
KENSINGTON POLICE PROTECTION 
AND COMMUNI1Y SERVICES DISTRICT 

DECEMBER 11, 2014 AGENDA 

A Special Meeting (Closed Session) of the Board of Directors of the Kensington Police Protection and Community Services District will be held 
Thursday, December 11, 2014, at 6:00P.M., at the Community Center, 59 Arlington Avenue, Kensington , California. The Board will 
commence its monthly Regular Meeting in open session at 7:30 P.M. If further Closed Door Session is required, the Board will return to 
Closed Door Session following the end of the Regular Meeting. 

Roll Call 
Public Comments 

1. General Manager/ Chief of Police Greg Harman will administer the oath of office to newly elected board members, Alan "Len" Welsh, 
Vanessa Cordova, and Rachelle Sherris-Watt, prior to the Board entering into Closed Session. A second ceremonial oath will be 
administered at the start of the Open Session. 

SPECIAL MEETING; CLOSED SESSION 6:00 P.M. 

1. Conference with Legal Counsel- Existing Litigation (Government Code Section 54956.9(a}) 
Leonard Schwartzburd v. Kensington Police Protection and Community Services District (Case Number N12-1625). 

2. Conference with Labor Negotiators (Government Code Section 54957 .6) 
Agency Representatives: Patricia Gillette and Chuck Toombs 
Employee Organization: Kensington Police Officers Association 

3. Pursuant to California Government Code Section 54957b: 
a. The Board will enter into closed session to discuss the General Manager/ Chief of Police performance 

review pursuant to California Government Code Section 54957b. 
b. The Board wi ll discuss the possible contract extension and terms of the extension of the General Manager/ Chief of Police. 
c. The General Manager/ Chief of Police will discuss personnel appointment, employment, and evaluation of performance of 

District personnel. 

REGULAR MEETING; OPEN SESSION 7:30P.M. 

The Board will return to Open Session at approximately 7:25 PM and report out on the Closed Door Session. 

A Regular Meeting of the Board of Directors of the Kensington Police Protection and Community Services District wi ll be held Thursday, 
November 13, 2014, at 7:30P.M., at the Community Center, 59 Arlington Avenue, Kensington, California. 

Note: All proceedings of the open session meeting will be videotaped. 

1. General Manager/ Chief of Police Greg Harman will administer the ceremonial oath of office to newly elected board members, Alan "Len" 
Welsh, Vanessa Cordova, and Rachelle Sherris-Watt, prior to the seating of the new Board. 

2. Board President Len Welsh will report out on the Closed Session meeting. 

Roll Call 
Public Comments 
Board Member/ Staff Comments 

APPROVAL OF CONSENT CALENDAR 

a) Minutes of the Special & Regular Meeting November 13, 2014, Page 3 
b) Unaudited Profit & Loss Report for November 201 4, Page 14 
c) Park Revenue & Expense Report for November 201 4, Page 19 
d) Board member Reports- None This Month 
e) Police Report October 201 4, Page 26 
f) Training/ Reimbursement Report- None This Month 
g) Correspondence in November, Page 38 
h) Recreational Report for November 2014, Page 47 
i) Monthly Calendar, Page 48 
j) General Manager's November Report, Page 50 
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DISTRICT- NEW BUSINESS 

1. Directors Chuck Toombs & Pat Gillette will present the proposed contract between the District and the Kensington Police Officer's 
Association. Possible Board Action . Page 58 

2. Per KPPCSD Board Policy #501 0.60, the Board will elect a President and Vice-President for calendar year 2015. Per KPPCSD 
Board Policy 4060.1 , the Board President shall appoint and publicly announce the members of the standing committees and 
Board Coordinators for calendar year 2015 no later than the Board's Regular meeting in January. Board Action. 

(If needed, the Board will return to Closed Session following the end of the Regular Open Session meeting.) 

ADJOURNMENT 

General Information 

Accessible Public Meetings 

NOTE: UPON REQUEST THE KENSINGTON POLICE PROTECTION AND COMMUNITY SERVICES DISTRICT WILL PROVIDE WRITIEN AGENDA 
MATERIALS IN APPROPRIATE ALTERNATIVE FORMATS, OR DISABILITY-RELATED MODIFICATION OR DISABILITIES TO PARTICIPATE IN PUBLIC 
MEETINGS. PLEASE SEND A WRITIEN REQUEST, INCLUDING YOUR NAME, MAILING ADDRESS,PHONE NUMBER AND A BRIEF DESCRIPTION OF 
THE REQUESTED MATERIALS AND PREFERRED ALTERNATIVE FORMAT OR AUXILARY AID OR SERVICE AT LEAST 2 DAYS BEFORE THE MEETING. 
REQUESTS SHOULD BE SENT TO: 

General Manager/ Chief of Police Greg Harman, Kensington Police Protection & Community Services District, 217 Arlington Ave, Kensington, CA 
94707 

POSTED: Public Safety Building-Colusa Food-Library-Arlington Kiosk- and at www.kensingtoncalifornia.org 
Complete agenda packets are available at the Public Safety Building and the Library. 

All public records that relate to an open session item of a meeting of the Kensington Police Protection & Community Services District that are 
distributed to a majority of the Board less than 72 hours before the meeting, excluding records that are exempt from disclosure pursuant to the 
California Public Records Act, will be available for inspection at the District offices, 217 Arlington Ave, Kensington, CA 94707 at the same time that 
those records are distributed or made available to a majority of the Board. 
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Meeting Minutes for 11/13/14 

A Special Meeting (Closed Session) of the Board of Directors of the Kensington Police 
Protection and Community Services District was held Thursday, November 13, 2014, at 
6:00P.M., at the Community Center, 59 Arlington Avenue, Kensington, California. 
The Regular Meeting of the Board of Directors (BOD) ofthe Kensington Police 
Protection and Community Services District (KPPCSD) followed. 

ATTENDEES 

Elected Members sneakers/Presenters 
Len Welsh, President Tracy Swanbom, HF&H 

Linda Lipscomb, Vice President Haig Han·is, Atty. for Bay View Refuse 

Chuck Toombs, Director Celia Concus 

Pat Gillette, Director Dan O 'Brien 

Tony Lloyd, Director Jim Watt 

Rick Ardis 

Staff Members Karl Kruger 

GM/COP Gregory Harman Simon Brafman 

Sgt. Hui (on duty) Nick Day 

Lynn Wolter, District Administrator Paula Black 

Sgt. Barrow (own time) Gail Feldman 

Mabry Benson 

Press Andrew Reed 

Joel Koosed, Outlook Gloria Morrison 

Steve Bates 

Leonard Schwartzburd 

Peter Liddell 

Board President Welsh called the meeting to order at 6: lO PM and took roll call. President Welsh, Vice 
President Lipscomb, Director Gillette, Director Toombs, Director Lloyd, General Manager/Chief of Police 
Harman, and District Administrator Wolter were present. 

PUBLIC COMMENTS 

None 

CLOSED SESSION 

The Board entered into Closed Session at 6: II P.M. to: 

I . Confer with Legal Counsel - Existing Litigation (Government Code Section 54956.9(a)) 
Leonard Schwartzburd v. Kensington Police Protection and Community Services 
District (Case Number N 12-1625). 
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I. Confer with Labor Negotiators (Government Code Section 54957 .6) 
a. Agency Representatives: Patricia Gillette and Chuck Toombs 
b. Employee Organization: Kensington Police Officers Association 

2. Pursuant to California Government Code Section 54957b; 
a. Discuss the General Manager/Chief of Police performance review pursuant to 

California Govemment Code Section 54957b. 
b. Discuss the possib le contract extension and terms of the extension of the 

General Manager/Chief of Police. 
c. The General Manager/Chief of Police will discuss personnel appointment, employment, and 

evaluation of performance of District personnel. 

OPEN SESSION 

The Board returned to Open Session at 7:32P.M. 

President Welsh took roll call. President Welsh, Vice President Lipscomb, Director Toombs, Director 
Gillette, and Director Lloyd were present. 

President Welsh reported that the Board : 
• Item I . Met with Legal Counsel about the Schwartburd et al vs. Kensington Police Protection and 

Community Services District lawsuit and gave guidance to the District's attorney and instructed 
him on how to take further action on the matter. 

• Item 2. Met with the Labor Negotiators and took no action. 
• Item 3. Had a discussion about a potential contract for the Chief of Police but took no action. 

Other items: took no action. 

PUBLIC COMMENTS 

Karl Kruger said he appreciated the candidates' having p icked up a ll their signs the day after the election. 
He noted that this was Director Lipscomb's last meeting and said he appreciated what she had done. With 
respect to the contract, he asked if any officer would be leaving and asked ifthe proposed agreement would 
be going to the Finance Committee. Director Toombs replied that there would be two readings of the 
contract, with the intention of Board voting on it at the next meeting. He said that the proposal could not 
have been presented to the Finance Committee prior to the first reading because it had been in draft form . 
President Welsh responded that the Finance Committee could review it. Mr. Kruger said this should occur 
because compensation was almost 90% of total expenses. 

Andrew Reed thanked retiring Directors Lipscomb and Lloyd and said he was impressed by the time and 
effort they had put fmth. 

Peter Liddell reported that the fuel reduction work hours for the winter season would be 2:00 - 4:00 PM on 
Thursdays. He thanked Directors Lloyd and Lipscomb for supporting the Kens ington Public Safety 
Counsel. 

BOARD MEMBER COMMENTS 

In appreciation of their service, President Welsh presented plaques to retiring Directors Lipscomb and 
Lloyd. He said he had teamed a lot from them and that they had put in many long hours in service to the 
community. Directors Lipscomb and Lloyd received a standing ovation. 
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Director Lipscomb thanked the other Directors for their support and thanked the community for making the 
work worthwhile. She said she was deeply grateful. 

Director Lloyd said it had been an interesting and challenging four years. He thanked his colleagues and 
GM/COP Harman. 

Vice President Lipscomb also thanked GM/COP Harman. 

Director Toombs thanked Directors Lloyd and Lipscomb for all their hard work. 

Director Gillette said she wished that more people paid the same kind of attention all the time as they did 
during election cycles and said she would like to see big turnouts at every meeting. She said Directors 
Lloyd and Lipscomb had been invaluable - Director Lloyd for his business experience and leadership and 
Director Lipscomb for her inte ll igence. She noted that Director Lipscomb did excellent research that made 
decisions possible. Director G illette concluded by saying she hoped that the civi lity that had been brought 
to the Board during the prior two years would continue with the new Board, and she thanked Directors 
Lipscomb and Lloyd. 

President Welsh said he, too, hoped the new Board would work with civi lity. 

STAFF COMMENTS 

District Administrator Wolter reported that the new website was up and running and that staff was 
becoming adept at posting documents. She also reported that, as part of the introduction of the new website, 
the District's internet service had been upgraded to facilitate video postings and to enable the District to 
send larger files by email. 

GM/COP Harman said he was grateful for Director Lloyd's and Director Lipscomb's friendship during the 
prior four years. 

CONSENT CALENDAR 

Karl Kruger asked that Item (d) be pulled in order to discuss accounts 594, 530, 564, 830, and 840. He 
noted that, for the month of October, the variances for the first thr ee accounts were negative and were 
positive for the other two accounts. He questioned why there were such large variances as compared to the 
budget. GM/COP Harman responded that the Profit and Loss Statement was structured such that the first 
column showed amounts spent in the month just ended. 

• For Account 530 (Workers' Compensation), GM/COP Harman said there had been no expense 
during the month j ust ended, but there had been expenses earlier in the year, which were shown in 
the third, year-to-date, column. He said the fourth column was the amount set for the fiscal year's 
budget. District Administrator Wolter added _that workers' compensation premiums were paid 
periodically. She said she would research the specific year-to-date expenses and report back at the 
next Board meeting. 

• For Account 564 (Communications), GM/COP Harman responded that the cunent month showed 
no expense because the City of Richmond hadn ' t yet sent the bill. He added that Richmond tended 
to be about tlu·ee months late with its billing. 

• For Account 594 (Community Policing), GM/COP Harman said the amount spent, year-to-date, 
exceeded the budgeted amount because the Board had approved the expenditure of $7,500 for a 
new District website after it had approved the Fiscal Year 2014-1 5 Budget. He added that this 
additional expenditure would cause this account to be over-budget for the rest of the fiscal year. 

• For Account 830 (Legal), GM/COP Harman responded that the District hadn ' t received an invoice 
during October but that an invoice had just been received and processed for payment in the 
upcoming check run. He said he had included an explanation for this variance in his General 
Manager's Report contained in the Board packet. 
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• For Account 840 (Accounting), GMICOP responded that the accountant was late in submitting her 
invoice and that this expense would be refl ected in the next month's report. 

MOTION: Vice President Lipscomb moved, and President Welsh seconded, to adopt the Consent 
Calendar. 
Motion passed 5 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette, Lloyd NOES: 0 ABSENT: 

DISTRICT NEW BUSINESS 

I. Board President Len Welsh presented, for Board discussion, a draft of the proposed contract 
between the District and Bay View Refuse & Recycling for services fo llowing the expiration 
of the cutTent Bay View contract in August 20 15. 

