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MEMORANDUM OF UNDERSTANDING BETWEEN  
THE CITY OF WALNUT CREEK AND  

THE WALNUT CREEK POLICE MANAGEMENT ASSOCIATION 
 

Police Captains, Lieutenants, and Sergeants 
 

August 1, 2025, through July 31, 2027 
 
This Memorandum of Understanding (MOU) is entered into by and between the Walnut Creek Police 
Management Association (WCPMA) and the City of Walnut Creek (City). The WCPMA and the City 
hereby agree as follows: 
 
Section 1.  Salaries. 
 

A. Effective with the pay-period beginning on July 20, 2025, the current salary ranges in 
effect for all WCPMA classifications shall be increased by seven and one-half percent (7.5%), to the 
salary ranges set forth below. 
 

Class Title Class Code Bi-weekly Salary Range 

Police Captain Q300 $7,567.81 - $10,409.91 

Police Lieutenant Q200 $6,596.26 - $9,056.65 

Police Sergeant Q100 
Step C Step D Step E 

$6,487.69 $6,831.90 $7,177.32 

B. Effective with the pay-period beginning on July19, 2026, the salary ranges in effect for all 
WCPMA classifications shall be increased by five percent (5%). 
 
Section 2.  Shift Differential. 
 

A. Police Sergeants assigned to the graveyard shifts, as defined by the Police Department, 
shall receive the same shift differential percentage as received by Police Officers in the Walnut Creek 
Police Officers Association (WCPOA). 

B. At present, Police Officers working the graveyard shifts (currently shifts 2, 4, and a 
portion of 5, or other shifts later designated as graveyard) receive additional compensation at 5.0% 
(five percent) of base salary for all graveyard hours worked. Should this amount change for the 
WCPOA, the amount will change for the Police Sergeants concurrently with notice given to the 
WCPMA. 

C. It is explicitly understood that shift differential pay does not apply to a Police Sergeant 
working the swing shift who works overtime hours which overlap with the graveyard shift. 
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Section 3.  Master Sergeant Program. 
 

The Master Sergeant Program (“MSP”) is a career sergeant development program designed to 
encourage Sergeants to develop their knowledge and skills in the law enforcement profession. The 
program criteria and specified requirements include years of employment, education, Peace Officer 
Standards and Training (“POST”), working in special assignments, and performance standards. 
 
Effective August 1, 2025, the Master Sergeant Program for employees in the classification of Police 
Sergeant is as follows: 
 
A. Master Sergeant Designation and Criteria 

1. Years of Employment: Ten (10) years of law enforcement experience as a sworn 
peace officer; including two (2) years as a Police Sergeant with the Walnut Creek 
Police Department. 

2. Education/Training: Possession of a Bachelor’s Degree from an accredited college or 
university; or completed at least sixty-one (61) semester units from an accredited college 
or university and completed a minimum of eight (8) hours of Crisis Intervention 
Training. 

3. POST Certificate: Possession of POST Supervisory Certificate. 

4. Special Assignments: 

i. Number of Assignments 

Currently assigned to or completed at least two (2) special assignments as a 
Sergeant, as identified in Section 3.D. Consecutive assignments to the same 
special assignment will be considered as separate assignments. 

ii. Years in Assignments 

Completed two (2) years in special assignments as a Sergeant, as identified in 
Section 3.D. 

5. Performance Standards: Meet performance standards, as identified in Section 3.C. 
 
B. Master Sergeant Pay 

A Sergeant designated as Master Sergeant will receive three percent (3%) of their base pay as 
additional compensation on a bi-weekly basis. 
 
The parties agree that this is special compensation and shall be reported bi-weekly as earned, to the 
extent legally permissible, pursuant to CCR Title 2, Section 571(a)(1) and Section 571.1(b)(1), as 
Master Police Officer Incentive Pay. CalPERS makes the final determination as to whether 
compensation is pensionable. 
 
  

Docusign Envelope ID: D5E3C4C6-9282-4C79-9ADD-EA7FF5FC4FF2



3 
 

C. Performance Standards 

Master Sergeants are expected to meet or exceed performance standards. To apply or re-apply for 
the program, a Sergeant must not have received a rating of "needs improvement" (or equivalent 
standard) or lower, overall and/or in any categories, for the year prior to application. A Master 
Sergeant will be removed from the program if they receive a rating of "needs improvement" (or 
equivalent standard) or lower, overall and/or in any categories, in two consecutive annual rating 
periods. A Master Sergeant who is removed from the program due to not meeting performance 
standards must re-apply to participate in the MSP. 
 
A Sergeant cannot apply or continue participation in the MSP if they have sustained disciplinary 
action, consisting of a written reprimand or greater, for violation of City and/or department policy. 
A Master Sergeant with a sustained disciplinary action will be removed from the program for a 
period of one (1) year from the date of the sustained disciplinary action. A Sergeant may apply or 
re-apply one (1) year after the effective date of the sustained disciplinary action. 
 
The Department Manager/PSU Lieutenant is responsible for ensuring compliance with MSP and 
determining performance standards are met. 
 
D. Special Assignments 

The following Special Assignments are qualifying for the Master Sergeant Program. For purposes 
of the Master Sergeant Program, the following indicates those qualifying Special Assignments 
which include duty and collateral assignments: 
 

1. Homeless Outreach Program (HOP) 
2. Traffic 
3. Investigations 
4. Professional Standards Unit 
5. Field Training Supervisor 
6. Canine Supervisor 
7. Special Weapons and Tactics (SWAT) (Operator, Assistant Team Leader, Team Leader) 
8. Crisis Negotiation Team Supervisor 
9. Bomb Squad (Technician, Supervisor, Commander) 
10. Firearms Training Team Supervisor 
11. Driver Training Team (EVOC) Supervisor 
12. Defensive Tactics Team Supervisor 
13. First Aid/CPR Team Supervisor 
14. Crime Scene Investigation Team Supervisor 
15. Police Information Technology Team Supervisor 
16. Recruitment Team Supervisor 
17. Honor Guard Team 
18. Major Accident Investigation Team (MAIT) Supervisor 
19. Social Media Team Supervisor 
20. Unmanned Aerial Systems (UAS) Team 
21. Active Shooter Response Team Supervisor 
22. ABLE Supervisor 
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23. Terrorism Liaison Supervisor (TLO) 
24. Peer Support / Wellness Team Supervisor 
25. Ready React Team Supervisor 
26. Cadet Advisor 
27. Mutual Aid Mobile Field Force (MAMFF) 

 
E. Application Process 

Participation in the Master Sergeant Program is voluntary. Each Sergeant is individually responsible 
for initiating and submitting their application to the Department Management/PSU Lieutenant. 
Master Sergeant Pay will become effective the first full pay-period following approval. 
 
Section 4.  Special Assignments. 
 

A. Police Sergeants who are assigned to a Special Assignment are eligible to receive the same 
Special Assignment Pay as received by Police Officers in the Walnut Creek Police Officers 
Association (WCPOA). In order to meet changing operational needs and demands, the Chief of Police 
may create or eliminate special assignments during the term of this Agreement. If a new category of 
Special Assignment is to be created that is not delineated below, the parties will execute a Side Letter 
of Agreement incorporating the Special Assignment into the MOU. It is within the sole discretion of 
the Chief of Police as to whether a Special Assignment will be utilized and/or filled. 
 
