or obligations under the Meyers-Milias-Brown Act (Cal. Gov. 
Code § 3500 et seq.) or other applicable law. 

F. Non-Waiver. The obligation to meet and confer under this provision does not require either 
Party to agree to any proposal or make any concession, and the failure to reach agreement shall 
not, by itself, constitute a breach of this MOU. Any impasse procedures otherwise available to the 
Parties remain applicable. 
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ARTICLE XV 

SIGNATURE CLAUSE 

1. Signature Clause 

This agreement shall remain in full force and effect from August 11, 2026, through June 
30, 2028. The parties agree to begin negotiations on a successor Memorandum of 
Understanding no later than 120 calendar days prior to expiration of this Memorandum of 
Understanding. 

City of Folsom Sacramento Area Firefighters, Local 522, IAFF 

           

Bryan Whitemyer    Trevor Jamison 

City Manager President, Local 522 

           

Allison Garcia Larry Menth 

Human Resources Director Representative for SAFF, Local 522 

           

Jason Solak Daniel Carson 

Fire Chief SAFF, Local 522 Representative 

           

Vance Piggott Robert Byrne 

City Representative SAFF, Local 522 Representative 

           

Doris Valencia Brent Cramer  

Senior Human Resources Analyst SAFF, Local 522 Representative 

      

 Tyler Smith 

 SAFF, Local 522 Representative 

      

 Roy Griffith 

 SAFF, Local 522 Representative 
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Appendix A 

Salary Schedule – EMT | Paramedic  

    
Step Base Hourly Rate Base Monthly Total Base Annual Total 

    

EMT (Hourly Range $22–$29.48) 

1 $22.00 $3,813.33 $45,760.00 

2 $23.10 $4,004.00 $48,048.00 

3 $24.26 $4,205.07 $50,460.80 

4 $25.47 $4,414.80 $52,977.60 

5 $26.74 $4,634.93 $55,619.20 

6 $28.08 $4,867.20 $58,406.40 

7 $29.48 $5,109.87 $61,318.40 

    

Paramedic (Hourly Range $26 - $34.85) 

1 $26.00 $4,506.67 $54,080.00 

2 $27.30 $4,732.00 $56,784.00 

3 $28.67 $4,969.47 $59,633.60 

4 $30.10 $5,217.33 $62,608.00 

5 $31.61 $5,479.07 $65,748.80 

6 $33.19 $5,752.93 $69,035.20 

7 $34.85 $6,040.67 $72,488.00 

    

    
Notes: Base monthly/annual salary is based off 40 hours a week (2080 hours a 

year) and does not include mandatory scheduled overtime compensation 
or the 6% Holiday Pay differential) 
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Class Specifications, Emergency Medical Technician and Paramedic 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Folsom Fire Department 

Fire-EMS | Emergency Medical Technician (EMT) 

BASE SALARY: $45,760 - $61,318.40 

(Non-inclusive of Scheduled Overtime & Holiday Pay)  

 

DEFINITION:  

As a member of the Folsom Fire Department Emergency Medical Services (EMS) Division 

and under direction of assigned Fire Captain, responds to a variety of emergency and non-

emergency calls for service and provides medical responses including Basic Life Support 

(BLS), medical transport, and performs other related activities in the community as required. 

Provides basic medical care and ambulance transport services to hospitals or other 

emergency care facilities; participates in community risk reduction and public education 

activities. 

DISTINGUISHING CHARACTERISTICS:  

The non-firefighter position of Folsom Fire Emergency Medical Technician (EMT) is a journey-

level classification. The Folsom Fire Department EMT may receive direction from the 

respective company o/icers in the Fire Suppression Division and/or o/icers when in the 

field. Incumbents are expected to perform the full range of EMT emergency medical 

assistance duties. The classification is distinguished from Firefighter in that the latter 

combats, extinguishes and prevents fires.  This classification is distinguished from the 

Folsom Fire Paramedic in that the latter performs the Advanced Life Support duties.  

  

SUPERVISION RECEIVED AND EXERCISED:  

General supervision is provided by assigned Fire Captain and/or other fire o/icers within 

the Department Chain of Command structure.  

ESSENTIAL DUTIES AND RESPONSIBILITIES:  

Depending upon assignment, duties may include, but are not limited to, the following:  

 Respond to BLS and ALS medical responses and provide emergency medical care 

and   transportation; assist paramedic with ALS duties on scene  

 Participates in the delivery of emergency and non-emergency medical and health 

care.  

 Provide emergency care in accordance with the provisions of Sacramento County 

EMS policies and procedures.  