President Welsh provided a background summary on the agreement. He noted that there were some 
members of the community w ho liked Bay View and that there were others who didn 't want the 
relationship to continue. He said that going out for b ids could be a "wild card" because Kensington 's a 
small community with very little commercial base and because it's hilly, which would make mechanized 
truck service difficu lt. He noted that Kensington also wanted to continue its backyard service. He reported 
that consultants HF&H had analyzed the proposed rates and had determined that they were competitive, 
c iting that HF&H had performed a rate review just one year earlier. He said that the proposed contract had 
been made available to the community for review once the District's legal counsel had reviewed it. 
President Welsh concluded by thanking Lewis Figone, Greg Christie and Haig Harris and by saying that he 
thought it was a good deal and that Vice President Lipscomb and GM/COP Harman had been important 
members of the team. 

Director Gillette said that President Welsh and Vice President Lipscomb had been selected to negotiate the 
agreement because President Welsh had the idea and because Vice President Lipscomb had been the 
skeptic. She noted that the community had made it clear that it didn 't want to part ways with Bay View 
Refuse, even though the community would give up something by not going out for an RFP. She said the 
Board had spent four meetings discussing the issue and the contract had been available for public review 
for two weeks. 

Director Lloyd said that, at fi rst, he was of the opinion that pursuing a s ingle source negotiation was not a 
good idea because it broke j ust about every rule- that normally an RFP process would be fo llowed. He 
noted that, among the impmtant ingredients of the negotiations were that all parties wanted a deal and that 
the District had spent the community's money wisely. He concluded by saying that the Board had an 
opportunity to move forward with an agreement that would replace the expiring contract and by thanking 
President Welsh, Vice President Lipscomb, and GM/COP Harman for leading the effort. 

President Welsh solic ited public comments. 

Jim Watt said he wanted to recognize the newly elected Board members; his daughter-in-law, Rachelle 
Sherris-Watt, and Vanessa Cordova. Ofthe proposed agreement, he said that he liked Bay View Refuse's 
workers and that he favored pursuing an agreement but that he had concerns about the way it had been 
written. Among his concerns were: the high profits Bay View would earn; the lack of food scraps 
recycling; the absence of good economic incentives for people to reduce waste; the CPI increase range of 
3% to 5%, in light of the fact that CPI increases would like ly be less than 3% in the coming few years; the 
franchise fee paid to the District would be increased from 2% to 4% because he thought 2% would be 
adequate; and the assignment and default clauses. 

Vice President Lipscomb addressed Mr. Watt's concerns regarding ass ignment and about defaul t. She said 
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the language regarding these issues was clear and thorough and that it offered good protection for the 
District. 

President Welsh noted that a lmost every point Mr. Watt raised had been addressed during the prior three 
Board meetings and that Mr. Watt had not been present at those meetings. 

HF&H Consultant Tracy Swanborn said she appreciated the time and effort Mr. Watt invested in his 
research. She said that the solid waste industry was complex, that she had been in the business for 25 years, 
and that she brought a lot of experience to the Kensington contract. She said the District had a good 
contract on the table. She said the industry-standard profit calculation, based on an operating ratio, 
determined that Bay View 's profit would be 12% and that this was within the range of normal. She said 
that she had addressed rate benchmarks two meetings earlier and that the District could negotiate a change 
to the scope of service to include food scraps but that such a change likely would double green waste 
charges. She noted that, with respect to AB939's SO% waste reduction requirement, Kensington reported as 
part of the County and that economic incentives to reduce would exist because the rates for 64 and 96-
gallon cans were two and three times higher than those for a 32-gallon can. She also noted that the 
proposed simplified rate adj ustment process would be an improvement over the costly rate review process 
of the existing contract. With respect to the proposed 3% to 5% annual CPI increases, Ms. Swanbom said 
that Bay View operated with Teamster 's Local 3 15 drivers, and the wage rates were defined over the term 
of the next eight years, w ith annual increases of 3% for labor costs, 3% for pension costs, and 8% for health 
and benefits costs. She noted that, historically, labor costs represent 40% of total costs and that when these 
labor costs were factored in, a total 3% increase would reflect the increased labor costs the company would 
incur. Ms. Swanborn also said that the 2% increase in the franchise fee would generate approximately $20 -
$24K additional revenue, which could be used for public solid waste education and for a future RFP. 

President Welsh said that the proposed 7% franchi se fee was lower than that of many other agencies. Ms. 
Swan born responded that the average rate was I 0%, with some agencies' rates significantly higher. 

Steve Bates said that he agreed with comments made by Ms. Swanborn and that he thought the proposal 
was decent. 

Rick Ardis thanked Mr. Watt for his letter and said that the information it contained made him look at the 
math. He thanked Ms. Swanborn and said the contract was sensible. He said that he was a chemist and that, 
as such, he was a numbers person. He noted that the proposed CPI range increases would equal about $1.00 
per year and concluded by saying the job had been well done. 

Simon Braufman said he was concemed about the franchise fee increase and said he would like the Board 
to think creatively about how to use the money. 

Haig Harris sa id he was happy with the agreement and reiterated that a lot of hard work had gone into it. 
He said that, if Kensington didn ' t have Lewis Figone, it likely wouldn't have gotten another vendor. He 
said one of the positive elements of the agreement was that there would be no more rate reviews, which 
would save approx imately $25 - $30K per year. Mr. Hanis said he was a trial lawyer and that he didn 't see 
litigation in the future w ith the proposed contract. He said Mr. Figone liked the community and that he 
hoped the Board would approve the agreement. 

Dan O'Brien said the process had been excellent and the contract seemed fine. 

Leonard Schwa1tzburd said he was glad there was a deal. 

Director Toombs asked if a Proposition 2 18 Hearing would be needed. Mr. Harris said Bay View Refuse 
wouldn't object to a hearing. GM/COP Harman said he had spoken with legal counsel and that it wasn' t 
clear whether a hearing would be needed ; there like ly would not need to be one for the contract itself, but 
there might need to be one at the end of the first year. GM/COP Harman said he would repo1t on this at the 
Board 's next meeting. 

KP PCSD Minutes - November 13, 2014 

7 



Director Gillette thanked Mr. Watt for his comments and his work but said she was disappointed by the 
lateness of them. Mr. Watt responded that the proposed contract had been made available to the pub lic just 
two weeks earlier. 

MOTION: Director Gillette moved, and President Welsh seconded, that the Board adopt the 
contract was was part of tonight ' s packet. 
Motion passed 5 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette, Lloyd NOES: 0 ABSENT: 

2. Directors Chuck Toombs and Pat Gi llette presented the draft of the proposed contract between 
the District and the Kensington Police Officers Association. 

Director Gillette said that she and Director Toombs had been the negotiators for the District, and that she 
was a labor lawyer, and that Director Toombs was a business attorney. She reported that the Board was 
obligated to enter into negotiations and that the law required the District's negotiators to bargain in good 
fai th. She said she and Director Toombs had taken direction from the Board, and the officers had taken 
direction from the Kensington Pol ice Officers Association (KPOA). She rep01ted that negotiations had 
begun in May 20 14 in anticipation of the contract's expiration on June 30, 2014. 

Director Gillette reported that the Board 's goals and restrictions had been: 
• Keep Kensington 's local police department. 
• Pay officers fair and competitive salaries at the median of those paid in similar communities. 
• Provide competitive terms and benefits to ensure that the department continued to attract and keep 

high caliber officers. 
• Budget restrictions. 
• Future burdens on the community 
• How officers contribute towards health benefits and vesting in retiree health benefits. 
• Phasing out Employer Paid Member Contributions. 
• Appropriate salary increases. 
• Clarify language 

Director Gillette reported there were incredible legal limitations with respect to benefits and many heated 
discussions with Corporal Stegman and Sergeant Ban·ow, who had negotiated on behalf of the KPOA. She 
said the Board had had to make difficult decis ions. 

Director Toombs rep01ted that a year ago the officers had received a 3% pay increase, but prior to that, the 
officers hadn't had a pay increase since their contract expired in June 20 I 0. Director Toombs reviewed the 
financial terms of the proposed new agreement. 

• The proposed pay increase would be combined with a phased reduction in the portion of the 
member contributions paid by the District to PERS for classic members - those who were hired 
prior to January I, 20 13 and have a 3% at 50 retirement benefit. 
o In the first year, the officers would receive a 3.75% increase, with 3% being paid by the 

officers to CalPERS, for a net salary increase of0.75%. 
o The terms ofthe second year would repeat those of the first year. 
o In the third year, the officers would receive a salary 4.25% pay increase but would pay an 

additional 3% to CaiPERS, for a net pay increase of 1.25%. 
o In year four, the officers would receive a 4.25% pay increase and would be required to 

contribute 50% of the normal cost rate of the pension benefit - up to 12% of reportable 
compensation. 

Director Toombs summarized: 
• The financial tenns would go into effect in January 20 I S, once the District filed the necessary 

enabling resolutions with CalPERS. 
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• Over the four years of the agreement, the officers would receive a gross pay increase of 16% but 
would be required to contribute an estimated 12% of pay as member contributions to Ca!PERS, 
including a ll 9% of the officers' portion. 

• The net cost to the District over the four-year term would be an estimated $233,000. 
• Over the same four-year period, the officers would be contributing an estimated $282,000 toward 

their pension costs. 

Director Gillette clarified that, in the past, the District had been paying I 00% of the officers pension costs 
and that, under the proposed contract, the officers would, over four years, gradually increase thei r 
contribution to equal 12% of this cost, which would be required by Jaw at that time. 

Director Toombs continued his summary or the proposed terms. 
• He clarified that, for officers who would become new members ofPERS after January I, 2013, the 

same pay increases would apply, but they would have their pension benefits determined by 
PEPRA. They would have a 2.7% at 57 retirement, based on the three-year highest average pay 
and member contributions equal to 50% of the normal cost of pension benefits, with no cap . 

• The Board determined that it was not advisable to try to change existing health benefits because 
doing so could bring legal challenges and could cause the District to have to withdraw from the 
Public Employees' Medical and Hospital Care Act benefits plan, which could prove costly and 
complex. · 

• Under the proposed contract, employees hired after the date of the contract would be required to 
work for the District for five years before qualifying for any District contribution to retiree health 
benefits, they would have to retire from the District, and the would have to complete I 0 years of 
CaiPERS service to become 50% vested in the District contribution for retiree health benefi ts, 
which would increase over time to I 00% at twenty years. 

• Officers would be required to wear safety vests while on duty. 

Director Toombs concluded by saying that the contract would be discussed again at the next Board 
meeting. 

Gloria Morrison said she was happy there would be more than one hearing on the contract and that the 
Board was considering a two-tiered system. She asked how unused sick leave, unused uniform allowances, 
and unused vacation would be handled, with respect to retirement. Director Toombs responded that many 
add-ons would no longer be pensionable. 

Leonard Schwartzburd asked what comparable compensations for other police departments had been used. 
Director Toombs replied that the Board hadn ' t looked at a lot of comparable information, but it had looked 
at El CeJTito, with respect to how that city had structured its approach to salary increases and PERS 
paybacks. Director Toombs said the Board didn't have a database of comparable salaries because that 
hadn't been its focus. The focus had been to g ive a moderate increase, with the officers giving back money 
toward their pension. He said that, when the Board did the Koff repmt in 20 10, Kensington's officers were 
in the bottom one-third ofrankings. He said the Board didn't have a cuiTent ranking and indicated that this 
wasn't part of the Board 's task. He said that compiling comparable compensation data was complex 
because it required an examination of both salary and benefits. 

Dr. Schwattzburd said he understood that the officers would be receiving a 16% increase in salary over 
four years. Director Toombs clarified that the net increase to the officers, over the four years, would be 4% 
because the balance of the increases would be paid back to the District to cover pension costs. Director 
Toombs said the detai ls of the salary increases and pension paybacks were summarized on the last page of 
his handout. Director Toombs said the agreement would be a good deal for the District. 

Karl Kruger asked why the officers would purchase life insurance, with the District reimbursing them for 
the cost. Director Gillette replied that this was a continuing benefit but that the language and a cap had been 
clarified. Mr. Kruger also asked what the cost was for disability insmance. District Administrator Wolter 
replied that the cost was $245 per month for all of the officers. 

KP PCSD Minutes - November 13, 2014 

9 



Jim Watt said he would prefer that Board would put the decision on the proposed agreement off until 
January and asked whether the proposed agreement would comply with state mandates scheduled to be in 
effect in 2018. Director Toombs confirmed the agreement would meet this State mandate. 

Steve Bates asked if average pay included overtime and if it made sense to have the Finance Committee 
review the proposed agreement. Director Toombs responded that it would be up to President Welsh if he 
wanted to have the Committee discuss it. President Welsh said the Finance Committee would be meeting 
on November 201

h. 

Simon Brafman asked from where the $233,000 would be coming. Director Toombs replied that the Board 
had just saved $100,000 by not proceeding with the RFP and that, with luck, there wouldn't be such high 
legal fees in the coming year or thereafter. He said additional cost savings would need to be found. 
President Welsh said the other piece was that the District didn't know what revenue would be. Director 
Toombs said the District was at the mercy of the County, with respect to revenue. He said that the last 
County Assessor, as part of his election campaign, voluntarily reduced peoples' property values and, 
thereby, their property taxes. He said this action cost every community in Contra Costa County a good I 0% 
to 15% of their property tax revenues. This constituted a structural change imposed by the County, due to 
the recession. Director Toombs said he didn ' t want the proposed agreement to be a cause of a deficit but 
that, in fairness to the officers, the Board wanted the proposed agreement to provide incentive for the 
officers to stay. He reported that San Jose had lost 30% of its officers because of pension issues. 