The following special assignments are eligible for additional compensation under this section: 

a) Detective Division (Investigator) – Police Sergeants who are routinely and 
consistently assigned to a detective or investigative division or intelligence duties. 

b) Motorcycle Patrol (Traffic) – Police Sergeants who are routinely and consistently 
assigned to operate and/or patrol on motorcycle. 

c) Police Administrative Officer (Professional Standards Unit) – Police Sergeants 
who are routinely and consistently assigned to police administration to provide support 
for the Chief of Police and command staff in the operation of the Walnut Creek Police 
Department. 

d) Police Investigator (Special Enforcement/Operations Team (SET)) – Police 
Sergeants who are routinely and consistently assigned to analyze crimes or investigate 
accidents. 

e) Police Liaison (Homeless Outreach Program (HOP) Liaison) – Police Sergeants 
who are routinely and consistently assigned to function as a liaison between special 
persons, groups or courts, and the Walnut Creek Police Department. 

 
B. Police Sergeants in special assignments are eligible to receive Special Assignment Pay of 

five percent (5%) of base pay to be paid biweekly as earned. An employee may earn a maximum of 
five percent (5%) Special Assignment Pay. Should this amount change for Police Officers in the 
WCPOA, the amount will change for the Police Sergeants concurrently with notice given to the 
WCPMA. The City shall report Special Assignment Pay periodically as earned to CalPERS as either 
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special compensation for Classic members or pensionable compensation for PEPRA members. 
CalPERS makes the final determination as to whether compensation is pensionable. 
C. It is mutually agreed that these assignments are received and held at the sole discretion of 
the City. No Sergeant has any property right to such assignment. Sergeants in such assignments 
acknowledge, as does the WCPMA, that Sergeants may be transferred or re-assigned from their 
assignments on a non-punitive basis and that they have no right to appeal such transfer or 
reassignment.  
 
Section 5.  Medical Insurance. 
 

A. Medical Plans. 
 

The City shall offer the Kaiser Permanente HMO Plan (“Kaiser HMO Plan”) and the Blue Shield of 
California HMO Plan (“Blue Shield HMO Plan”) to eligible employees. All plans offered by the City 
are subject to carrier availability. 
 
The “Plan Year” is defined as medical coverage during each calendar year from January 1 through 
December 31. 
 

B. Blended Premium Rate Methodology. 
 
With the addition of the Blue Shield HMO plan in calendar year 2013, in order to maintain a 
sustainable two-carrier option, the City established City-wide blended and weighted single-party, two-
party, and family rates (utilizing the Kaiser HMO Plan and Blue Shield HMO Plan rates), to be 
adjusted by the City each plan year. The resulting blended rates will equalize the cost of both plans for 
participating employees. Subject to the continuing availability of both plans, the City agrees to 
maintain blended rates for the 2025 Plan Year. 

 
The City may discontinue the blended rate methodology for Plan Years 2026 and/or 2027, in the 
event that either medical plan is no longer available, the City determines that it is no longer feasible to 
continue the blended rate methodology, and/or for any other reason(s) within the City’s sole 
discretion. In the event the City determines not to continue the blended rate methodology for Plan 
Years 2026 and/or 2027, the parties agree to meet and discuss medical insurance carrier availability, 
and premium rates, prior to Open Enrollment for that Plan Year. The parties endeavor to finalize any 
discussions within fifteen (15) days of commencing such discussions, in order to facilitate a smooth 
Open Enrollment period. 
 
For 2025, and any subsequent Plan Year during the term of this MOU for which the City determines 
to continue the blended rate methodology, employees and the City will contribute toward health 
premiums as follows: 
 

Each Unit employee enrolled in single-party, two-party, or family medical coverage under 
any City sponsored health plan shall contribute on a pre-tax basis fifteen (15) percent of the “blended 
rate” in effect at that time for the elected coverage level. The City will pay the remainder of the 
applicable premium. 
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C. Non-Blended Premium Rate Methodology 
 

In the event that the blended rate premium methodology is not continued during the effective term of 
this agreement, in-lieu of the employer and employee obligations for contributions to health 
premiums described in Section 5.B., employees and the City will contribute toward health premiums 
as follows: 

 
The City shall contribute 85% (eighty-five percent) of the premium for the employee’s 

plan and elected level of coverage, not to exceed 85% (eighty-five percent) of the premium for the 
lowest-priced HMO plan available through the City. Unit employees shall contribute the remainder of 
the applicable premium in effect at that time for the plan and coverage level elected by each eligible 
Unit employee.  
 

D. Employer Contribution for Employees Hired or Appointed Prior to July 1, 2010. 
 
For employees hired or appointed to a position in the WCPMA prior to July 1, 2010, the City shall 
contribute an additional capped contribution on behalf of each employee enrolled in single-party or 
two-party coverage under any City medical insurance plan, as follows. 

 
1. For each eligible employee enrolled in single-party coverage, the City shall 

contribute an additional $456 per month which an employee may redirect to a 457 Deferred 
Compensation Plan account. Employees may not use the additional City contribution towards the 
required employee contributions as described in subsection B and C above.  

 
2. For each eligible employee enrolled in two-party coverage, the City shall 

contribute an additional $259 per month which an employee may redirect to a 457 Deferred 
Compensation Plan account. Employees may not use the additional City contribution towards the 
required employee contributions as described in subsection B and C above. 

 
E. In-Lieu of Medical Insurance Deferred Compensation. 
 

1. For employees hired or appointed to a position in the WCPMA prior to July 1, 2010. 
An eligible full-time Unit employee with medical coverage outside of the City may 

waive all coverage in the City’s medical insurance plans and redirect $691 per month to an ICMA-RC 
457 Deferred Compensation Plan. 
 

2. For employees hired or appointed to a position in the WCPMA on or after July 1, 
2010:  

 
An eligible full-time Unit employee with medical coverage outside of the City may 

waive all coverage in the City’s medical insurance plans and redirect $350 per month to an ICMA-RC 
457 Deferred Compensation Plan. 

 
3. An employee waiving coverage, in accordance with subsections (1) or (2) 

above, must show proof of adequate medical insurance coverage under another medical plan before 
the benefit may be redirected. Employees will be subject to the open enrollment or qualifying event 
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provisions of the City's medical plans in the event that termination of redirected benefits and 
resumption of medical coverage is desired.  

 
F. At such time as regulations are issued implementing the Affordable Care Act 

(“ACA”), the City and the WCPMA will meet to discuss the impact, if any, of such regulations on 
any benefit plans offered by the City. If modifications to the benefits, eligibility for coverage, 
employer or employee contribution to the cost of insurance or any other provisions of the benefits 
plans covered by this MOU will be modified by the ACA during the term of this Agreement, it is 
agreed that the City and the WCPMA will reopen the contract to meet and confer and determine how 
such mandated changes will be implemented.  
 
Section 6.  Other Benefits. 
 

A. Dental Insurance.  The City shall provide a dental insurance program as follows: 
 

1. The annual per-person deductible is $50 up to a maximum of $150 per family. 
 

2. The maximum annual benefit is $1,500 per eligible employee and per dependent 
each calendar year. 

 
3. The lifetime maximum orthodontia benefit of $2,000 is available to all eligible 

employees and dependents, regardless of age. 
 