 Perform job duties in compliance with department operating procedures and city, 

county, state and federal laws and ordinances.  

 Supports and assists other fire and medical personnel as directed in delivering 

medical care.  



 Operate ambulance to transport patients and sta/ to/from medical facilities in a safe 

and timely manner.  

 Documents and completes all reports such as pre-hospital patient care reports and 

incident reports.  

 Maintain medical information in a confidential manner subject to the Healthy 

Insurance Portability and Accountability Act (HIPAA).  

 Rescue people from danger and administer medical aid as necessary.  

 Perform routine housekeeping duties at a fire station, such as mowing grass, making 

beds, cleaning walls, washing windows, and sweeping floors.  

 Promote fire safety, burn prevention and other public education among public 

contacts.  

 Perform support functions such as restocking and inventory maintenance of supplies 

and equipment, cleaning equipment, and transporting equipment.  

 Perform decontamination procedures in compliance with Cal OSHA regulations.  

 Perform related duties as assigned.  

 

QUALIFICATIONS:  

Knowledge of:  

 Modern principles, practices, and procedures of emergency medical care/emergency 

medical services.  

 Principles of emergency ambulance and transportation procedures including first 

aid, resuscitator, and gurney operations.  

 Medical terminology and documentation.  

 Functions, characteristics, and proper use and maintenance of medical equipment 

and supplies.  

 Current laws and regulations pertaining to emergency medical services and safety.  

 City geography.  

 Operation of EMS vehicles and other equipment.  

 Safe emergency work practices  

 Essential Incident Command System (ICS) principles 

 Medical resources  

 

Ability to: 

 Make critical decisions that impact the safety, well-being, or life of patients in 

stressful and chaotic situations.  

 Make accurate observations and exercise independent judgment in determining 

appropriate actions to take during emergency response activities and performing 

program area activities or duties as assigned.  

 Deal tactfully and e/ectively with the public; demonstrate an awareness and 

appreciation of the cultural diversity of the community.  



 Safely and properly transport patients during ambulance transport.  

 Understand and learn emergency medical information from oral and written sources.  

 Complete electronic documentation for each patient encounter in a complete, 

competent, and timely manner; expected to protect the privacy of all patient 

information in accordance with department privacy policies, procedures, and 

practices as required by federal and state law, and in accordance with general 

principles of professionalism as a healthcare provider.  

 Report, without fear of retaliation, any concerns regarding policies and procedures 

on patient privacy and any observed practices in violation of those policies through 

the chain of command. 

 Understand and apply mechanical diagrams and concepts.  

 Read electronic and incident maps; follow map directions.  

 Establish and maintain e/ective working relationships with those contacted in the 

course of work; contribute to successful team e/orts; promote the department’s 

mission, vision, and value statements.  

 Communicate clearly and concisely with others, both verbally and in writing.  

 Operate a vehicle safely and legally.  

 Operate radio and other communication equipment.  

 

 

 

Education and Experience:  

High school diploma or G.E.D. equivalent  

No Experience required; but desirable. 

SPECIAL QUALIFICATIONS:  

Possession of a valid California or National Registry EMT Certification (EMT-B) by time of 

application.  

Possession of valid CPR certificate by time of application. 

Must obtain and maintain local accreditation through the Sacramento County Emergency 

Medical Services Agency (SCEMSA) within three months of appointment.  

Must be at least 18 years of age at the time of application.  

Possession of a valid California Class C Driver License by time of application.   

Medical Examination | Background | Drug Test:  

If considered for appointment, candidates must pass pre-employment medical examination 

and drug test; a background investigation, which may include a criminal history check, 

fingerprinting, psychology exam, credit check and drug use history.  



 

Respiratory Protective Equipment:  

Work in this classification requires wearing respiratory protective equipment at times. When 

assigned to such work, facial hair must be shaven when it interferes with the safe fitting of 

respiratory protective equipment.  

Working Conditions:  

In the performance of job duties, the employee will work inside and outside during day 

and/or night conditions, congested tra/ic, and unsafe road conditions. Employees may work 

near moving mechanical parts and in high, precarious places. Employee may be exposed to 

adverse environmental conditions such as wet and/or humid conditions; icy or muddy areas; 

fumes or airborne particles; toxic or caustic chemicals, vibration; risk of electrocution; and 

extreme heat or cold. Exposed to grotesque sights and smells associated with major trauma 

and burn victims.  

The noise level in the work environment is usually moderate, except during certain, 

occasional, EMS activities when noise levels may be loud.  