Celia Concus asked if the Board had looked at how the Fire District's compensation packages compared. 
Director Toombs responded that, over. four years the firefighters would receive a 17% salary increase and 
then contribute 12% back to cover pension costs. He said this was similar to what had been negotiated with 
El Cerrito's police officers. A member of the public clarified that the cited percentages would occur over 
three years, not four. Ms. Concus asked for clarification about whether overtime was pensionable. A 
member of the public responded that it was not. She also asked whether retiree benefits were given to 
family members. Director Toombs responded that they were. Director Gillette added that research had 
revealed that most retirees would not have dependents upon retirement. 

President Welsh noted that is was 9:45 PM and that the Board needed to decide whether to continue the 
meeting beyond 10:00 PM. 

MOTION: Director Gillette moved, and Director Toombs seconded, that the meeting continue past 
10:00, for as long as necessary to finish the business. 
Motion passed 5 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette, Lloyd NOES: 0 ABSENT: 

Ms. Concus concluded by suggesting that the Board look into what the Fire District was doing. 

Paula Black asked whether new officers were less expensive for the District. Director Toombs replied that 
they were. He said new officers would have the same pay raise but would have a different retirement and 
health benefit structure, which would save the District money. He clarified that the costs shown assumed 
the existing nine-person police force over the next five years. Ms. Black asked whether such assumptions 
were conservative and asked, if there were to be attrition, would the total projected cost decline. Director 
Toombs replied, yes. She also asked if there were projections for medical costs. Director Toombs said the 
Board didn't have information from PEMHCA about projected costs, but there would be a cap of$1,600 
under the proposed contract. GM/COP Harman added that, during the past few years, premium increases 
had been double-digit and that, last year - following the introduction of the Affordable Healthcare Act ­
the increase had decl ined to about 5%. He said that, for the upcoming year, th is cost was estimated to 
decline by about 5%. 
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Leonard Schwartzburd asked for clarification of what the 27% normal cost refen·ed to. Director Toombs 
replied that it had to do with a present value calculation - this was the amount that would need to be set 
aside for a future benefit. President Welsh clarified that, in 2018, the employee would have to pay 50% of 
this amount, with a cap of 12% for the employee and with the District paying the balance. 

Nick Day said the proposed agreement was a good first step and that the District was in the same boat as 
many cities and many private companies. 

President Welsh said that getting the contract in place was long overdue and that a month was long enough 
to look at the proposal. He said the Board was elected to conduct the District's business. He welcomed 
members of the public to submit suggestions. 

Director Gillette said the law, especially with respect to benefits, was extremely complicated. 

Paula Black questioned whether newly elected Directors would have adequate time to review the proposed 
agreement and whether they would be able to consider public input received by email. President Welsh said 
they would. Director Toombs clarified that the Board, including the newly elected Directors, would be 
subject to the Brown Act. Director Gillette said the new Directors would need to do their homework 
between this and the next meeting. Director Gillette noted the proposed increases would not be retroactive 
and that the officers had been waiting a long time for the contract. She also said that, because of the 
concessions made by the officers, it was important to conclude the discussions. 

Mabry Benson asked if Directors would be answering emails. Director Toombs replied that, because of the 
Brown Act, answering would be unlikely. 

Gail Feldman asked if more time could be granted to consider the financial impacts of the contract and said 
that the District had a structural deficit. She said 80% of the budget was police services, which included the 
officers' salaries and benefits. She said that, with the proposed agreement, there would be an increased 
deficit. She also cited that, in 2013, the District had picked up an additional $200,000 of cost because of 
retiree health benefits. She said that, if the District were to add another $200,000 of cost, it would have to 
find the revenue, and taxpayers were already paying $500 in special taxes for police. President Welsh 
questioned what Ms. Feldman meant by the term "structural". He said that, to him, it meant there was 
something built into the budget that would force the District into a deficit every year and that wasn't the 
case. He said the $233,000 was the cumulative amount that would be paid over a four-year period. He said 
that, if the District weren't sued for a few years, it would be in good shape. Director Gillette added that the 
community did pay for police services and that the community had voted that it wanted a local police 
department that was filled with the highest caliber officers possible. She said having a local police 
department was the primary reason the District existed and there had been a community mandate that this 
should be so. 

3. District Administrator Wolter presented the Proposed Agreement between the Kensington 
Police Protection and Community Services District and the West Contra Costa Unified School 
District. 

District Administrator Wolter reviewed the memo she had prepared for the Board packet, which 
summarized the history and rationale for entering into the agreement. 

Vice President Lipscomb said that, initially, she hadn't thought this would be a good idea because she 
didn ' t think school money should be diverted. She said she hadn't realize that the School District was in 
such good financial condition. She said that the KPPCSD had taken over services when the School District 
had been in tough financial times and this proposed agreement would return things to the way they had 
been before. She thanked Director Lloyd, Sergeant Barrow, and District Administrator Wolter for their 
work. 
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President Welsh said this was something Director Lloyd and District Administrator Wolter had pursued this 
right away a long time ago. He noted that this would be a nice fmal legacy for Director Lloyd. 

Director Lloyd said there were unique ways of solving the District' s fmancial challenges. He said that 
Superintendent Dr. Harter and School District Board Member Madeline KJonenberg understood the 
imp01tance of school safety and that it made sense for the School District to resume paying for services it 
had paid for in the past. He said that the Services District had asked for $30,000 and the School District had 
passed a motion approving up to $50,000 per year for three years. He said both the School District and the 
Services District would benefit from the agreement. 

President Welsh noted this would address the defic it problem by $50,000 per year over the next three years. 

Rick Ardis said he remembered when students used to be the crossing guards for the school. He said that, 
because of the traffic and safety issues he ' d observed as a school neighbor, he was happy about the 
proposal. He said that, in the past, the school District had provided crossing guard service at the two drop­
off locations, in addition to Arlington Avenue - areas now being tended to by Kensington 's police officers. 

Steve Bates said he was in favor of the agreement and asked whether the amounts would be sufficient to 
cover costs. Director Lloyd indicated they would be. Director Lloyd also said the School District was 
considering additional safety measures such as surveillance cameras and more fencing. 

Director Toombs said this would be a way to recapture the cost of providing protection to the largest non­
profit in town. Director Toombs said that the University of California didn ' t pay Berkeley taxes and, 
therefore, had its own police force. Likewise, the School District didn 't supp01t Kensington's police force 
and so, this proposal would enable the Services District to recover some of the money it spends protecting 
the School District's property and students. 

MOTION: Director Toombs moved, and President Welsh seconded, that the Board instruct Genera l 
Manager/Chief of Police Greg Harman to enter into this agreement with the West County Unified 
School District for reimbursement of our cost for police service pursuant to this agreement. 
Motion passed 5 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette, Lloyd NOES: 0 ABSENT: 

4. Vice President Lipscomb presented, for a third reading, the draft of the KPPCSDF Policy 
Manual Section I 000. 

Vice President provided a brief background, explaining that Section 1000 was being presented for a third 
reading. She asked if anyone had comments. 

At this point, Director Lloyd left the meeting. 

Director Gillette said that, as she had committed to do at the prior meeting, she had drafted some language 
for Section I 030.30. She recommended that the Board amend the process for non-police complaints, 
including complaints against a Director. She said this section should be changed because the Chief of 
Police shouldn't investigate complaints against himself. She also said the Board should weigh in when a 
complaint was made against a Director. Director Gillette said that, currently, the Chief of Police 
investigates complaints against Directors and that she thought there was potential conflict inherent in this 
arrangement because the Chief rep01ts to the Directors. 

Paula Black said she had concerns about the Manual's conflict of interest definition. She said that, because 
the language was very broad, it could make the Board vulnerable. She said that the Manual's definition was 
broader than that for the State legislature. Ms. Black suggested that the District' s legal counsel should 
review the language. Vice President Lipscomb responded that the language had come from legal counsel 
and that its breadth didn ' t trouble her. 
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Director Toombs said he agreed with Ms. Black's concerns. 

Director Toombs also said he wasn' t in favor of Director Gillette's proposed change for Section I 030.30 
because he thought the existing process worked well. He said that, under the cu!Tent language, people went 
to the Chief and that, ifthey didn 't like what the Chief had to say, they could go straight to the Board. 

Director Gi llette said she would send suggested language regarding non-police complaints to Vice 
President Lipscomb, who said she would prepare it for the Board 's future consideration. 

President Welsh said Ms. Black's comments about conflict of interest were well stated . He proposed 
working with Director Gillette on honing the language and then forwarding the revision to the District 's 
attorney. 

MOTION: Vice President Lipscomb moved, and Director Gillette seconded, that consideration of 
Section 1000 be put over to be pursued by the President of the Board in respect of the comments of 
this evening. 
Motion passed 4 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette NOES: 0 ABSENT: Lloyd 

MOTION: Director Toombs moved, and Vice President Lipscomb seconded, to adjourn. 
Motion passed 4 to 0. 

A YES: Welsh, Lipscomb, Toombs, Gillette NOES: 0 ABSENT: Lloyd 

The meeting was adjourned at II :00 PM. 

KP PCSD Minutes- November 13, 2014 

/3 



Memorandum 
Kensington Police Department 

To: KPPCSD Board of Directors 

APPROVED YES NO 

D D 
From: Gregory E. Harman, General Manager/ Chief of Police 

FORWARDED TO: 

Date: Friday, December05, 2014 

Subject: Consent Calendar Item B- Unaudited Profit & Loss Report 

For the month of November, the Unaudited Profit & Loss Budget Performance Report is 
attached for review. 

Variances in revenue and expenses for the month, as well as year to date fiscal 
projections can be found in the "Budget" portion of the General Manager's Report. 
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7:03PM KPPCSD 
12/04/14 Unaudited Profit & Loss Budget Performance 
Accrual Basis November 2014 

Nov 14 Budget Jul- Nov 14 YTD Budget Annual Budget 

Ordinary Income/Expense 
Income 

400 · Police Activities ... 
401 ·Levy Tax 0.00 1,319,273.42 1,413,620.00 1,41 3,620.00 
402 · Special Tax-P ... 0.00 681 ,690.00 680,000.00 680,000.00 
403 · Mise Tax-Police 0.00 69.00 
404 · Measure G Su ... 0.00 501 ,949.76 501,443.00 501,443.00 
410 · Police Fees/Se ... 136.00 924.95 375.00 1,500.00 
414 · POST Reimbur. .. 0.00 751.59 
415 · Grants-Police 19,247.05 19,247.05 
416 ·Interest-Police 0.00 0.00 625.00 2,500.00 
418 · Mise Police ln ... 1,543.94 1,500.00 8,086.24 7,500.00 18,000.00 
400 · Police Activiti. .. 0.00 20.00 

Total400 · Police Acti... 20,926.99 1,500.00 2,532,01 2.01 2,603,563.00 2,617,063.00 

420 · Park/Rec Activiti... 
424 · Special Tax-L&L 0.00 34,334.92 33,000.00 33,000.00 
427 · Community Ce ... 590.00 1,000.00 20,628.00 7,900.00 30,000.00 
436 · Interest-Park/ ... 0.00 0.00 25.00 100.00 
438 · Mise Park/Rec ... 40.00 50.00 82.00 250.00 500.00 --

Total 420 · Park/Rec A ... 630.00 1,050.00 55,044.92 41 ,175.00 63,600.00 

440 · District Activitie ... 
448 · Franchise Fees 0.00 16,870.54 7,000.00 21,000.00 
456 · Interest-District 0.00 0.00 87.50 350.00 
458 · Mise District R ... 407.00 407.00 

Total 440 · District Act ... 407.00 17,277.54 7,087.50 21,350.00 

Total I nco me 21,963.99 2,550.00 2,604,334.47 2,651 ,825.50 2, 702,01 3.00 

Expense 
500 · Police Sal & Ben 

502 · Salary - Officers 81 ,652.82 81 ,748.58 407,434.34 408,742.94 980,983.00 
504 · Compensated ... 0.00 2,933.34 2,315.83 5,866.67 8,800.00 
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7:03PM KPPCSD 

12/04/14 Unaudited Profit & Loss Budget Performance 
Accrual Basis November 2014 

Nov 14 Budget Jul- Nov 14 YTD Budget Annual Budget 

506 · Overtime 5,604.93 3,750.00 25,071.14 18,750.00 45,000.00 
508 · Salary - Non-S ... 3,893.02 6,825.00 21 ,181 .15 34,125.00 81 ,900.00 
516 · Uniform Allow ... 666.60 666.66 3,333.00 3,333.30 8,000.00 
518 · Safety Equipm ... 0.00 0.00 2,500.00 2,500.00 
521-A · MedicaiNisi... 14,897.94 15,858.83 87,877.60 95,153.02 190,306.00 
521-R · MedicaiNisi... 12,054.68 11,312.33 70,775.67 67,874.02 135,748.00 
521-T · MedicaiNisi... 0.00 58,058.00 58,058.00 58,058.00 
522 · Insurance - Po ... 245.00 436.67 2,396.00 2,183.31 5,240.00 
523 · Social Securit ... 1,338.85 1,359.00 4,184.78 6,795.00 16,308.00 
524 · Social Securit ... 273.49 423.17 1,483.24 2,115.81 5,078.00 
527 · PERS - District ... 31,794.22 31,565.00 158,650.58 157,825.00 378,780.00 
528 · PERS - Officer ... 7,408.76 7,417.33 36,969.12 37,086.69 89,008.00 
530 · Workers Comp 0.00 28,817.91 20,000.00 50,000.00 