B. Disability Insurance.  The City shall continue to provide employees short and long-

term disability insurance programs and shall assume any premium increases in this coverage. The 
maximum benefit shall be in accordance with the plan documents and shall not exceed two-thirds of 
the employee’s base salary as of the date of the disability. 
For the short-term disability program, employees will be required to satisfy a thirty (30) calendar day 
waiting period from the date of the disability before being eligible for benefits. 
 
The City shall coordinate use of accrued leave to the extent allowable under law and administer the 
plans in accordance with plan documents and applicable laws. 

 
C. Life Insurance.  The City shall provide employees term life insurance coverage with a 

benefit equal to one times annual base salary. 
 
D. Vision Insurance.  The City shall provide employees vision benefits under the Vision 

Services Plan (VSP). This plan currently includes a $10 co-pay for eye exams and a $25 co-pay for 
prescription glasses subject to the plan’s restrictions. The City agrees to assume the increase in 
premium, if any, for the vision insurance program. 

 
E. Flexible Benefits.  Eligible employees may participate in a Flexible Benefits Plan 

offered by the City that shall include flexible spending accounts for dependent care, medical 
expenses, and medical premium contributions. 
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Section 7.  CalPERS Retirement Benefit. 
 

A. Retirement Benefit Level.  
 

The City shall maintain California Public Employees’ Retirement System (CalPERS) benefits for 
Police Management Unit employees (“Unit employees”) as follows. 

1. “Classic Members” 
a) Tier 1:  3% @ 50:  For Unit employees who are deemed by CalPERS to be 

“classic members” and who were employed by the City in the safety classification on or prior to 
November 23, 2012, CalPERS benefits shall be based upon the 3% @ 50 formula in accordance with 
Government Code §21362.2, calculated using the single-highest year final compensation period 
(Govt. Code §20042). 

b) Tier 2:  3% @ 55:  For Unit employees who are deemed by CalPERS to be 
“classic members” and who were hired by the City in the safety classification after November 23, 
2012, and prior to January 1, 2013, CalPERS benefits shall be based on the 3% @ 55 formula, 
calculated using the three-year average final compensation period (Govt. Code §20037). 

c) For Unit employees who are deemed by CalPERS to be “classic members” and 
who are hired by the City in the safety classification on or after January 1, 2013, CalPERS benefits 
shall be under either Tier 1 or 2 above, depending on qualifying factors under State law. 

2.  “New Members” 
a) Tier 3:  2.7% @ 57:  For Unit employees who are deemed by CalPERS to be 

“new members” and who are hired by the City in the safety classification on or after January 1, 2013, 
CalPERS benefits shall be based upon the 2.7% @ 57 formula. 

 
B. Retirement Contributions. 

 
1. All Unit employees shall pay the full employees’ share of the California Public 

Employees’ Retirement System employee/member contribution as determined by CalPERS; the City 
shall not pay any portion of the required employee/member contribution. These employee payments 
will be reported on a pre-tax basis, consistent with the methods described in Subsection (C) below. 
 

2. In accordance with the City’s contract with CalPERS which provides Section 20516, 
Employee Sharing of Additional Cost, Classic safety members share the costs of the City’s required 
CalPERS pension costs. In addition to the employee contribution described in Subsection 1 above, all 
Unit employees deemed by CalPERS to be Classic safety members shall contribute an additional 
three percent (3%) towards the City’s CalPERS pension costs, for a total contribution of twelve 
percent (12%). 
 

C. Retirement Plan Tax Reporting Method. 
 

The City will apply Internal Revenue Code Section 414(h)(2) in completing tax reporting for any 
employee member contributions, including any cost sharing portion. This tax reporting method 
provides that employee contributions may be treated as employer contributions for federal and state 
tax purposes. 
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Should the reporting methods referenced in this subsection be prohibited or amended by law, 
regulation or administrative interpretation at any time during the effective date of this Agreement, the 
City will comply with such prohibition or amendment and shall so notify the WCPMA in writing. 
 
For active employees and former employees who retire during the term of this Agreement, it is agreed 
that the City of Walnut Creek be held harmless from any and all taxes, fines, penalties, costs or other 
fees or liability which may be imposed on it as a result of agreeing to the tax reporting method 
referenced herein, and accordingly, the City may take any such other action as it deems appropriate to 
ensure that it is held harmless from such taxes, fines, penalties, costs or any other fees or liability 
including, but not limited to, wage deductions or other actions for restitution. Further it is agreed that 
the City be held harmless from any and all taxes, fines, penalties, costs or other fees or liability which 
may be imposed on active employees and former employees who retire during the term of this 
Agreement, as a result of the tax reporting methods set forth in this subsection.  
 
Section 8.  Uniform Allowance. 
 
A. For newly hired employees, who have not received an initial uniform from the City of Walnut 
Creek, the City shall provide an initial uniform. The City shall report to CalPERS for Classic 
members the monetary value of the City’s cost of providing and maintaining each employee’s initial 
uniform in their first year of City employment, in an amount not to exceed $2,500 excluding the 
monetary value for personal health and safety equipment. The City will report the uniform allowance 
compensation as earned to CalPERS. Effective the second year of employment, such newly hired 
employees shall receive a uniform allowance in accordance with subsection B. Any employee in this 
Unit who is not a newly hired employee, shall not receive an initial uniform and shall only receive a 
uniform allowance in accordance with subsection B. CalPERS makes the final determination as to 
whether compensation is pensionable. 
 
B. Employees shall receive a uniform allowance of $1,013 per year. The allowance will be paid 
bi-weekly as part of the City’s normal payroll processing and will be reported to CalPERS for Classic 
members. CalPERS makes the final determination as to whether compensation is pensionable. 
 
Section 9.  Holiday Pay. 
 
The City of Walnut Creek shall observe twelve (12) holidays per year as follows: 

 
1. New Year's Day 
2. Dr. Martin Luther King, Jr. Day 
3. Presidents’ Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Veterans Day 
8. Thanksgiving Day 
9. Friday Following Thanksgiving Day 
10. Christmas Eve 
11. Christmas Day 
12. New Year’s Eve 
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Sworn employees are normally required to work on approved holidays because they work in 
positions that require scheduled staffing without regard to holidays. In lieu of all holidays observed 
by the City, sworn employees shall receive holiday in-lieu pay (hereinafter “holiday pay”) which is 
additional compensation over and above their normal base rate of pay for approved holidays. 
 
Effective July 20, 2025, sworn employees shall receive holiday pay compensation in the amount of 
six and one-quarter percent (6.25%) of their base pay in-lieu of receiving any other form of holiday 
compensation. Holiday pay shall be paid bi-weekly as earned in conjunction with the City’s regular 
pay periods. Base pay is defined as the base rate of pay that an employee receives in accordance with 
the publicly available pay schedule. 
 
The parties agree that Holiday Pay is special compensation and shall be reported bi-weekly as earned 
to CalPERS, to the extent legally permissible, pursuant to CCR Title 2 Section 571(a)(5) and Section 
571.1(b)(4). CalPERS makes the final determination as to whether compensation is pensionable. 
 
Section 10.  DEIB Floating Holiday. 
 