Health Exposure:  

Tasks involve exposure to blood, body fluids, or tissues in accordance with the Department 

of Industrial Relations Title 8, § 5193. Bloodborne Pathogens.  

Physical Demands:  

Work for long periods of time, requiring sustained physical activities and intense 

concentration under stressful conditions; in the performance of job duties, the employee is 

required to lift, drag, carry, and/or move 100 pounds or more; sit, stand, walk, balance, 

stoop, kneel, crouch, climb, or crawl; talk and hear; use hands and fingers; handle or operate 

objects, controls, or tools; reach with hands and arms; and smell. Specific vision abilities 

required by this job include close, distance, color, and peripheral vision, depth perception, 

and the ability to adjust focus.  

Manual dexterity and coordination are required to perform the work. This is used while 

operating equipment such as computer keyboards and telephones.  

Incumbents may be required to work outdoors in all weather conditions; around loud siren 

noise; and moving vehicles. This position’s responsibilities will work around fires, chemicals, 

pesticides, blood, and other potentially toxic exposures.  Incumbents may be subject to 

stressful situations and work unusual and prolonged hours during emergencies, including 

multi-week mutual aid assignments.    

Probationary Period:  

Employees must successfully complete an orientation academy and complete twelve (12) 

months of probation at a satisfactory performance level prior to gaining permanent status. 



 Folsom Fire Department 

Fire-EMS | Paramedic 

BASE SALARY: $54,080 - $72,488 

(Non-inclusive of Scheduled Overtime & Holiday Pay)  

 

DEFINITION:  

As a member of the Folsom Fire Department Emergency Medical Services (EMS) Division 

and under direction of assigned Fire Captain, responds to a variety of emergency and non-

emergency calls for service and provides medical responses including Basic Life Support 

(BLS), Advance Life Support (ALS), medical transport, and performs other related activities 

in the community as required. Provides basic and advanced medical care; ambulance 

transport services to hospitals or other emergency care facilities; participates in community 

risk reduction and public education activities.  

DISTINGUISHING CHARACTERISTICS:  

The non-firefighter position of Folsom Fire Paramedic is an advanced journey-level 

classification. The Folsom Fire Paramedic may receive direction from the respective 

company o/icers in the Fire Suppression Division and/or other o/icers when in the field. 

Incumbents are expected to perform the full range of Paramedic emergency medical 

assistance duties. The classification is distinguished from Firefighter in that the latter 

combats, extinguishes, and prevents fires. This classification is distinguished from the 

Folsom Fire Emergency Medical Technician (EMT) in that the latter performs the Basic Life 

Support duties.  

 

SUPERVISION RECEIVED AND EXERCISED:  

General supervision is provided by assigned Fire Captain and/or other fire o/icers within 

the Department Chain of Command structure.  

ESSENTIAL DUTIES AND RESPONSIBILITIES:  

Depending upon assignment, duties may include, but are not limited to, the following:  

 Respond to BLS and ALS medical responses and provide emergency medical care 

and transportation.  

 Participates in the delivery of emergency and non-emergency medical and health 

care.  

 Provide emergency care in accordance with the provisions of Sacramento County 

EMS policies and procedures.  

 Perform job duties in compliance with department operating procedures and city, 

county, state and federal laws and ordinances.  



 Supports and assists other fire and medical personnel as directed in delivering 

medical care.  

 Operate ambulance to transport patients and sta/ to/from medical facilities in a safe 

and timely manner.  

 Inspecting and documenting inventory of controlled medications carried on the 

ambulance.  

 Documents and completes all reports such as pre-hospital patient care reports and 

incident reports.  

 Maintain medical information in a confidential manner subject to the Healthy 

Insurance Portability and Accountability Act (HIPAA).  

 Rescue people from danger and administer medical aid as necessary.  

 Perform routine housekeeping duties at a fire station, such as mowing grass, making 

beds, cleaning walls, washing windows, and sweeping floors.  

 Promote fire safety, burn prevention and other public education among public 

contacts.  

 Perform support functions such as restocking and inventory maintenance of supplies 

and equipment, cleaning equipment, and transporting equipment.  

 Perform decontamination procedures in compliance with Cal OSHA regulations.  

 Perform related duties as assigned.  

 

QUALIFICATIONS:  

Knowledge of:  

 Modern principles, practices, and procedures of emergency medical care/emergency 

medical services.  

 Principles of emergency ambulance and transportation procedures including first 

aid, resuscitator, and gurney operations.  

 Medical terminology and documentation.  

 Functions, characteristics, and proper use and maintenance of medical equipment 

and supplies.  

 Current laws and regulations pertaining to emergency medical services and safety.  