Total 500 · Police Sal ... 159,830.31 164,295.91 908,548.36 920,408.76 2,055, 709.00 

550 ·Other Police Exp ... 
552 · Expendable P ... 232.34 125.00 3,931.35 625.00 1,500.00 
553 · Range/Ammun ... 0.00 0.00 2,000.00 3,000.00 
560 · Crossing Guard 1,051.48 876.25 3,329.67 4,381.25 10,515.00 
562 · Vehicle Operat ... 3,605.68 5,000.00 19,606.58 25,000.00 60,000.00 
564 · Communicatio ... 28,871.03 13,005.83 44,071.36 65,029.19 156,070.00 
566 · Radio Mainten ... 181.69 1,812.50 726.76 9,062.50 21 ,750.00 
568 · Prisoner/Case ... 500.00 450.00 2,426.38 2,250.00 5,400.00 
570 · Training 28.86 833.33 5,345.87 4,166.69 10,000.00 
572 · Recruiting 0.00 541 .67 0.00 2,708.31 6,500.00 
57 4 · Reserve Office ... 0.00 337.50 1,972.19 1,687.50 4,050.00 
576 ·Misc. Dues, M ... 45.00 261.67 2,285.00 1,308.31 3,140.00 
580 · Utilities - Police 1,629.05 746.67 4,207.65 3,733.31 8,960.00 
581 · Bldg Repairs/ ... 0.00 83.33 275.95 416.69 1,000.00 
582 · Expendable Of ... 659.53 500.00 2,232.34 2,500.00 6,000.00 
588 · Telephone(+Ri... 697.60 742.00 3,343.97 3,710.00 8,904.00 
590 · Housekeeping 450.31 333.33 1,896.30 1,666.69 4,000.00 
592 · Publications 50.00 183.33 227.50 916.69 2,200.00 
594 · Community Po .. . 1,230.17 166.67 8,152.02 833.31 2,000.00 
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7:03PM KPPCSD 

12/04/14 Unaudited Profit & Loss Budget Performance 
Acc rual Basis November 2014 

Nov 14 Budget Jut- Nov 14 YTD Budget Annual Budget 

596 ·WEST-NET/CA ... 0.00 13,655.00 13,925.00 13,925.00 
599 · Police Taxes A ... 0.00 1,681.81 1,650.00 3,300.00 

Total 550 · Other Polic ... 39,232.74 25,999.08 119,367.70 147,570.44 332,214.00 

600 · Park/Rec Sat & ... 
601 · Park & Rec Ad ... 518.17 650.00 2,742.15 3,250.00 7,800.00 
602 · Custodian 1,750.00 1,895.83 8,750.00 9,479. 19 22,750.00 
623 · Social Securit... 0.00 49.75 0.00 248.75 597.00 

Total 600 · Park/Rec S ... 2,268.17 2,595.58 11,492.15 12,977.94 31 ,147.00 

635 · Park/Recreation ... 
640 · Community Ce ... 

642 · Utilities-Co ... 342.45 468.00 2,207.96 2,340.00 5,616.00 
643 ·Janitorial Su ... 0.00 66.67 895.59 333.31 800.00 
646 · Community ... 980.00 1,930.84 3,000.00 3,000.00 

Total 640 · Commun ... 1,322.45 534.67 5,034.39 5,673.31 9,416.00 

672 · Kensington Pa ... 2,852.95 20,603.26 79,524.00 79,524.00 
678 · Mise Park/Rec ... 0.00 170.00 

Total 635 · Park/Recre ... 4,175.40 534.67 25,807.65 85,197.31 88,940.00 

800 · District Expenses 
810 · Computer Mai. .. 0.00 2,024.00 12,706.00 10,120.00 24,288.00 
820 · Cannon Copie ... 387.05 475.00 2,627.20 2,375.00 5,700.00 
830 · Legal (District/ ... 16,816.50 12,500.00 40,377.85 62,500.00 150,000.00 
835 · Consulting 0.00 625.00 0.00 3,125.00 7,500.00 
840 ·Accounting 1,332.50 2,979.17 2,860.00 14,895.81 35,750.00 
850 · Insurance 0.00 29,531 .20 29,000.00 30,000.00 
860 · Election 3,853.49 4,000.00 3,853.49 10,000.00 10,000.00 
865 · Police Bldg. L. .. 0.00 0.00 1.00 1.00 
870 · County Expen ... 0.00 2,716.38 1,500.00 22,300.00 
890 · Waste/Recycle 6,373.74 9,883.33 29,510.1 8 49,416.69 118,600.00 
898 · Misc. Expenses 5,288.00 1,000.00 5,443.40 5,100.00 12,300.00 
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7:03PM KPPCSD 

12/04/14 Unaudited Profit & Loss Budget Performance 
Accrual Basis November 2014 

Nov14 Budget Jul- Nov 14 YTD Budget Annual Budget 

Total 800 · District Ex ... 341051.28 33,486.50 1291625.70 1881033.50 416,439.00 

950 · Capital Outlay 
962 · Patrol Cars 0.00 0.00 301000.00 
963 · Patrol Car Ace ... 0.00 0.00 161000.00 
972 · Park Buildings ... 0.00 0.00 

Total950 ·Capital Out ... 0.00 0.00 461000.00 

Total Expense 2391557.90 2261911.74 1 1 1941841 , 56 113541187.95 21970,449.00 

Net Ordinary Income -2171593.91 -2241361.74 1 ,409,492.91 112971637.55 -268,436.00 

Other Income/Expense 
Other Expense 

700 · Bond Issue Expe ... 
701 · Bond Proceeds 0.00 -1751583.24 
710 · Bond Admin. 0.00 41681.72 
720 · Bond Principal 0.00 1231024.10 
730 · Bond Interest 0.00 201606.66 

-

Total 700 · Bond Issue ... 0.00 -271270.76 

Total Other Expense 0.00 -271270.76 

Net Other Income 0.00 0.00 271270.76 0.00 0.00 

Net Income -217,593.91 -224,361.74 1 ,436, 763.67 1,297,637.55 -268,436.00 
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Memorandum 
Kensington Police Department 

To: KPPCSD Board of Directors 

APPROVED YES NO 

0 0 
From: Gregory E. Harman, Geneal Manager/ Chief of Police 

FORWARDED TO 

Date: Friday, December 05, 2014 

Subject: Consent Calendar Item C- Park Revenue & Expenses 

The KPPCSD Board and the Park Buildings Committee has requested a separate and 
detailed accounting of park revenues and expenses. 

This information is obtained through our QuickBooks software. Revenue and expenses 
from July 1, 2014 through November 30, 2014 are attached to this memo. 

KPD Memo (04/05) * 
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7 :11 PM KPPCSD 

12/04/14 Account QuickReport 
Accrual Basis July 1 through December 4, 2014 

Type Date Num Name Memo Split Amount 

420 · Park/Rec Activities Revenue 
424 · Special Tax-L&L 
General Journal 10/1/2014 JV07 ... CCC Taxes-LLD SPASSESS ... 114 · Land & L. .. 34,334.92 

Total 424 · Special Tax-L&L 34,334.92 

427 · Community Center Revenue 
Deposit 7/9/2014 V918 ... CCC Primary ... 112 · General ... 100.00 
Deposit 7/9/2014 109 July & Aug 2 ... 112 · General .. . 90.00 
Deposit 7/9/2014 Partial Paym ... 112 · General .. . 125.00 
Deposit 7/9/2014 150 Partial Paym ... 112 · General ... 175.00 
Deposit 7/9/2014 2073 CC Rental 7/ ... 112 · General .. . 600.00 
Deposit 7/9/2014 6717 CC Rental ad ... 11 2 · General .. . 75.00 
Deposit 7/9/2014 7397 2nd Half of R. .. 112 · General ... 7,500.00 
Deposit 7/9/2014 CC Rental 5/ ... 11 2 · General .. . 450.00 
Deposit 8/4/2014 731 CC Rental 7/ ... 112 · General ... 375.00 
Deposit 8/4/2014 3358 CC Rental 7/ ... 112 · General ... 900.00 
Deposit 8/4/2014 3201 CC Rental 8/ ... 11 2 · General .. . 500.00 
Deposit 8/18/2014 9001 AA rent for A. .. 11 2 · General .. . 90.00 
Deposit 8/18/2014 1023 CC Rental 8/ ... 11 2 · General .. . 1,400.00 
Deposit 8/18/2014 602 CC Rental 8/ ... 112 · General ... 450.00 
Deposit 8/18/2014 11 39 East Bay Coli. .. 11 2 · General ... 598.00 
Deposit 9/9/2014 3274 CC Rental on ... 112 · General ... 600.00 
Deposit 9/9/2014 CC Rental ad ... 112 · General ... 75.00 
Deposit 9/9/2014 3052 CC Rental on ... 112 · General ... 1,200.00 
Deposit 9/9/2014 4157 CC Rental on ... 11 2 · General ... 600.00 
Deposit 9/30/2014 9-13-14 cc ... 112 · General ... 450.00 
Deposit 9/30/2014 5927 ... 10-18-1 4 cc ... 112 · General ... 180.00 
Check 10/15/2014 15914 Carol Melgoza Refund of Co ... 112 · General ... -1 80.00 
Deposit 10/21/2014 243 CC Rental 10 ... 112 · General ... 300.00 
Deposit 10/21/2014 3118 CC Rental 11 ... 112 · General ... 375.00 
Deposit 10/21/2014 1708 ... CC Rental 8-... 112 · General ... 500.00 
Deposit 10/21/2014 1708 ... CC Rental 8-... 11 2 · General .. . 500.00 
Deposit 10/21/2014 1708 ... CC Rental 8-... 11 2 · General ... 210.00 
Deposit 10/21/2014 CC Rental 1 0 ... 112 · General ... 1,800.00 
Deposit 11/12/2014 1068 CC Rental 10 ... 11 2 · General .. . 500.00 
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7 :11 PM 

12/04/14 
Accrual Basis 

Type 

Deposit 
Deposit 
Deposit 

Date 

11/12/2014 
12/1/2014 
12/1/2014 

Num 

1210 
1816 
V921 ... 

Total 427 · Community Center Revenue 

438 · Mise Park/Rec Rev 
Deposit 7/9/2014 
Deposit 8/18/2014 4314 
Deposit 11/12/2014 4479 

Total 438 · Mise Park/Rec Rev 

Total 420 · Park/Rec Activities Revenue 

TOTAL 

KPPCSD 
Account QuickReport 

July 1 through December 4, 2014 

Name Memo Split 

CC Rent Wa. .. 112 · General .. . 
CC Rental for.. . 112 · General .. . 
Election pay... 112 · General .. . 

Tennis court f. .. 112 · General .. . 
Tennis court f. .. 112 · General .. . 
Tennis Court . . . 112 · General .. . 