Effective August 3, 2025, the City is adding a new paid floating holiday for Unit employees in 
support of the City’s value of honoring Diversity, Equity, Inclusion, and Belonging of City staff. The 
floating holiday leave will be based on the number of regularly scheduled hours in the employee’s 
scheduled shift. The minimum holiday benefit for full-time employees is eight (8) hours with a 
maximum benefit of twelve and one-half (12.5) hours for all employees. 
 
The floating holiday leave shall be granted at the beginning of the first pay-period of the calendar 
year; except, for calendar year 2025 only, each Unit employee shall be granted the floating holiday 
leave on August 3, 2025. For employees hired during the year, the holiday shall be granted at the time 
of hire. 

 
The floating holiday must be taken in a full-day on a regularly scheduled work-day in the calendar 
year that it is received. Unused floating holiday leave does not roll over to the next calendar year and 
will be cancelled if not used by the last day of the final full pay-period of the calendar year. The leave 
is not compensable if the employee does not use the floating holiday leave or separates from 
employment with the City of Walnut Creek. 

Floating holidays are not reportable to CalPERS as holiday pay. 
 
Section 11.  Management Pay Plan. 
 
Police Captains and Police Lieutenants shall participate in the Management Pay Plan, as set forth in 
Exhibit A of this document, attached hereto and incorporated herein by this reference. 
 
Section 12.  General Leave Plan. 
 
All Unit employees shall have leave benefits as determined by the General Leave Plan as set forth in 
Exhibit B of this document, attached hereto and incorporated herein by this reference. 
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Within the sole discretion of the City Manager, the General Leave balance and accrual rate for any 
lateral Police Sergeant, Police Lieutenant, or Police Captain hired by the City on or after September 
19, 2021, may be set commensurate with the individual’s sworn law enforcement experience within 
the General Leave accrual range for the applicable class at the time of appointment, i.e. Police 
Sergeant, Police Lieutenant, or Police Captain. 
 
Section 13.  Parental Leave Pay. 
 
A Unit employee may be granted parental leave in accordance with the City of Walnut Creek’s 
Personnel System Rules and Regulation, Section 426 - Parental Leave Pay. Effective August 1, 2025, 
the parental leave benefit shall increase to one hundred and sixty (160) hours for eligible Unit 
employees. 
 
Section 14.  Management Development Plan. 
 

A. Management Development Allowance.  Employees may expend a specified amount 
per year for conferences, seminars, computer software and hardware, memberships, professional and 
technical publications, tuition, or other educational benefits. The Plan is funded in the budget by 
position, not by employee, with a maximum annual allowance per position as follows: 
 

Police Captains    $875  
Police Lieutenants and Sergeants  $600 

 
B. Additional Plan Provisions.  The expenditure of these funds shall be subject to 

approval of the City Manager or authorized designee. The cost of attending the annual management 
retreat shall not be deducted from these funds, but instead shall be funded solely by separate City 
funds. 
 
Any funds paid to employees for purchases of electronic equipment and/or software are subject to the 
provisions of the Internal Revenue Service (IRS) Compliance Policy and, as such, are taxable to the 
employee. 
 
If an employee purchases electronic equipment from their Management Development Allowance fund 
account and separates from employment within one year of the purchase date, the employee shall 
reimburse the City the full amount of the Management Development Allowance funds used to 
purchase that electronic equipment. If the employee separates from employment after one year of the 
purchase, the electronic equipment purchased remains the property of the employee. 
 
Section 15.  Retirement Health Savings Plan (RHS). 
 

A. Employer Contributions.   
1. The goal of this provision is to provide employees with a means of offsetting 

healthcare costs in retirement, recognizing that assistance with retiree healthcare costs in some 
manner is a benefit currently offered by all agencies in the City’s survey labor market. 

2. The City agrees to contribute to the Retirement Health Savings (RHS) Plan the yearly 
amounts detailed below. Contributions shall be made on a bi-weekly basis for each employee: 
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Police Captain:  $9,220/year 
Police Lieutenant:  $8,220/year 
Police Sergeant:  $6,720/year 

 
3. All contributions made by the City on behalf of an employee toward the plan shall be 

100% vested upon the completion of ten (10) years of sworn service with the City of Walnut Creek. 
An employee separating service with less than 10 years of sworn service with the City of Walnut 
Creek shall not be vested except as described in subsection (5) below. This vesting schedule is subject 
to the member’s continuous employment with the City of Walnut Creek Police Department. 

4. These contributions shall be in lieu of any other City-funded retiree medical plan. RHS 
accounts held by employees prior to January 25, 2008, will remain vested per that plan's previously 
recognized schedule. 

5. If an employee takes a service or disability retirement from the City, all monies in the 
plan would become 100% vested upon retirement from the City. 

6. Vested employees are eligible to receive medical expense benefits at retirement and 
age 50. If a vested employee terminates prior to general eligibility, that member will be eligible to 
receive benefits at age 50. A vested employee becomes eligible for benefits if the employee becomes 
eligible for and receives a CalPERS disability retirement. 

7. The plan shall provide for benefits to be paid to an employee after retirement based 
upon contributions made on behalf of such employee and shall not define a particular benefit to be 
paid to such employee. The plan shall be administered by the City, or the authorized plan 
administrator designated by the City, in its sole discretion in a manner consistent with this document. 

8. The City may change or terminate the plan at any time following the effective term of 
this Agreement, if, in its sole discretion, such change or termination is a business necessity. Any 
change or termination of the plan shall not affect any contributions which have vested under 
Subsection (3), (4), and (5) above. Further, the City may change the plan at any time during the 
effective period of this Agreement, provided that the amount of the contributions to a plan specified 
in Subsection (2) above do not change. 

 
B. Mandatory Employee Contributions.   

 
1. Bi-Weekly Contributions. 
 

For all employees, there is a mandatory bi-weekly employee contribution to the employee’s 
Retirement Health Savings (RHS) Plan account of one (1) percent of base salary and one (1) hour of 
General Leave. New employees will begin participating in the plan immediately upon appointment. 
All employee contributions are made on a pre-tax basis and are fully vested. 

 
2. Mandatory General Leave Conversion at Separation. 

 
For an employee whose employment with the City terminates, at the time of separation from 
employment the first fifty percent (50%) of the employee’s accrued General Leave balance will be 
contributed to the employee’s 457 Deferred Compensation Plan account, subject to normal annual 
plan maximum contribution limits (exclusive of any allowable catch-up contributions). The remaining 
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accrued General Leave balance will be contributed to the employee’s RHS account. General Leave 
conversion is calculated using the employee’s current hourly base pay rate in effect for such 
employee at the time of separation. All employee contributions are made on a pre-tax basis and are 
fully vested. 

 
Section 16.  401(a) Money Purchase Plan: Mandatory Employee Contributions. 

 
Employees shall be eligible to participate, at their own expense, in a Money Purchase Plan in 
accordance with Section 401(a) of the Internal Revenue Code. 

 
Police Captains and Lieutenants shall make a mandatory contribution of one percent (1%) of base pay 
to the 401(a) plan through bi-weekly payroll deduction.  

 
Section 17.  Educational Pay. 

A. Master’s Degree 

Educational incentive pay shall be paid bi-weekly to Police Captains, Police Lieutenants, and Police 
Sergeants who possess a master’s degree from an accredited institution. This pay shall be an amount 
equal to eight percent (8%) of Step E of the bi-weekly base pay rate for Police Sergeant in effect at 
that time. 
 