 Folsom City geography, streets, and buildings  

 Operation of EMS vehicles and other equipment, including radios 

 Safe emergency work practices  

 Essential Incident Command System (ICS) principles 

 Medical resources 

 

Ability to: 

 Make critical decisions that impact the safety, well-being, or life of patients in 

stressful and chaotic situations.  



 Make accurate observations and exercise independent judgment in determining 

appropriate actions to take during emergency response activities and performing 

program area activities or duties as assigned.  

 Deal tactfully and e/ectively with the public; demonstrate an awareness and 

appreciation of the cultural diversity of the community.  

 Safely and properly transport patients during ambulance transport.  

 Understand and learn emergency medical information from oral and written sources.  

 Complete electronic documentation for each patient encounter in a complete, 

competent, and timely manner; expected to protect the privacy of all patient 

information in accordance with department privacy policies, procedures, and 

practices as required by federal and state law, and in accordance with general 

principles of professionalism as a healthcare provider.  

 Report, without fear of retaliation, any concerns regarding policies and procedures 

on patient privacy and any observed practices in violation of those policies through 

the chain of command. 

 Understand and apply mechanical diagrams and concepts.  

 Read electronic and incident maps; follow map directions.  

 Establish and maintain e/ective working relationships with those contacted in the 

course of work; contribute to successful team e/orts; promote the department’s 

mission, vision, and value statements.  

 Communicate clearly and concisely with others, both verbally and in writing.  

 Operate a vehicle safely and legally.  

 Operate radio and other communication equipment.  

 

Education and Experience:  

High school diploma or G.E.D. equivalent.  

No Experience required; but previous field experience as an EMT is desirable. 

SPECIAL QUALIFICATIONS:  

Possession of a valid California or National Registry Paramedic License (EMT-P) by time of 

application.  

Possess and maintain valid Advanced Cardiac Life Support; Pediatric Advanced Life Support 

and/or HANDTEVY; and CPR certification by time of application.  

Must obtain and maintain local accreditation through the Sacramento County Emergency 

Medical Services Agency (SCEMSA) within three months of appointment.  

Must be at least 18 years of age at the time of application.  

Possession of a valid California Class C Driver License by time of application.  

 

 



Medical Examination | Background | Drug Testing: 

If considered for appointment, candidates must pass pre-employment medical examination 

and drug test; a background investigation, which may include a criminal history check, 

fingerprinting, psychology exam, credit check and drug use history.  

Respiratory Protective Equipment:  

Work in this classification requires wearing respiratory protective equipment at times. When 

assigned to such work, facial hair must be shaven when it interferes with the safe fitting of 

respiratory protective equipment.  

Working Conditions:  

In the performance of job duties, the employee will work inside and outside in day and/or 

night conditions, congested tra/ic, and unsafe road conditions. Employees may work near 

moving mechanical parts and in high, precarious places. Employee may be exposed to 

adverse environmental conditions such as wet and/or humid conditions; icy or muddy areas; 

fumes or airborne particles; toxic or caustic chemicals, vibration; risk of electrocution; and 

extreme heat or cold. Exposed to grotesque sights and smells associated with significant 

trauma and burn victims. The noise level in the work environment is usually moderate, 

except during certain, occasional, EMS activities when noise levels may be loud.  

Health Exposure:  

Tasks involve exposure to blood, body fluids, and tissues in accordance with the Department 

of Industrial Relations Title 8, § 5193. Bloodborne Pathogens  

Physical Demands:  

Work for long periods of time, requiring sustained physical activities and intense 

concentration under stressful conditions; in the performance of job duties, the employee is 

required to lift, drag, carry, and/or move 100 pounds or more; sit, stand, walk, balance, 

stoop, kneel, crouch, climb, or crawl; talk and hear; use hands and fingers, handle or operate 

objects, controls, or tools; reach with hands and arms; and smell. Specific vision abilities 

required by this job include close, distance, color, and peripheral vision, depth perception, 

and the ability to adjust focus. Manual dexterity and coordination are required to perform the 

work, including operating equipment such as computer keyboards and telephones. 

Incumbents may be required to work outdoors in all weather conditions; around loud siren 

noise; and moving vehicles. This position’s responsibilities will work around fires, chemicals, 

pesticides, blood, and other potentially toxic exposures.  Incumbents may be subject to 

stressful situations and work unusual and prolonged hours during emergencies, including 

multi-week mutual aid assignments.    

Probationary Period:  

Employees must successfully complete an orientation academy and complete twelve (12) 

months of probation at a satisfactory performance level prior to gaining permanent status. 
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