Amount 

90.00 
180.00 
100.00 

20,908.00 

2.00 
40.00 
40.00 

82.00 

55,324.92 

55,324.92 
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7 :11 PM KPPCSD 

12/04/14 Account QuickReport 
Accrual Basis July 1 through December 4, 2014 

Type Date Num Name Memo Split Amount 

600 · Park/Rec Sal & Ben 
601 · Park & Rec Administrator 
Paycheck 7/15/2014 Di Napoli, Andrea 112 · General ... 286.25 
Paycheck 7/30/2014 Di Napoli, Andrea 112 · General ... 257.00 

Paycheck 8/15/2014 Di Napoli , Andrea 112 · General ... 274.25 

Paycheck 8/29/2014 DiNapoli, Andrea 112 · General ... 255.41 

Paycheck 9/15/2014 DiNapoli , Andrea 112 · General ... 276.94 
Paycheck 9/30/2014 Di Napoli , Andrea 112 · General ... 312.64 
Paycheck 10/14/2014 Di Napoli, Andrea 112 · General ... 250.69 

Paycheck 10/29/2014 Di Napoli, Andrea 112 · General ... 310.80 
Paycheck 11/13/2014 Di Napoli, Andrea 112 · General ... 269.06 

Paycheck 11 /27/2014 Di Napoli, Andrea 112 · General ... 249.11 

Total 601 · Park & Rec Administrator 2,742.15 

602 · Custodian 
Check 7/15/2014 15698 William Driscoll Com. Center ... 112 · General ... 875.00 

Check 7/30/2014 15726 William Driscoll Com. Center ... 112 · General ... 875.00 

Check 8/15/2014 15754 William Driscoll Com. Center ... 112 · General ... 875.00 

Check 8/29/2014 15784 William Driscoll Com. Center ... 112 · General ... 875.00 

Check 9/15/2014 15817 William Driscoll Com. Center ... 112 · General ... 875.00 

Check 9/30/2014 15850 William Driscoll 9/16 - 9/30/1 ... 112 · General ... 875.00 
Check 10/15/2014 15890 William Driscoll 10/1 -10/15/ ... 112 · General ... 875.00 

Check 10/30/2014 15936 William Driscoll 1 0/1 6 - 1 0/31 ... 112 · General ... 875.00 

Check 11/14/2014 15959 William Driscoll 11 /1 -11 /15/ ... 112 · General ... 875.00 

Check 11/28/2014 15987 William Driscoll 11 /16 - 11 /30 .. . 112 · General ... 875.00 -Total 602 · Custodian 8,750.00 

Total 600 · Park/Rec Sal & Ben 11,492.15 

TOTAL 11,492.15 
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7 :11 PM KPPCSD 
12/04/14 Account QuickReport 
Accrual Basis July 1 through December 4, 2014 

Type Date Num Name Memo Split Amount 

635 · Park/Recreation Expenses 
640 · Community Center Expenses 

642 · Utilities-Community Center 
General Journal 7/1/2014 REV .. . Kensington Police P ... 210 · Account.. . -445.60 
Check 7/15/2014 15696 Pacific Telemanage ... CC Pay Phon .. . 112 · General .. . 78.00 
Check 7/30/2014 15720 EBMUD 840 Coventry ... 11 2 · General ... 29.47 
Check 7/30/2014 15722 PG&E Community C ... 112 · General .. . 224.30 
Check 8/15/2014 15750 Pacific Telemanage .. . CC Pay Phon ... 112 · General ... 78.00 
Check 8/15/2014 15775 PG&E Community C ... 112 · General ... 196.93 
Check 8/15/2014 15778 EBMUD 2 Arlmont 6/2 .. . 112 · General ... 383.66 
Check 9/15/2014 15813 Olivero Plumbing Co. Test and certi. .. 112 · General ... 116.00 
Check 9/15/2014 15833 Pacific Telemanage ... CC Pay Phon ... 112 · General ... 78.00 
Check 9/15/2014 15847 EBMUD Coventry 7/3 ... 112 · General ... 32.12 
Check 9/15/2014 15847 EBMUD 1 Windsor 7/ ... 112 · General ... 204.55 
Check 9/30/2014 15853 PG&E Community C ... 112 · General .. . 212.84 
Check 10/15/2014 15902 Pacific Telemanage ... CC Pay Phon .. . 112 · General ... 78.00 
Check 10/15/2014 15916 EBMUD 2 Arlmont 7/3 ... 112 · General ... 350.36 
Check 10/30/2014 15933 PG&E Community C ... 112 · General ... 248.88 
Check 11 /14/2014 15957 Pacific Telemanage ... CC Pay Phon ... 112 · General ... 78.00 
Check 11/14/2014 15982 EBMUD 840 Coventry 112 · General ... 32.12 

Check 11 /28/2014 15989 PG&E Community C ... 112 · General ... 232.33 

Total 642 · Utilities-Community Center 2,207.96 

643 · Janitorial Supplies 
Check 9/15/2014 15839 UBS Com. Center ... 112 · General .. . 716.07 

Check 9/30/2014 15857 UBS Com. Center .. . 112 · General ... 85.01 

Check 9/30/2014 15870 UBS Community C ... 112 · General ... 67.41 
Check 10/15/2014 15908 UBS Community C ... 112 · General ... 27.10 

Total643 · Janitorial Supplies 895.59 

646 · Community Center Repairs 
Check 9/15/2014 15838 William Driscoll Com. Center .. . 112 · General ... 10.98 
Check 10/15/2014 15913 Mighetto Electric lnv. # 2657 P ... 112 · General ... 939.86 
Check 11/28/2014 16009 Summer Rain Land ... Community C ... 112 · General .. . 980.00 

a: 
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7:11 PM 

12/04/14 
Accrual Basis 

Type Date Num 
-

Total 646 · Community Center Repairs 

Total 640 · Community Center Expenses 

672 · Kens ington Park O&M 
General Journal 7/1/2014 REV ... 
General Journal 7/1/2014 REV ... 
Check 7/30/2014 15720 
Check 7/30/2014 15726 
Check 7/30/2014 15738 
Check 8/15/2014 15747 
Check 8/29/2014 15784 
Check 8/29/2014 15790 
Check 9/15/2014 15847 
Check 9/30/2014 15850 
Check 9/30/2014 15872 
Check 9/30/2014 15875 
Check 9/30/2014 15875 
Check 9/30/2014 15875 
Check 9/30/2014 15877 
Check 10/30/2014 15935 
Check 10/30/2014 15935 
Check 10/30/2014 15935 
Check 10/30/2014 15936 
Deposit 11 /12/2014 0714 ... 
Check 11/14/2014 15982 
Check 11/14/2014 15982 
Check 11/28/2014 15987 
Check 11/28/2014 16009 

Total 672 · Kensington Park O&M 

678 · Mise Park/Rec Expense 
Check 10/30/2014 15939 

Total 678 · Mise Park/Rec Expense 

KPPCSD 
Account QuickReport 

July 1 through December 4, 2014 

Name Memo 

Kensington Police P ... 
NBS 

EBMUD 1 Windsor lrri. .. 
William Driscoll Park Restro ... 
Summer Rain Land ... July Monthy ... 
EBMUD 1 Windsor Sc .. . 
William Driscoll Park Restro ... 
Summer Rain Land ... Aug. Monthy ... 
EBMUD 1 Windsor lrri. .. 
William Driscoll 9/1 - 9/30/1 ... 
NBS Government Fi. .. LMD Qua rate ... 
Summer Rain Land ... September 2 ... 
Summer Rain Land ... upper wood s ... 
Summer Rain Land ... hand railing r ... 
Andrea DiNapoli Greg - Certifi. .. 
Summer Rain Land ... October 2014 
Summer Rain Land ... Repair tennis .. . 
Summer Rain Land ... Install bark to ... 
William Driscoll Oct. Restroo ... 

Reimbursem ... 
EBMUD 1 Windsor lrri. .. 
EBMUD 1 Windsor Sc .. . 
William Driscoll 11/1 - 11/30/ ... 
Summer Rain Land ... November 20 ... 

California Park & R. .. Membership t... 

Split 

210 · Account... 
153 · Prepaid ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General .. . 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General ... 
112 · General .. . 
112 · General ... 
112 · General ... 

112 · General ... 

Amount 

1,930.84 

5,034.39 

-2,774.60 
1,091.66 
2,038.49 

425.00 
2,615.00 

736.11 
425.00 

2,050.00 
1,402.69 

425.00 
1,129.96 
2,050.00 

505.00 
880.00 

6.00 
2,050.00 

230.00 
2,040.00 

425.00 
-880.00 

1,057.91 
200.04 
425.00 

2,050.00 

20,603.26 

170.00 

170.00 
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7:11PM 

12/04/14 
Accrual Basis 

Type Date 

Total 635 · Park/Recreation Expenses 

TOTAL 

~ 
\ 

Num 

KPPCSD 
Account QuickReport 

July 1 through December 4, 2014 

Name Memo Split Amount 

25,807.65 

25,807.65 
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November 2014 Police 
Department Report 

December 5, 2014 

• Department Personnel 

•• We are fully staffed at 10 sworn positions with three reserve 
officers, however, we now have an officer off on a work related 
injury. 

•• We are continuing the background process for a fourth reserve 
officer candidate. 

• Commendations and Correspondence 

•• On November 11 1h, Officer Wilson received a letter commending 
him for his kindness and courtesy during a traffic collision 
investigation from Ruth Hanham. 

• Investigation of Alleged Misconduct 

•• Citizen's Complaint Cl #2014-03 was initiated on May 12th on an 
allegation that an officer failed to perform his duty and that another 
allowed this failure to occur and had used a despairing remark in 
describing the community. This investigation is being conducted by 
Sergeant Hui. 

•• Department Investigation Dl #2014-04 was initiated on May 23rd on 
an allegation that an officer engaged in conduct unbecoming an 
officer whi le off duty. This investigation is being conducted by Chief 
Harman. 

•• Citizen's Complaint Cl #2014-06 was initiated on October 31 st on a 
allegation that .a police officer was rude during a traffic stop. This 
investigation is being conducted by Sergeant Hui. 

• 9-1-1 I Richmond Communication Center Information. 

•• The Ring Time Report for November identified 28 Total 911 calls with 1 
having a ring time over 20 seconds. The average ring time for November 
was 7 seconds. 

1 



• Community Networking 

•• On 11 -06-14, Detective Sergeant Barrow presented a section on 
frauds during the KPSC Fraud Workshop held at the Community 
Center. 

•• On 11-10-14, Officer Wilson participated in the KPSC meeting. 

Community Criminal Activity 

•• This section of the Watch Commanders Reports are prepared by 
Corporal Stegman for Team One, Sergeant Hui for Team Two, and 
Sergeant Barrow for Investigations. 

• Watch Commander Reports 

•• Corporal Stegman 

Team 1 Statistics 

Officer: 

Days Worked 

Traffic Stops 

Moving Citations 

Parking Citations 

Vacation 
Security Checks 

Field Interviews 

Traffic Collision 

Reports 

Cases 

Arrests 

Calls for Service 

BRIEFINGfTRAINING: 

Ramos K41 
(0800-
1800) 

16 

21 

5 

2 

5 

0 

0 

0 

0 

2 1 

Turner Wilson 
(0600- (1800-
1800) 0600) 

1 4 9 

45 1 

1 6 0 

5 2 

25 14 

0 0 

0 0 

4 0 

4 0 

59 16 

o Reviewed penal code sections changed by the passage of Proposition 47. 
o Reviewed Pipeline Emergency Response Guidelines. 
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SERGEANT'S SUMMARY: 

Finally we are getting some much needed rain. However, with that comes a 
myriad of pitfalls for Kensington motorists. Among the things to be on the lookout 
for include fallen trees, large or deep puddles, and gravel. Of course there is 
also the issue of the reduced coefficient of friction between your tires and the wet 
roadway. An excess of wet leaves covering the road can even exacerbate the 
problem further. Also, when we have the occasional below freezing 
temperatures over night, we have had to contend with patches of black ice. 

The best tactic to increase safety during these winter months is to slow down. 
don't think it is any big secret that slowing down gives you more time to react to a 
dangerous situation and reduces your stopping time. Please drive carefully. 

SIGNIFICANT EVENTS: 

o 2014-5766- On 11/1/14, Officer Turner arrested a suspect for DUI , during 
a DUI saturation patrol in Kensington. 

o 2014-5968- On 11/1/14, Officer Turner arrested a suspect with an 
outstanding warrant. 

o 2014-5940- On 11/11/14, Officer Turner arrested two subjects during a 
traffic stop. The first was a female suspect (driver) who had an 
outstanding warrant and was on probation. The second was a male whom 
was on probation, and was in possession of several burglary tools and 
narcotics. Based on the burglary tools, narcotics, other property 
containing multiple people's names, and lack of cohesive story between 
the two suspects, it was believed these two individuals were casing 
houses to commit residential burglaries when Officer Turner encountered 
them. 

o 2014-6161 -On 11/24/14, Officer Turner to a report of a vehicle theft. 

TRAFFIC STATISTICS: 

Team #1 took 0 traffic collision reports during the month of November. 

10 Moving citations were issued on Arlington Ave. 
11 Moving citations were issued on Colusa Ave. 
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•• Sergeant Hui 

OCTOBER 2014 TEAM #2 STATISTICS 

Master Sergeant Hull (K17)- issued 20 moving citations and 2 parking citations 
this month. 

Officer: 

Days Worked 
Traffic Stops 
Moving Citations 
Parking Citations 
Vacation/Security 
Checks 

Martinez (K31 ) 
(0600-1800) 

15 
24 
18 
10 
25 

Cases 1 
Arrests 0 
Traffic Accident Reports 1 
Calls for Service 53 

Wilkens (K50) 
(1800-0600) 

16 
12 
4 
3 
101 

2 
0 
0 
57 

o Officer Martinez recovered 3 hours of comp time. 
o Officer Martinez took 2 days of vacation. 
o Sergeant Hui attended a 3 hour Domestic Violence and Human Trafficking 

class. 

BRIEFING/TRAINING: 

o Reviewed Case Law: People v. Ermi 
o Reviewed Case Law: University Police v. Superior Court of Alameda 
o Reviewed Case Law: People v. Leath 
o Reviewed Penal Code 26 
o Reviewed Welfare and Institutions Code 601 & 602 
o Reviewed KPD Policy 324- Temporary Custody of Juveniles 

SERGEANT'S SUMMARY: 

Recently, I have been noticing spoofing emails circulating from online retailers 
advising recipients of data breeches. I received several of these emails myself 
from "Home Depot" stating that due to a recent security breach, some of their 
customer information has been compromised. The email message continues to 
advise that they are hoping to help their customers by either offering a free credit 
report or credit monitoring services and includes a hyperlink to take the recipient 
to the credit monitoring website. 
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This email and the many like it that have been circulating around are not real. 
They are designed to take you to a fake website where they ask you to enter all 
of your personal information. 