Police Lieutenants who possess a bachelor’s degree but have not obtained a master’s degree shall be 
eligible to receive the bachelor’s degree educational incentive pay, as awarded to eligible Police 
Sergeants, under the following conditions: 

A. The bachelor’s degree educational incentive pay shall begin after successful 
completion of, at minimum, one course in a master’s degree program. 
B. The master’s program field of study must be job related. 
C. Reasonable progress must be made toward the completion of the master’s program 
during the period of time in which the Police Lieutenant is receiving the educational incentive 
for a bachelor’s degree. 
D. The bachelor’s degree educational incentive shall cease upon receiving a master’s 
degree or four (4) years from the appointment to the position of Police Lieutenant, whichever 
occurs first. At the sole discretion of the Chief of Police, this period may be extended up to an 
additional two (2) years for a maximum period of six (6) years. 

 
B.  Bachelor’s Degree or POST Advanced Certificate 

 
Educational pay shall be paid bi-weekly to Police Sergeants who possess either a bachelor’s degree 
from an accredited institution (Educational Incentive Pay) or a POST Advanced Certificate (Peace 
Officer Standards and Training (POST) Certificate Pay) in an amount equal to seven percent (7%) of 
Step E of the bi-weekly base pay rate for Police Sergeant in effect at that time. Sergeants are not 
eligible to receive bachelor’s degree or POST Advanced Certificate pay in addition to receiving 
master’s degree incentive pay. 
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C.  Effective Date for Educational Pay 
 

Educational pay shall commence with the first complete pay period concurrent with or immediately 
following the date the awarding accredited institution dates the degree or certificate and it is provided 
to the City. 
 
Section 18.  Post-Disciplinary Procedures: Appeals. 
 
The following procedures shall apply after the imposition of disciplinary action to employees covered 
by this agreement, in lieu of Section 1005 of the City Personnel Rules. 
 

A. Official Disciplinary action consisting of official reprimand or suspension of forty (40) 
hours or fewer.  An employee dissatisfied with any such disciplinary action imposed may appeal such 
action to the City Manager. An appeal must be filed with the City Manager, with a copy to the 
Personnel Office and the Department Director, within ten (10) calendar days after written notice of 
the imposition of discipline. The appeal shall state specifically the issues in controversy and the facts 
upon which the issues are based. Within ten (10) calendar days of receiving the appeal, the City 
Manager shall conduct an informal hearing on the matter. The decision of the City Manager shall be 
final. 
 

B. Disciplinary action consisting of suspension in excess of forty (40) hours, up to and 
including termination.  An employee dissatisfied with any such disciplinary action imposed may 
appeal the action to arbitration. An appeal must be filed with the City Manager, with a copy to the 
Personnel Officer and the Department Director, within ten (10) calendar days after receipt of written 
notice of the imposition of discipline. The appeal shall state specifically the issues in controversy and 
the facts upon which the issues are based. If the employee is dissatisfied with the City Manager’s 
decision, an arbitration hearing shall be held as provided in Sections 1006, 1007, 1008 and 1009 of 
the City’s Personnel Rules. 
 
Section 19.  Compensatory Time Off for Police Lieutenants and Police Sergeants. 
 
The City previously increased the cap on compensatory time earned from sixty (60) hours to one 
hundred (100) hours. The City continues to reserve the discretion, in a manner consistent with federal 
law, to decide whether to grant requests for compensatory time off, including denying a request when 
it would unduly disrupt the operations of the Police Department. The WCPMA agrees that Unit 
employees will make a good faith effort to work with the department to request compensatory time 
off at times that would not require other employees in the bargaining unit to work and be 
compensated for overtime. If despite such efforts the City does incur overtime costs, the WCPMA 
agrees to reduce the compensatory time off cap back to 60 hours. 
 
Section 20.  Professional/Management Leave Plan for Police Captains and Police Lieutenants. 
 
Eligible Police Captains and Police Lieutenants may earn professional/management leave. In general, 
professional/management leave is to be used to allow the individual employee short respites to relax 
or regroup after particularly heavy workloads. It may be used to meet personal commitments, to allow 
extra days to be added to vacation, or to be used in conjunction with travel to a meeting or 
conference. In those departments where the workload is seasonal, it may be used to provide time off 
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during slow work periods. Use of professional/management leave shall be subject to the prior 
approval of the Chief of Police. Up to 60 hours of unused professional/management leave may be 
carried over from year to year. Unused professional/management leave beyond 60 hours shall be 
cancelled as of the last day of the final pay period of the calendar year with a corresponding pay day 
in that same year. On the first day of the following pay period the annual allotment will be granted in 
addition to any hours carried over. Unused professional/management leave at termination shall not be 
compensated. 
 

A. Police Captains:  The Chief of Police may grant up to ninety-six (96) hours of 
Professional/Management Leave per calendar year. Police Captains are not eligible for overtime. 

 
B. Police Lieutenants:  The Chief of Police will grant Police Lieutenants eighty (80) 

hours of Professional/Management Leave per calendar year. Police Lieutenants are eligible for 
overtime under the guidelines established by the Police Department.  
 
Section 21.  Payments Under Government Code Section 4850. 
 
In accordance with Labor Code 4850 and Internal Revenue Code 104(a)(1), the City of Walnut Creek 
shall treat the continuation of pay and the withholding of federal and state income taxes from 4850 
pay as follows. 

When an employee is entitled to receive any of the following pay items immediately before their 
4850 leave, the employee will continue to receive the pay item during 4850 leave for the duration the 
employee was intended to receive the pay item. In addition, the City will not deduct federal or state 
income taxes from the following pay items when paid as 4850 time:  
 

• Salary 
• Shift differential 
• Special assignment pay 
• Uniform allowance 
• Holiday pay 
• Educational pay 
• Out of class pay 
• Cell phone allowance 

 
Should the rules or regulations governing the taxability of 4850 pay be amended by law, regulation or 
administrative interpretation at any time during the effective term of this agreement, the City will 
comply with such amendment and shall so notify the union in writing.  
 
For all employees who receive 4850 pay, the WCPMA and employee receiving 4850 shall defend, 
indemnify and hold the City harmless from any and all taxes, fines, penalties, costs or other fees or 
liability which may be imposed on the City as a result of this Agreement on 4850 pay. The City may 
take any action it deems appropriate to ensure that it is indemnified and held harmless from such 
taxes, fines, penalties, costs or other fees or liability including, but not limited to, wage deductions or 
other actions for restitution. 
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Section 22.  Court Time. 
 
Court Time, as provided in City Personnel Rule 420(b), shall be applied to employees subject to this 
Agreement as set forth below: 
 
“SECTION 420(b) Court Time 
 
Court appearance time blocks: (1) 0800 – 1200 hours  

(2) 1201 – 1700 hours  
(3) 1701 and later hours  

 
Whenever a Sergeant, in the performance of his or her duty, must be present in a court of law during a 
regularly scheduled work day, but outside of the employee’s regularly scheduled work hours, that 
employee shall receive four (4) hours overtime pay at time and one-half or overtime pay at time and 
one-half for the actual hours in court, whichever is greater. 