The universal precaution that I would recommend for any email that you receive 
is that you contact the company directly- not through the link or phone number 
provided within the email. You can look up contact information for any of these 
online retailers via their website. Just make sure you type in the website yourself 
and do not click on the link from the email. 

Once you have contacted the retailer directly, verify whether the email that you 
received was actually sent by them. 

SIGNIFICANT EVENTS: 

o 2014-5177- On 10/3/2014, Officer Martinez responded to the unit blk of 
Kenilworth Ave on a report of a fraud. 

o 2014-5235- On 10/6/2014, Officer Wilkens responded to the unit blk of 
Rincon Rd on a report of a vehicle burglary. 

o 2014-5489- On 10/17/2014, Officer Wilkens responded to the unit blk of 
Sunset Dr on a report of a burglary. 

Reserve Officer: 
Days Worked 
Traffic Stops 
Moving Citations 
Parking Citations 
Vacation/Security 
Checks 

Armanino (K47) 
2 
6 
4 
0 
5 

Cases 0 
Arrests 0 
Traffic Accident Reports 0 
Calls for Service 2 

Traffic Totals for Team 2- includes Master Sergeant Hull 

23 citations were issued on Arlington Ave 
20 citations were issued on Colusa Ave 
1 citation was issued on Amherst Ave 
1 citation was issued on Grizzly Peak Blvd 
1 citation was issued on Arnold Dr (Martinez) 
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NOVEMBER 2014 TEAM #2 STATISTICS 

Master Sergeant Hull (K17)- issued 1 moving citation and 0 parking citations 
this month. 

Officer: 

Days Worked 
Traffic Stops 
Moving Citations 
Parking Citations 
Vacation/Security 
Checks 

Martinez (K31) 
(0600-1800) 

9 
18 
13 
2 
19 

Cases 6 
Arrests 0 
Traffic Accident Reports 0 
Calls for Service 34 

Wilkens (K50) 
(1800-0600) 

12 
12 
4 
1 
112 

1 
0 
0 
57 

o Officer Wilkens took 2 days of vacation. 
o Sergeant Hui recovered 12 hours of comp time. 
o Sergeant Hui took 1 day of vacation. 

BRIEFING/TRAINING: 

o Reviewed Pipeline Emergency Response Guideline 

SERGEANT'S SUMMARY: 

By the time you have read this, Thanksgiving will have come and gone and many 
of us will be quickly preparing for Christmas. For many of us, preparing for 
Christmas involves shopping for presents. 

As we begin shopping for presents, please be mindful that many would be 
burglars also anxiously anticipate this time of year too. A car fu ll of presents is 
enticing enough to make any burglar salivate. So this month, here are a couple 
of tips to help keep you from being a victim of this type of crime: 

o Don't leave your purchases in your vehicle for an extended period of time. 
This includes right when you get home and your tired, as well as packing 
your car full of presents the night before the big day to save yourself some 
time. 

o Try not to leave your vehicle unattended while unloading your car. You 
would be surprised how quickly someone can unload all of your gifts from 
the open trunk of your vehicle. 
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o Inside of the house: Nothing spells Christmas like a fully dressed 
Christmas tree surrounded by freshly wrapped gifts. Remember: If your 
neighbors can see your beautiful tree, then so can the burglar driving 
down the street. By no means am I suggesting that you don't display a 
tree or put presents out. Just be mindful of what is visible from the street! 

And on that note, I would like to wish everyone a wonderfu l holiday! 

SIGNIFICANT EVENTS: 

o 2014-5769- On 11/1/2014, Officer Martinez responded to the unit blk of 
Stratford Ave on a report of a fraud . 

o 2014-5855- On 11/7/2014, Officer Martinez responded to the unit blk of 
Lenox Dr on a report of a fraud. 

o 2014-5875- On 11/8/2014, Officer Martinez responded to the 200 blk of 
Cambridge Ave report of a vandalism. 

o 2014-5961- On 11/13/2014, Officer Martinez responded to the 200 blk of 
Arlington Ave on a report of a fraud . 

o 2014-5962- On 11/13/2014, Officer Martinez responded to the unit blk of 
Cowper Ave on a report of a fraud . 

o 2014-6081- On 11/19/2014, Sergeant Hui responded to the 1600 blk of 
Oak View Ave on a report of a theft. 

o 2014-6102- On 11/20/2014, Officer Martinez responded to the unit blk of 
Highland Ave on a report of a vandalism. 

o 2014-6122- On 11/21/2014, Officer Wilkens responded to the 200 blk of 
Willamette Ave on a report of an identity theft. 

Reserve Officer: 
Days Worked 
Traffic Stops 
Moving Citations 
Parking Citations 
Vacation/Security 
Checks 

Armanino (K47) 
2 
9 
2 
0 
2 

Cases 0 
Arrests 0 
Traffic Accident Reports 0 
Calls for Service 2 

Traffic Totals for Team 2- includes Master Sergeant Hull 

14 citations were issued on Colusa Ave 
6 citations were issued on Arlington Ave 
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•• Detective Sergeant Barrow 

SIGNIFICANT EVENTS: 

2014-6211 Burglary and Possession of Stolen Property. 
On Thursday, November 27, 2014, I was dispatched to the 200 block of 
Columbia Avenue for a reported theft of a bicycle. Dispatch further advised the 
victim had recovered the bicycle in the area of Sunset Drive and Franciscan Way 
and the suspect fled through the Sunset Cemetery. I arrived and conducted a 
search of the area with the aid of El Cerrito Police. We received reports that the 
suspect was running through back yards and jumping fences in El Cerrito. I 
located the suspect and detained him but the victim in this case had left the 
area for Thanksgiving dinner and could not be reached for an infield line­
up. The suspect was identified and released at the scene. This case is 
under investigation and I will be seeking an arrest warrant. 

2014-5703 Criminal Threats and Resisting Arrest. 
On Tuesday, October 28, 2014, Corporal Stegman, Officers Ramos and Wilkens, 
and I were dispatched to the 100 block of Arlington Avenue for an irate male 
subject. We contacted the subject and he was arrested for making criminal 
threats and resisting arrest. The subject was later booked into county jail. 

2014-5252 Auto Theft, Burglary, Possession of Stolen Property, Possession 
of Burglary tools, Felon in Possession of Firearm with Prior Conviction, 
and Resist or Obstruct Public Officer. 
On Tuesday, October 7, 2014, KPD Officer Turner observed a vehicle occupied 
by a male driver and female passenger pass him at the north end of Lake Drive. 
As he passed them the driver sped away. The vehicle was located crashed on 
Wellesley Avenue and the two occupants had fled the scene. A perimeter was 
established with the aid of Officer Ramos, El Cerrito Officers, El Cerrito K9, CHP 
Helicopter, Corporal Stegman, and I. After an extensive search the suspects 
were not located and the perimeter was lifted. Approximately 1 % hours later a 
citizen had spotted the suspects walking north bound in the 100 block of 
Arlington Avenue. Corporal Stegman and I spotted the suspects and after a 
brief foot chase another perimeter was established by Kensington and El Cerrito 
Officers. The female suspect was detained by Chief Harman and the male 
suspect was located in an attic of a residence that he had no connection with. 
After a brief standoff, the suspect was taken into custody without further incident. 
After a preliminary hearing the suspect was ordered held to answer. 

KPD INVESTIGATIONS INFORMATION: 

This month I helped in several patrol investigation , booking and transporting of 
suspects. I am finishing up several investigations and will be reporting on their 
progress next month (December). 
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As always I would ask that if you see anything suspicious to please call 911 
and report it as soon as possible. 

2014-3298 Burglary/ Lewd and Lascivious Acts Committed Against a Child. 
On Monday, July 7, 2014, at 0113 hours, KPD Officers were dispatched to the 00 
block of Lenox Road on a report of an unknown suspect found in bed with an 11 
year old female victim. The suspect ran from the residence when the victim 
woke up and began to scream. An El Cerrito Police K9 unit searched the area 
but the suspect was not located . 

At approximately 0439 hours, Berkeley Police Officers were dispatched to the 
700 block Vicente Street in Berkeley for a reported prowler. Berkeley Police 
Officers stopped a subject matching the description of the Berkeley and 
Kensington suspect in the area of The Alameda and Tacoma Avenue in 
Berkeley. 

An infield show-up positively identified Brian Hubbard, a black male adult, 22 
years old, from the City of Richmond as the suspect in both incidents. 
Kensington Police took custody of Hubbard as the more serious crime occurred 
in Kensington . Hubbard was arrested and booked into the Martinez Detention 
Facility. 

At a preliminary hearing Hubbard was ordered held to answer and charged 
with 2 counts of PC. 459/460(a), First Degree Residential Burglary with 
special circumstances and 3 count of PC. 288(b)(1), Forcible Lewd Act 
upon a Child, with additional enhancements. Hubbard's bail is set at 
$2,250,000.00. This case is still under investigation and I am working with 
the Contra Costa County DA's Office. 

KPD INVESTIGATIONS 

• I made court runs to file cases and retrieve court notifications and 
had two arrest warrants signed by judges. 

• I updated the KPD Case Review Log. 
• I review all cases and incidents to ascertain if any further follow up is 

warranted. 
• I reviewed the "Trak Flyer" messages and maintained the flyer board. 
• I assisted WestNet in serving several search warrants, made arrests, 

and surveillance of suspects. 
• Corporal Stegman and I attended a four day CNOA Conference in 

Anaheim California. The Conference was paid for through West 
NET training funds. 
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November 2014 

Part 1 Crimes 
Homicide 
Rape 
Robbery 
Assault 
Residential Burglary 
Larceny Theft 
Vehicle Theft 
Arson 

Part 1 Totals 

Other Crimes 
Auto Burglary 
Identity Theft 
Fraud 
Forgeries 
Restraining Order Violations/ 
Stalking/ Criminal Threats 
Sex Crimes (other) 
Assault/ Battery (other) 
Vandalism 
Drugs 
Warrant 
Hit and Run Felony 
Hit and Run Misdemeanor 
Other Misdemeanor Traffic 

Other Crime Totals 

Traffic Accidents (Non Injury) 
Traffic Accidents (Injury) 

KPD Monthly Crime Statistics 

Reported 
0 
0 
0 
0 
0 
2 
1 
0 

~ 

0 
0 
4 
0 

0 
0 
0 
2 
1 
2 
0 
0 
1 

10 

13 

10 

0 
0 

Open/ Pending Suspended 
0 0 
0 0 
0 0 
0 0 
0 0 
1 
0 1 
0 0 

1 ~ 

0 0 
0 0 
0 4 
0 0 

0 0 
0 0 
0 0 
0 2 
0 0 
0 0 
0 0 
0 0 
0 0 

Q § 

1 ~ 

Closed Arr 
0 ( 

0 ( 

0 
0 
0 
0 
0 ( 

0 ( 

Q ~ 

0 
0 
0 
0 

0 
0 
0 
0 
1 
2 

, 
~ 

0 
0 
1 

4 L 
-
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YTD 2014 

Part 1 Crimes 
Homicide 
Rape 
Robbery 
Assault 
Residential Burglary 
Larceny Theft 
Vehicle Theft 
Arson 

Part 1 Totals 

Other Crimes 
Auto Burglary 
Identity Theft 
Fraud 
Forgeries 
Restraining Order Violations/ 
Stalking/ Criminal Threats 
Sex Crimes (other) 
Assault/ Battery (other) 
Vandalism 
Drugs 
Warrant 
Hit and Run Felony 
Hit and Run Misdemeanor 
Other Misdemeanor Traffic 

Other Crime Totals 

All Crime Totals 

Traffic Accidents (Non Injury) 
Traffic Accidents (Injury) 

* 201 1 case 

KPD Crime Statistics 

Reported 
0 
1 
0 
9 
10 
26 
4 
1 

§1 

0 
22 
10 
0 

1 
1 
4 
19 
10 
15 
1 

18 
13 

114 

165 

11 

35 
3 

Open/ Pending 
1* 
0 
0 
1 
5 
3 
3 
0 

12 

0 
9 
1 
0 

0 
0 
0 
6 
0 
0 
0 
4 

~ 

33 

Suspended Closed Arres 
0 0 0 
0 1 1 
0 0 0 
0 8 4 
5 0 0 

22 1 0 
1 0 0 
1 0 0 

29 10 § 

0 0 0 
13 0 0 
9 0 0 
0 0 0 

0 1 1 
1 0 0 
0 4 2 
13 0 0 
0 10 10 
0 15 15 
0 1 0 
13 1 0 
0 12 11 

49 44 39 

78 54 44 



•• Chief Harman 

We have just received some exciting news. Sergeant Kevin Hui has been 
accepted and wi ll be assigned part time to the Northern California Computer 
Crimes Task Force. As you can see from our year to date crime statistics, identity 
theft and fraud are two of the main types of criminal activity we are now dealing 
with. 

In reviewing Sergeant Hui's monthly report, you can see that he has already 
started thinking like a fraud investigator. 

Not only will we benefit from Sergeant Hui working our cases with the Task 
Force, and the training and experience he will receive will benefit our department 
for years to come, the Task Force is picking up his salary and a portion of his 
benefits while he is assigned to them for the rest of this fiscal year. 

This is what I call a win/win for us. 

Congratulations Kevin, and good luck. 
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Memorandum 
Kensington Police Department 

' To: KPPCSD Board of Directors 

APPROVED YES NO 

0 0 
From: Gregory E. Harman, Geneal Manager/ Chief of Police 

FORWARDED TO 

Date: Friday, December05,2014 

Subject: Consent Calendar Item G- Correspondence 

The District Correspondence received during the month of November. 

Item #1-

Item #2-

Item #3-

Item #4-

Letter dated November 8, 2014, from Carolyn Linnard to the Board 
regarding the Bay View contract. 

Letter received from Ruth Hanham commend ing Officer Doug Wilson for 
his kindness and courtesy during a traffic collision incident. (A portion of 
the letter redacted as it related to a traffic collision) 

Letter received from Jim Watt to the KPPCSD Board regarding Agenda 
Item #1 on the December 11 th KPPCSD Meeting Agenda. 

Letter received from Gail Feldman to the KPPCSD Board regarding 
Agenda Item #1 on the December 11th KPPCSD Meeting Agenda. 

KPD Memo (04/05) * 



_59 I 



~ : ) .... "" ~ -~ ~ ~ ~ ~ \1 
~~; \) ~~ ~ 

~ 
~~ ~ 5 ~ ' 

"'~i "'~ a:: : \ 

' ~ ' ~ ~ ~ 
\J ~ ~ 3 ~ 

~ ~ 
~' ~ 

~ 

~ 
I 

· ~ ~ 

~ ~ ~, 

~ 

---

·~ 
~~ 
~ 

~ ~ 

' \ 
.~ ~ 

~ 
,, 
~ 

- . ·~- -- -

~ '~ ' 
~~ ' ~ ~ ~ 

~ \_, 

~ ~ · ~ ~ ·~ ~ 
~ " ., . 
.~ ~ 

~ ' ~ J( ~ 
-- --

I 
I 
I 
I 

I 
I 
I 
I 



Dear KPPCSD Board, December 5, 20 14 

I have taken a cons iderable interest in the proposed MOU with the Kens ington police officers. 
Whi le I real ize this MOU attem pts to balance the concerns of the District and its budgetary 
limitat ions against treating our police stafffairly, I be lieve the balance has swu ng to far in favor 
of the employees, especial ly in view of perceived budgetary problems. Here are some reasons. 

Transfer Payments- Although it appears that the contract is primarily " net neutral", s ince it 
replaces current pension expenditures with salary expenditures, this swap has unintended benefits 
for the employee and long-term costs for the District. By redirecting pens ion payments to salary 
the conb·act increases an officer's pensionable income. This requires the District to pay more into 
the CaiPERS pension plan and increases pens ionable income at retirement. A 12% increase in 
salar ies will add about $120,000 in annual payroll. With the District's annual pension ob ligations 
estimated at about 40% of salary, this adds another $48,000 in annual costs. Thi s number wi ll 
escalate over t ime creating significant cumulative obligations. 

Holiday Pay- Given the boost in pensionable income resulting from the above reference salary 
transfer, it wou ld seem only fair that any other mechanism that could boost pensionable income at 
retirement should be discouraged or e liminated. One such mechanism to spike income prior to 
retirement is to accumulate holiday pay. Although the proposed MOU caps holiday pay at 200 
ho urs it carves out an exception for holiday pay that has been accumulated to the date of the 
contract. 200 hours seems quite generous, and al lowing add it ional days seems unnecessary in 
light of the improved pensionable benefits described above as transfer payments. 

4111 Year Adjustment- As written, the proposed MOU raises the employee's share of pens ion 
costs from 9% to 12% in the 4th year of the contract. In ta lk ing with Kensington's Ca iP ERS 
representative, she ind icated there was no legal requirement for the District to require emp loyee's 
to contribute up to 12%. If so, thi s last step should probab ly be elim inated since the evidence 
ind icates that moving a contribution from pension to salary is good for the employee and not so 
good for the District. 

Step Salary Adjustments- The MOU salary adjustments are buil t into the base pay rates for 
each rank in the department in the form of step increases. This means that not only will existing 
officers benefit from these enhanced sa laries, but future officers entering the department will as 
well. This erodes some ofthe benefits of the California Public Employees' Pension Reform Act 
of 2013 (" PEPRA"), which were to create a less costly program for officers who jo in PERS after 
January I , 2013. It is suggested that the contract be rewritten to provide two different pay rates 
for each pos ition- a practice used by other agencies. 

Retirement - This new contract w ill provide an added incenti ve for senior officers to retire at the 
end of the 4-year contract when their salaries have peaked. Chief Harman has suggested that this 
is a rea l possibility. While this may result in a reduction in salari es it will also increase the 
number of Kensington employees in the pens ion/medical pool, "vhich could dri ve up pension and 
medical costs. While the precise outcome is unclear, it does add a layer of uncertainty to the 
District's long-term costs. 

Legal Modifications- Page 4 of the MOU should say that New Members w ill rece ive pens ion 
benefits of 2.0% to age 50, increasing to 2.7% at age 57. 

Othea· Employee Contracts - This MOU applies only to the officers and not the chief and other 
non-sworn district personnel. However, the chief's and other District personnel are budgeted to 
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receive salary increases equivalent to those in the MOU, thereby addi ng further demands on 
salaries and benefits. These other contracts will create an added budget burden. 

Vesting Changes- There appears to be no changes in the current po l icy that provides for 
employee vesting after fi ve continuous years of service to the District. If not, is there an 
opportunity to extend this vesting time frame in order to reduce turnover as well as the added cost 
to District pension obligations? Most corporate plans today do not vest until 10 years of service. 

Finance Committee Review- lt is strongly recommended that any fina l decision concerning this 
MOU be delayed until after the Finance Committee has rev iewed and approved a budget forecast 
that includes the estimated costs of this MOU, to include an appropriate time for the Board and 
members of the public to provide their comments. This course of action will comply with the 
Board 's stated goals of avo iding " burdens on the District" and any "current budget restrictions." 

Reserve Policy- The safety net of any budget is its reserves policy. The District re lies on the 
state mandated minimum requirement of I 0% of annual expenditures, which for the District is 
around $300,000. Even president Welsh has acknowledged that this sum is woefully inadequate 
to meet the District's cash flow needs, fo r contingencies and to build reserves for necessary 
cap ital improvements, like those needed in Kens ington Park. A pol icy requ iring a minimum of 
25%, and a goal of 50%, should be established. When implemented, it wi ll provide a much more 
meaningfu l yardstick to measure changes in reserve fund balances. 

Theoretical Budget- I have worked w ith members of the KPOA to create a realistic long-range 
budget forecast g iven the absence of one approved by the Finance Committee. Pending an 
approved budget forecast, these projections, which are being submitted under separate letterhead, 
indicate there wi ll be operating deficits for the next six years, requiring the D istrict to draw down 
on its available cash reserves. These forecasts indicate that by budget year 19/20 the District will 
reach the required legal reserve limit, and by year 17/18 it wil l have less than three months of 
operating revenues in reserve - the generally accepted 25% minimum standard. 

Phased contract implementation- If a fina l approved budget forecast suggests that expenditures 
w ill eclipse revenues then the Board needs to be wary about undertaking the obligations 
contained in this 4-year contract. To avoid being tied to a long-term expensive obligation, the 
MOU could be broken down into a phased impleme ntation. Many commerc ia l contracts do this 
by employing the use of options where future conditions are uncetta in . A similar approach could 
be used here, with the contract structured with a primaty one-year term followed by three, one­
year options. Each option would be exercisable not sooner than six months, nor later than one 
month prior to the exercise date. This wou ld allow the District to re-evaluate the MOUat annual 
increments before committing to the sa lary adjustments outlined below. 

Term Total Salary Increase over previous year 

Year I Primary $862, 15 I $3 8,5 89 
Year 2 Option I $898,933 $36,782 
Year 3 Option 2 $937,725 $38,792 
Year 4 Option 3 $983,223 $45,498 
The salary source comes from the Board 's summaty handout. 

I hope these comments and suggestions are helpful in your deliberations. 

Jim Watt 
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December 5, 201 4 

Dear KPPCSD Board members, 

The proposed Memorandum of Understand ing (MOU) with the Kensington Police Officers' 
Associat ion will constitute a major 4-year investment for the District. With police related 
expenses representing over 80% of the enti re KPPCSD budget, we believe it is important that all 
parties, inc lud ing taxpaye rs, have an opp01tunity to evaluate this contract and its potential impact 
on the long-term financia l via bility of the District. 

Atthe November 201 4 meeting, the District prov ided the first publ ic summary of the provisions 
of the MOU and indicated it has an additional annua l cost of $233,500 by the fourth year of the 
MOU. The Board of Directors stated that that the "goals" of those negotiating on behalf of the 
District were: I) To prov ide terms that are competitive with other agencies- a iming at the 
med ian in salaries and benefits, and, 2) To consider budget restrictions and burdens on the 
District. 

Several Kensington residents requested that this MOU be eval uated in the context of its impact 
on the District budget and fi nances, how the addit ional annual expenses would be paid for, and 
that the public, and the new Board members, be given adequate t ime to evaluate the terms of the 
contract and budgeta ry impacts. 

The Finance Committee agendized and discussed the proposed MOU on November 20, 20 14 . 
Genera l Manager/Chie f Harmon presented budget informat ion and forecasts that were in very 
pre liminary form, such that no action was taken by the Finance Committee on the forecast or 
MO U. Moreover, the GM/Chief indicated it might not be poss ible to produce a " cleaned up'' 
version of these budgets by the December Board meeting. 

G iven the incomplete and piecemeal budget information available, Kensington Prope1ty O wners 
Association pulled together a group of concerned c itizens who have spent a considerable amount 
of time confirm ing financ ia l informati on to prov ide the most informed eva luation possible withi n 
the very short time frame we had available. Members of our group have v isi ted with the County 
aud itor (Robert Campbell), spoken with the CaiPERS representative (Fritize Archul eta), met 
with the finance director for Moraga (Stephanie Hom) a nd done extens ive on line research of 
other agenc ies and on other matters re levant to this contract. In the interest of total 
collaboration, and to produce the most des irab le outcome for the District we would like to 
prov ide you with o ur initia l findings. 



BUDGET FORECASTS 

Us ing the budget information prov ided by the District at the November Finance Committee 
meeting, we have produced a revised forecast (copy attached) that incorporates all of the latest 
information we were able to collect, inc luding the increases to salaries and benefits resulting 
from the MOU. Thi s information is annotated in the right hand margin opposite each individual 
line item where changes have occurred. The primary adj ustments inc lude: 

Revenues 
• As a starting po int, property tax revenues for 2014/15 prov ided by the County 

Auditor/Contro ll er are used, thereafter increasing at 2.5%/year as recommended by the 
Auditor/Controllers' staff. 

• Other Revenues- These were consistent with the prev ious District forecast, except that CPI 
increases for severa l categories were dropped to 2.0% to be consistent with current CPI trends. 

Expenditures 
• Salary- We used the salary data provided by the District that assumes the Chief and a ll 

District staff w ill rece ive the same Cost of Li ving increases as provided in the police officers 
MOU. 

• PERS- District - These calcu lations have been insetted in accordance w ith CaiPERS 
assumptions contained in their October 20 14 valuation report. 

T he budget forecast indicates that the District wi ll have an operating deficit beginning next fiscal 
year and continuing to grow for the next fi ve years, requiring the District to draw down 73% of 
its avai lable cash reserves to operations. By the end of the term of the MOU in FY 2017/2018, 
the District is projected to have an annual operating shortfa ll of ($154,600) and less than 3 
months of operating revenues in reserve- a genera ll y accepted min imum standard. By the year 
FY 20 19/2020, the District w ill have on ly the I 0% of operating expense as reserves, the legal 
reserve requ ired by law. 

We understand that a recommendatio n to adopt the MOU will be made at the December Board 
meeting. We bel ieve such action would be imprudent and unwise until there is a plan to 
adequately address the budget and fi scal impacts resulting from the add itiona l cost of the MOU. 
Furthe rmore, additional language could be incorporated in the MOU to requ ire changes to the 
agreement if the District 's Property Tax revenues are lower than operating expenses d uring any 
year of the contract. 

We hope you will fi nd our analysis helpful and look forward to a collaborative exchange of 
views. 

Sincere ly, 

Gail Feldman, President KPOA 

Paula Black 
Kristine Hafner 
John Sullivan 
Jim Watt 

Attachment: Revised S ix Year Financial Forecast prepared by KPOA 
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Sall)t)l and Bonents Expenditure tEsC 

Code I Budgot Ye3r 14/15 15/16 16/17 17/18 18/19 19/20 I 
502 S<ilary $1,01 7,770 $1,055,936 5 1,100,814 $1 ,1 47,598 $1 ,182,026 $1,217,487 
504 VacatOO<VComp 58.800 $9.130 $9,518 $9,923 $10,221 510,528 
506 Overlroa $45,000 $46,688 $48,672 $.50,741 $52,263 S53,831 
508 Sabry,Non-S"NOI'n $81,900 $84,971 $88,582 $92,347 $95,117 $97,971 &ncteosealll31hal:lno!sbyMOUCOl.As? 