 
Whenever a Sergeant, in the performance of the employee’s duty, must be present in a court of law on 
a regularly scheduled day off, that employee shall receive four (4) hours overtime pay at time and 
one-half, or overtime pay at time and one-half for the actual hours in court, whichever is greater. The 
Sergeant shall be compensated in the following manner:  

 
If a Sergeant is subpoenaed to court in the morning, and released from court, but asked to 
return in the afternoon for the same case, the employee shall receive one four hour court 
minimum for the morning time block and one four hour court minimum for the afternoon time 
block, or actual time for the afternoon appearance, whichever is greater. The Sergeant will not 
be compensated for the lunch hour. (Example, subpoenaed at 0800, released at 0830, returns 
to court for same case at 1300). 
 
If the Sergeant is asked to remain at court for that appearance and asked to return after lunch, 
the employee shall be paid through the court’s lunch hour. The Sergeant shall be compensated 
for one four hour court minimum or actual time in court including the court’s lunch hour, 
whichever is greater. 

 
If a Sergeant is required to appear on a second subpoena after being released from the first 
subpoena, and the second subpoena starts in a different time block, the employee shall get 
another four hour court minimum or actual time, whichever is greater, for the second 
subpoena. (Example: 1st subpoena at 0830, released at 1400, 2nd subpoena 1430, released at 
1500, the Sergeant would receive an additional four hour minimum for the 1430 appearance.)  

 
If the Sergeant receives two subpoenas scheduled for different times in the same time block 
and is released from the first subpoena before the commencement of the second subpoena, the 
employee will be compensated as follows: 

 
i. For the first subpoena, the employee shall receive the four hour court minimum.  
ii. For the second subpoena, the employee shall receive compensation for actual time 
in court on the second subpoena.  
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A Sergeant can only receive one (1) court minimum in any time block and no more than two (2) on 
any given day, including court call-offs and court minimum appearances. If any Sergeant has already 
received compensation for two (2) court minimums on one day, the employee shall receive 
compensation for actual time in court for any additional time required in court on that day. 
 
A Sergeant subpoenaed to appear in court on a regularly scheduled day off shall be entitled to receive 
two (2) hours of straight time overtime pay, call-off pay, if the court appearance is canceled prior to 
the time specified for appearance, unless the employee is notified of the cancellation prior to the 
normal end of the last shift of the employee’s scheduled workweek. It is the Sergeant’s responsibility 
to contact, by telephone, in person, or an alternative method as approved by the Chief of Police, the 
police department's designated employee at least one hour and no more than two hours before the 
scheduled appearance time to determine whether or not the appearance has been canceled. The four 
(4) hour minimum rate shall only apply if the sworn employee complies with the contact requirement. 
If not, the two (2) hour call-off rate shall apply, if the appearance has been canceled. 
 
If a Sergeant has a court appearance that commences within the employee’s normal work schedule, it 
is considered part of their normal workday and the employee will be paid at time and one half for 
only the actual hours worked past the regularly scheduled shift (if any).” 
 
Section 23.  Temporary Upgrade Pay. 
 
Temporary Upgrade Pay, as provided in City Personnel Rule 410, shall be applied to employees 
subject to this Agreement as set forth below: 
 

“410 –TEMPORARY UPGRADE PAY 
 
Temporary Upgrade Pay  
An employee temporarily assigned for thirty (30) calendar days or longer to perform the full 
range of duties of a higher classification due to a vacancy or the temporary absence of the 
employee regularly employed in the higher classification shall receive Temporary Upgrade 
Pay. An employee must meet the minimum qualifications of the higher classification, and will 
be assigned in writing by their supervisor, with Department Director approval. An employee 
must have successfully completed their probationary period in order to be eligible to receive 
Temporary Upgrade Pay; have not been placed on a performance improvement plan within the 
last year; and have worked as a sworn Peace Officer for a minimum of two years in the State 
of California. 
 
An employee qualifying for Temporary Upgrade Pay shall be compensated at a rate equal to 
the first salary step (or bottom of the salary range) of the higher classification, or five percent 
(5%) above their current pay, whichever is greater. Upon recommendation of the Department 
Director, the City Manager may authorize Temporary Upgrade Pay up to ten percent (10%) at 
their discretion. In no event shall the salary paid to the employee (base salary plus any percent 
increase) exceed the top step of the higher classification. The Unit’s Temporary Upgrade Pay 
will not be reported to CalPERS as it does not qualify as special compensation because it is 
not equally available to all Unit employees. 
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General Provisions 
Temporary Upgrade assignments must be approved in writing in advance by the City 
Manager. All assignments shall be limited to a term of six (6) months unless an extension is 
approved by the City Manager. 
 
Merit increases in salary that occur, as provided in Section 404, while an employee is assigned 
Temporary Upgrade Pay shall be applied to the employee’s base salary in their base 
classification. When an employee in a Temporary Upgrade assignment is promoted, the salary 
increase shall be calculated from base salary from the position the employee is promoted 
from.” 

 
Section 24.  Workout on Duty Pilot Program. 
 
The City agrees to develop a one (1) year pilot program allowing employees to workout on duty for 
one (1) hour, in lieu of a paid lunch period, one (1) time per regularly scheduled work week to assist 
employees in maintaining job class physical fitness standards. This pilot program will be 
administered by Human Resources. 
 
Section 25.  Dues. 
 
Employees may voluntarily join the WCPMA and authorize individual payroll deductions for dues, 
initiation fees, and general assessments, as well as any other membership benefit program sponsored 
by the WCPMA (hereinafter collectively "dues deductions"). The WCPMA shall obtain and maintain 
individual employee authorizations for WCPMA membership dues deductions and notify the City of 
requests from Police Management Unit employees for WCPMA membership dues to be deducted 
from their paychecks. The City agrees to make such deductions from the paychecks of each employee 
who voluntarily authorizes dues deductions as certified by the WCPMA, the total amount of dues 
certified by the WCPMA per month, and electronically deposit such dues into the WCPMA checking 
account. 
 
If an employee desires to revoke, cancel or change their prior dues deduction authorization, the City 
shall direct the employee to the WCPMA. Any such dues deduction revocation, cancellation and/or 
change shall be effective only when submitted by the WCPMA to the City and is subject to the terms 
and conditions set forth in the original payroll deduction/authorization. 
 
The City will implement any change to a bargaining unit employee's payroll deductions during the 
first full pay period following notification of such change by the WCPMA. 
 
The WCPMA shall indemnify and hold the City and its agents and employees harmless from any 
cost, expense, fee, or liability resulting from any threatened or actual claims, demands, lawsuits, or 
any other action arising from the operation of this Section and from the use of such monies by the 
WCPMA. 
 
Section 26.  Employee Information/Notice of New Hires. 
 
The City shall provide the WCPMA President and Secretary-Treasurer with a digital file via email 
containing the name, job title, home address, personal cellular telephone number and personal email 
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addresses on file with the City for any newly hired/promoted employees in the classifications of 
Police Captain, Police Lieutenant, and Police Sergeant within thirty (30) days of the date of 
appointment or by the first pay-period of the month following appointment. The City shall also 
provide the WCPMA representatives with a list of that same information for all existing employees at 
least every 120 days, unless more frequent or more detailed lists are requested by the WCPMA. 
 
The City shall also provide the WCPMA with notice of and access to new employee orientations for 
any newly hired/promoted employees in the bargaining unit. 
 
Section 27.  Repealer. 
 
To the extent that any provision of this document conflicts with any provision of any prior Council 
resolution concerning the issues determined by this document, the provision of the prior resolution is 
repealed. 
 
Section 28.  Term of the Agreement. 

 
This Agreement shall become effective August 1, 2025, and shall remain in effect until July 31, 2027, 
unless modified or extended by subsequent agreement or resolution. This Agreement supersedes all 
previous agreements between the parties regarding the matters addressed herein. 
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Exhibit A:  Management Pay Plan 
 
The Management Pay Plan shall embody the following principles for determining individual salary 
increases within specified salary ranges for the Police Captains and Police Lieutenants. 
 
1.  Cost of Living Adjustment.  Given the employee's satisfactory performance of duties, the 
employee will receive a Cost of Living salary adjustment when such an adjustment is made to the 
salary range for the employee’s classification. The amount and effective date of the Cost of Living 
adjustment will be as authorized by the City Council. This adjustment is considered to be automatic 
given satisfactory performance, and is established to recognize that management personnel salaries 
should be adjusted as near consistent with other City employees as is reasonably possible. The salary 
increase, so provided, is considered to be a basic minimum and no increase less than this increment 
will normally be given. In the infrequent case where performance is not at a satisfactory level, the 
individual would not be eligible for this basic adjustment. 
 
2.  Meritorious Performance Adjustment.  When an individual's performance is beyond a satisfactory 
level in the discharge of responsibilities in her/his position and the achievement of departmental 
objectives at a high level of quality in terms of results, the individual will be considered for an annual 
merit increase in addition to the Cost of Living adjustment. Such an increase would be between one 
(1) and seven (7) percent, the exact percentage being determined by the City Manager or the 
Department Director making the evaluation and on the evaluation of the degree of meritorious 
service. In no case should this merit increase result in a salary that is above the top of the salary range 
for an employee’s classification. An employee shall be eligible to receive one merit increase per 
twelve-month period, and once granted an employee shall not be eligible to receive another merit 
increase during the succeeding twelve-month period. Once awarded, the increase for meritorious 
service will normally be continued in future years and not be revoked at the end of the year in which 
awarded. 
 
The Management Pay Plan shall be subject to the following limitations: 
 
a.  Merit increases for all officials and employees included in the Management Pay Plan shall not 
exceed in a given year, an amount equal to 4 1/2% of the total of their salaries plus the Cost of Living 
increment without approval of the City Manager. 
 
b.  The limit so set is a maximum only and all meritorious awards must first be related to and justified 
by performances beyond a normal satisfactory level. 
 
c.  Any award or adjustment under this plan shall not be effective until approved by the City 
Manager. 
 
d.  When salary ranges are adjusted, no incumbent salaries will be adjusted solely due to such changes 
unless the salary then in effect does not fall within the then established minimum and maximum 
amounts. 
 
Salary ranges for classes included in the Management Pay Plan shall provide an approximate 40% 
spread between the minimum and maximum amounts established. There shall be no specified or 
predetermined "steps" within the range, each range being left clear between the minimum and 
maximum rate, thus allowing the flexibility of adjustment required in order to recognize varying 
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levels of performance. 
 
Salary range and Cost of Living adjustments shall be considered annually. In determining range and 
Cost of Living adjustments, such matters as changes in the cost of living, other salary changes such as 
those arrived at through negotiations with recognized employee groups, compression between 
management and subordinate class ranges and salaries of comparable classes in competitive agencies 
will be considered. 
 
The Management Pay Plan shall be administered by the City Manager who normally will delegate to 
Department Directors the responsibility for recommending awards for employees within their 
departments who are covered by the Plan. 
 
The City Manager shall establish and revise policies and procedures to insure fair and equitable 
administration of the plan and shall also continue to evaluate the composition of the group included in 
the plan and recommend to the City Council the addition or deletion of classes for inclusion in the 
plan. 
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Exhibit B:  City of Walnut Creek General Leave Plan for 
Police Management Employees 

 
ARTICLE I 

 
Definition 

 
General Leave is compensated leave for those eligible employees who are absent from duty 

because of illness, certain family member illness, death in the family, medical or dental care 
appointments, family care, personal reasons or who utilize the time off as vacation. 
 

ARTICLE II 
 

Applicability 
 

This General Leave Plan shall apply to regular full-time and part-time employees in the Police 
Management Unit which includes Police Captains, Police Lieutenants and Police Sergeants.  
 

ARTICLE III 
 

General Leave Credits 
 

1.  Eligible regular full-time and part-time Unit employees shall be entitled to accrue General Leave 
based on the following accrual rate. 

 

Years of Completed 
Service 

Hourly General 
Leave Accrual Rate 

Annual General Leave Accrual for 
Full-Time Service 

(based on an eight-hour work day) 
1 thru 4 0.0770 160 working hours (20 days) 
5 thru 9 0.0885 184 working hours (23 days) 

10 thru 14 0.1000 208 working hours (26 days) 
15 thru 19 0.1116 232 working hours (29 days) 
20 thru 24 0.1193 248 working hours (31 days) 
25 or more 0.1231 256 working hours (32 days) 

 
2. General leave shall accrue based on the General Leave accrual rate applied to regular hours paid 
on a pay period basis. 
 
3. Part-time employees working less than 20 hours a week, and temporary and emergency 
employees shall not earn general leave. 
 
4. General leave credits are not earned during periods of unpaid leave. 
 
5. Upon completion of the first full pay period of continuous active service following appointment, 
regular and part-time employees shall be eligible to use general leave credits, subject to the provisions of 
Article V.  
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6.   Maximum Accumulation:  General leave credits may be accumulated until a maximum of 540 
hours is reached, at which time the excess hours will be lost. An employee who has exceeded or is 
nearing the 540 hour maximum and who is in jeopardy of losing future hours of earned credit due to 
current inability to use or transfer the hours of credit, may propose a program subject to the City 
Manager's approval to effectively reduce the general leave balance within two years by either using the 
general leave credits as provided in Article IV; or converting the credits to pay or sick leave as provided 
in Article V; or have General Leave hours in excess of the 540 hour maximum thereafter accrue to the 
sick leave bank; or any combination of these methods. Whenever such a program has been approved by 
the City Manager, the City Manager may allow the employee to accumulate a maximum of 640 hours of 
general leave credit. Notwithstanding Articles IV or V, and solely for the purposes of this subsection, 
any employee may establish a sick leave bank subject to City Manager approval. 

 
7. Employees otherwise exempt from the Fair Labor Standards Act (FLSA) shall not have their 
salary reduced for General Leave use for absences of less than a day, when all General, administrative 
or compensatory time balances, or sick leave balance if appropriate, are exhausted. Such absences 
shall be shown as negative General Leave balances; the negative balance shall be reduced by the 
crediting of future earned leave. 
 

ARTICLE IV 
 
 General Leave Usage 
 
1. Request and Approval:  Department Directors are responsible for arranging leave schedules so 
that adequate personnel are available to carry on necessary City work. The use of general leave shall 
require approval of the Department Director or their designee. Whenever possible, general leave 
requests must be approved in advance of the days to be taken as general leave. The procedure for 
requesting the use of general leave shall be as follows: 
 

a.  Non-medical Personal Leave:  Any leave that can be reasonably forecast or anticipated 
such as vacation, care of children, personal business, etc. shall require prior approval of the 
Department Director, or the employee's supervisor. The time and amount of general leave to be taken 
for non-medical purposes shall be determined by the Department Director with due regard for the 
wishes of the employee and particular regard for the needs of the City. 
 

b.  Medical Leave:  An absence from work due to an employee's illness or for a medical or 
dental appointment shall be referred to as medical leave. The Department Director may require an 
employee to furnish satisfactory evidence justifying the need to be absent from work for medical 
reasons. The determination and final approval of general leave for medical reasons shall be made by 
the Department Director. 

 
c.  An employee may request general leave for an unanticipated absence from work (e.g. 

medical leave, car trouble, care of children, etc.) by notifying their supervisor within one (1) hour 
after the time set for reporting to work on the first day of such leave and as often thereafter as directed 
by their supervisor. Final approval for an unanticipated, unscheduled absence shall require 
Department Director approval. Failure to request an unscheduled leave in the manner described may 
result in lost work time charged as leave without pay or unauthorized leave of absence. 
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d.  Any employee who is absent from work on an unscheduled leave shall not engage in work 
or other activities which will inhibit their ability to report for work at the earliest possible time. 

 
e.  Medical examination by the City's examining physician may be requested by the 

Department Director after prolonged, serious, or repetitious illness, injury, or major surgery. An 
employee's return to duty following illness or injury is subject to the approval of the Department 
Director or Personnel Officer based upon medical information supplied by the employee's physician 
and/or the City's physician. 

 
f.  General leave may not be used to supplement long-term disability payments. 
 
g.  On-the-job Injury (OJI):  An employee absent from work because of a temporary disability 

which is defined as industrial under the Workers' Compensation Act shall be entitled to an industrial 
leave as follows: 

 
(1)  Non-public Safety employees may continue to receive regular pay for up to sixty (60) 

calendar days when incapacitated for work due to an on-the-job injury or illness. 
 
(2)  Public Safety employees may continue to receive regular salary for up to one year when 

incapacitated for work due to an on-the-job injury or illness, as provided for in the Labor Code. 
 
When an employee has exhausted OJI leave, the employee may charge general leave credits 

(or unused sick leave) in an amount necessary to make up the difference between the employee’s 
regular pay and the amount payable to the employee as temporary disability payments from the 
Workers' Compensation Insurance Plan of the City. 

 
h. Use of General Leave When Permanently Incapacitated:  General leave shall not be 

used to continue the salary or employment of any employee after it has been determined that such 
employee is permanently incapacitated for a return to employment and is eligible for disability 
retirement. 

 
i. Disability Income Protection:  A disability income protection plan shall be provided 

for all full time employees. The disability income protection plan shall have a waiting period of thirty 
(30) calendar days before the benefits shall be extended to an employee. The benefits, terms and 
conditions are described in the Long-term Disability Insurance Plan. 

 
j. General Leave Advance:  The City Manager may advance up to ten (10) days of 

general leave. Should an employee take general leave in excess of their accrual and subsequently 
terminate, the City shall deduct from their final paycheck an amount equal to the unaccrued general 
leave that was used. 
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k. Use of Sick Leave:  Only employees who have unused sick leave credits earned under 
the City's sick leave plan shall be eligible to establish a sick leave bank. Credits in a sick leave bank 
may be used if one of the following conditions apply. 

 
(1) With the approval of the Department Director, an employee absent due to their 

illness or injury may use unused sick leave balances. 
 
(2) With the approval of the Department Director, an employee absent due to the 

illness or injury of a family member may use unused sick leave balances in accordance with 
applicable laws. 

 
ARTICLE V 

 
1. General Leave Conversion to Pay or Sick Leave:   

 
To be eligible for General Leave Conversion, an employee must have a minimum of 22 days (176 
hours) of general leave or sick leave credits (or a combination thereof) remaining after the 
conversion, calculated using an employee’s leave credits at the end of the eligibility period. In order 
to participate in General Leave Conversion, an eligible employee must submit an irrevocable election 
request in the calendar year immediately preceding the year in which the General Leave Conversion 
to pay or sick leave would occur. Each year in December up to sixty-four (64) hours of general leave 
may be converted as follows: 

 
a. Buy-back:   
 

Upon using one-half of the general leave credits accrued during the defined eligibility period for the 
General Leave Conversion, an employee may receive pay at the current hourly salary rate for up to 
sixty-four (64) hours of general leave credits which have accrued during the calendar year of the 
General Leave Conversion. An employee may request General Leave Conversion, according to the 
conversion schedule in subsection b below, based on years of service at the end of the eligibility 
period. 
 

b. Conversion Schedule: 
 

Years of Service  Hours 
 
     1 - 5 40 
     6 - 10 48 
    11 - 15 56 
    16 - 64 
 

An employee’s General Leave Conversion to pay or sick leave, or a combination thereof, in any 
calendar year may not exceed the total hours for the applicable years of service in the schedule above. 
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c. Sick Leave:  In lieu of pay, an employee with a sick leave bank may convert up to 40 
hours of general leave to the sick leave bank. General leave credits may be converted to sick leave 
credits on an hour-for-hour basis in order to provide security against extended illness and/or to 
accumulate CalPERS service credits. 
 

ARTICLE VI 
 
 General Leave at Termination 
 
1. An employee whose employment with the City terminates shall be compensated for each hour 
of unused general leave. Payment for unused general leave shall be made at the hourly rate of pay in 
effect for such employee at the time of separation. 
 
2. An employee may use up to ten (10) days of general leave to extend a termination date beyond 
the last day actually worked. The use of more than ten (10) days shall be allowed only with the 
consent of the City Manager, or in the case of employees appointed by the City Council, the consent 
of the City Council. 
 
3. When termination is caused by the death of an employee, pay for unused general leave shall 
be paid to the beneficiary the employee has designated. Such designation shall be in writing, signed 
by the employee and filed with the Personnel Office. In the event an employee has not designated a 
beneficiary, the payment shall be made to the estate of the employee. 
 
  

ARTICLE VII 
 
 Holidays During General Leave 
 

When a day designated and observed by the City as a holiday occurs on a day on which an 
employee is taking general leave, such employee shall not be charged as using general leave for that 
day. The employee's compensation for that day shall be holiday pay. 
  
 

ARTICLE VIII 
 
 Effect of Extended Military Leave 
 

An employee who is granted a military leave of absence exceeding 180 calendar days may 
request payment for that part of general leave accumulation that remains as of the date the leave 
commences.  
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DATED:_________________________ 
 
 
FOR THE WALNUT CREEK POLICE MANAGEMENT ASSOCIATION 
 
 
By:___________________________________________ 
 Joseph Lucia, Chief Negotiator 
 
By:___________________________________________ 
 Sergeant Guy Ezard, President 
 
By:___________________________________________ 
 Lieutenant Drew Olson, Vice President 
 
By:___________________________________________ 
 Sergeant Joe Coffin, Secretary 
 
 
 
FOR THE CITY OF WALNUT CREEK 
 
 
By:___________________________________________ 

Daniel P. Buckshi, City Manager 
 
By:___________________________________________ 
 Jesse Lad, Chief Negotiator 
 
By:___________________________________________ 
 Trish Raver, Human Resources Director 
 
By:___________________________________________ 
 Kelly Guertin, Human Resources Manager 
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