SWtotal $1,153,470 $1,196,725 $1,247.586 $1,300609 $1,339,627 51,379,817 

524 Social: SotUfity IG 2%)/Non Swom 55.078 $5,500 $6,777 S7.065 5 7.276 $7.495 
516 Urw!OI'm Allowance $8,000 $8,000 $8,000 $8,000 $8,000 $8.000 
518 Satory EquipMent $2.500 52,500 S2.500 $2,500 $2,500 $2,500 

521 A ModlcDIInsuranca - Activo 5190.306 $199.821 $209,812 5220.303 5231,318 $242,884 
521 R ~.111 tnsuran.;c, - Rellred $135,748 $142,535 $149,662 5157.145 $165,003 $173.253 
521T Medical Nl.l'ai'ICe- Ttus.l $58.058 $50,000 $50,000 $50,000 $50.000 sso.ooo 

SUbtotlll 5399.690 5409.357 $426,752 $445,013 5464,097 $484,132 

527 P.E A.S.- OIStnct 5393,093 $400.344 $445.238 5480.448 $406,747 $468,003 revrsod t ~J ft~llecl CALPERS Anno .. 11 IID.Iuauon Ae-porllenr.r Mtl!d Ocr 14 

528 P E R.S - Olhcers Port10r1 $61.066 53 1,678 so (34,428) (35,461) (36,5251 
523 .,_..d~Me 1.4S't'J (O>:otricl) s 16,308 $17,469 $18,206 $18.975 $19.541 520,123 
522 0t:.a:) &U'altlS4.nC'Ce $5.240 $5,502 S5,777 56,066 $6,369 $6,688 
530 Wortc..-a Coml)eflSO)tJon $50,000 $51 ,250 $52 531 $53,845 $55,191 $56.570 

Subtotal 5525.707 5506.243 $521,752 $524,906 $452.387 5514,859 
$2,078 867 $2.112,325 $2,196,089 $2.270,529 $2,256.111 $2,378,808 

601 Pork & Ru-crttotloo $7,800 S8,093 58,437 58,796 59,080 $9,332 
602 Custocilan $22,750 523 603 $24.606 $25.652 $26,422 $27,215 
623 Soc Iii! Soc:Ufl:Y I 7 .&S'K. (OWcl Mak:hj $597 $619 $645 $673 $693 $714 

Subtotal SJ\ ,147 532.315 533,688 $35.121 $36 .. 175 537.261 

rol.ll SalMy & Beoefrts $2,110,014 $2,144.6-'0 $2.229.777 $2.305.650 $2,292.285 $2,416,069 

E.stlrrwtad O~c:t:lltl"g E• pc:nclltur-es 

BudgetYeor 14/1 5 15/16 16./17 17/~ 8 18119 19/20 
Growth Salary & Dentflta $2, 110,014 $2,144,640 $2,229,777 $2,305,650 $2,292,286 $2,416,069 

· - 5332.213 $340 519 $349.002 5357,758 $366.702 $375.870 
Ro:ct>Nhon $88,940 $91 ,164 $93,443 $95,779 $98 .. 173 $100,62i 
DisthetAdmn $.337,439 $327,000 $340,898 $349,420 $358.156 $367,110 RKfucedbyS19.0001«~5erviC•RFP 

I T<Mftl0p&rn1•NJE)~wj,luhrll ! $2,8686061 $2,903,3231 $3,013,150! 53.108,607! $3,115,317! S3,259,676l 
Ex;>tmdltul d fr~;Jm Cmprta! RMeiV•/Outtlty $62,250 $287,500 $46,000 $46,000 $46,000 $46,000 FY 15116 ~neluOOs Com~uMy Cen!er ••~ 

LC'Ss savma hom te-...·e• vc1icle purchns<:s ($46,000) ($46,000) ($46.000) 
Total E•pQnd~IUtiS $2.930,856 SJ. 144,823 $3,059.150 $3,108,607 $3,161,317 $3 .. 259,676 

Oroct.ment Prapareclbf KIIOW!gton Propertyo..m...>s Auoaat1011 

~ 
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OpBratJng 

REVENUES (Estim3tecfl 14/15 15/16 16117 17/ 18 18/19 19/20 
Property Taxes $1 ,432,590 $1,468,405 $1,505,115 S1,542,i43 $1,581 ,311 $1 ,620,844 Prope=rty Tax increase assumptJonS trom Cot..nty 

Homeo\lrners Tax $12,500 $13,000 5 13,000 $13,000 $13,000 $13,000 In FY 15. ~justed to show tne Homoowners Tu separatety from Property Tax. 

Spec~al Tax $681,900 $681.900 5681 ,900 5681,900 $681,900 $681 ,900 revised per tht county aud•tor 

Measure G Sopl)lomental Tax $497,865 $507,822 $5 17.979 $528.338 $538,905 $549.683 revis!W down to rellect CPJ of 2% not 2.5% 

COPS Grant Revenue $100,000 $100,000 $100,000 $100,000 $1 00,000 $100,000 most be used lor specific pobce purposes 

Other Po11c:e Revenue $22,000 522,000 $22,000 $ 22,000 $22,000 $22,000 CPI assumptton rev•sed down to 2'-' 

P0lf11. O&M Assessment $33,000 $33,660 534,333 $35.020 $35,720 $36,435 CPI assumptiOn r...,.sed down to 2% 

Commuf"'iy Center Aevanue $30,000 $30,000 $30,000 $30,000 $30,000 $30,000 
Other Park I Roe Revenue $600 $600 $600 $600 5600 5600 

Other District RQ\Icnue $350 $350 $350 $350 $350 $350 
Ot1K:er Relmbur$emen: $36,000 for Ohlcef Hui ltaJning in Sacramento 

WCCUSO oontrlbut.on $25.000 $25.000 525,000 This is pro}ected may be ~s depending on c~s by District 

To;at Revc:nvn $2,871,805 $2,882,737 $2,930,277 $2,953,951 $3,003,787 $3,054,812 
Beg C:.sh Carryover $1,318,631 $1 ,259.580 5997.494 $868.621 $713,965 $556.435 

Tot31 Operating Funds Avanab&e $4,190.436 $4,142.317 $3,927.771 $3,822.572 $3.717,752 $3.611,246 

Rev&noe I EJiCpendlture Summary 

BudQel V(l:v 14/15 15/16 16/17 17/18 18/ 19 19/20 
Pbnned Vse o1 Reserves ( +-) $62,250 $241 ,500 546,000 $46,000 FY 15116 assumos using reserves for cc eJiCpense 

To:al Revorues ( •t $2,871,805 $2,882,737 $2,930,277 $2,953.951 $3,003,787 $3,054,812 
Total Expenditures{-) $2,930,856 $3,144,823 $3,059,150 $3,108.607 $3,161,31 7 $3,259,676 lnc~s Planned Use of Reserves 

Budgeted Operations Surplus I (Dehcil) $3,199 ($20.586) ($82,873) ($154,656) ($11 1,530) ($204,864) 

Total Expend tures $2.930,656 $3,144,823 $3,059,150 $3,108,607 $3,161,317 $3,259,676 
Total C)perahng FI.M'lds Avai7ab~ $4,190,436 $4,142,317 $3,927,771 $3,822,572 $3,717,752 $3,61 1,246 

Tol<ll rund OiJ.Iante Ava!l3ble for CtwTyO\Ier $1 ,259,580 $997,494 $868,621 $ 713,965 $556,435 $JS1 ,570 
Lu:>s Reserve lor Canhngency $293,086 $314.482 $305.915 $310,861 $316,132 $325,968 10% ot e.cpend1turui, .:ts n.'qUircd by law. 

Ending Funds Av<Jllabki attcr Continguncy $966,494 $683,0 12 $552.706 $403,104 $240,303 $25,603 

RHtrict~ Funds 

FranchiSe Fees $21,000 $42,000 $43,050 $44,126 $45,229 $46,360 Franchise Fees aro reslricted fun~ ; mo'led from av.11bbtc opetatlng hmds 

Assumptions 

Property T;'UI 1ncrea" 9% 2.50% 2.5oo/, 2.50% 2.50% 2.50% 
CPI lncreas11 2.00% 2.00% 2.00% 2.00% 2.00% 
Modcal costs inc.r&ase 5.00% 5.00% 5.00% 5.00% 5.00% 
Salary ncrease 3.75% 3.75% 4.25% 4.25% 3.00% 3.00% 

Oocom&nt Prepared by Kena1ngton Property Owners AssOCI31ion 
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Office Report prepared by Marty Westby, Administrator 
Kensington Community Council Board Meeting 
December 1, 2014 

KASEP: 

FALL KASEP classes end Friday, December 191h . 

Winter KASEP online registration begins this Tuesday, December 2nd at 7:30pm. Online 
registration and payments are accepted on the website 
WWW.KensingtonCommunityCouncii.Org. Families can register for kindergarten classes, 
KASEP classes and KCC children's classes all at the same time and on the same website. 
Winter KASEP is offering 4 new classes: Knitting on Fridays, Mixed Media for Kinder on 
Tuesdays, Muffin Madness for older students, Mondays and a second section of Science 
and Inventions on Wednesdays. 

The KASEP Winter Celebration, showcasing student work, is schedu led for Thursday 
December 11th from 5:00- 6:00pm at the community center. KASEP Drama will be first 
on the program, followed by Recorder students, Karate, Circus, and last, Dance and 
Movement students. The evening will conclude with holiday songs with Jim Fisher on the 
banjo. 

The office will be closed during the school break, December 22 - January 2, 2015. 
WINTER KASEP Classes start Monday, January 5, 2015. 

KCC Classes and Events: 

KCC Adult exercise classes: Jazzercise, Body Sculpting, Acrylic Artists, and Zumba will 
break for the holidays and will resume the week of January 5th. 

KCC Administrative: 

Invitations to all Kensington Community Council "K" groups and Hilltop School Parent 
Groups will be mailed out the week of December 81h , inviting them to attend the Annual 
KCC K group meeting. The meeting will be held in the Recreation Building, Monday 
January 12, 2015 at 7:30pm. 

The Annual Fall Fund Drive continues with many thanks to our generous community. 
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Budget 

General Manager 
November 2014 Report 

Recently, there have been several changes in revenue and expense projections, 
which were discussed at the November 20th meeting of the Finance Committee. 
During the discussion of the proposed contract with the Kensington Police Officer's 
Association, the following information was provided: 

Major points of the proposed contract with the KPOA: 

4 Year contract; 

District saves the costs (time & money) associated with negotiating 2 or 
more contracts. 
District can plan/ budget for the salary costs over the term of the contract. 

Salary increases and Officer Paybacks towards Pension; 

3.75% first and second years with 3% payback into PERS by the officers the 
first year and 6% payback into PERS by the officers the second year. 

4.25% third and fourth years with 9% payback into PERS by the officers in 
year three and 12% payback into PERS the fourth year. 
Total salary increase over 4 years is 16% with the officers paying 12% back 

into PERS by 2018. 

Total cost of the contract to the District over 4 years is $233,451 . 

However, with the KPOA agreeing to no retroactive pay once the contract is signed,· 
the District will save $14,000 this fiscal year on the cost of the contract. So total cost of 
the contract over four years is reduced and will be: 

$233,451 -$14,000= $219,451 

Additionally, the cost of the contract to the District this fiscal year would have been 
$28,000, that would have been added to the estimated$ 268,000 budgeted shortfall. 

However, the savings resulting from a contract that is not retroactive to July 1, 2014 
reduces the shortfall by $14,000, to$ 282,000. 

Medical Benefit 100/90 Formula; 

Currently, officers retiring from service from Kensington with at least 5 years of 
CaiPERS service are eligible for retirement medical benefits for the officer and their 
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dependents for life. This benefit cannot be changed or adjusted, however, with the 
1 00/90 Formula, new officers hired will have to work in the CaiPERS System for 20 
years before receiving the medical for life benefit, and will have to retire from 
Kensington after at least 5 years of service to receive the 100% medical benefit. If the 
officer only works for Kensington for 10 years, they are only eligible to receive 50% of 
their medical for life benefit. 

Vacation Accrual ; 

Officers will only be allowed to accrue 200 hours of vacation time and once that limit 
has been reached, no further vacation can be earned until they fall below the 200 
hours. This will limit the District's pay out liability when officers leave their employment 
with the District. 

So, the cost of the contract over 4 years is $220,000, the major question is how are 
we going to pay for it, especially, since we already have a budget shortfall now this 
fiscal year. 

Let's now look at the projected budget shortfall for fiscal year 2014-2015. 

In July, the KPPCSD Board passed the 2014/15 budget with an estimated shortfall of 
$268,000. We already know the KPOA contract will cost us an additional $14,000 this 
fiscal year, bringing the total estimated shortfall to $282,000. 

$282,000 
Less $100,000 

Less $42,000 

Less $25,000 

Less $36,000 

New Budgeted Shortfall 
COPS Grant, by law we cannot take th is grant into account 
in preparing our budget. 
Possible additional funding that we will receive from property 
taxes. On 11/19/14, we received information from the County 
Assessor's Office that we could expect an additional 9.29% 
increase in property tax revenue over the amount we 
collected last fiscal year. When we estimated our revenues 
from property tax this year, we estimated a 6% increase in 
property tax revenue over last year. If we collect an 
additional 3%, we can expect an additional $42,000 to 
District revenues. 
West Contra Costa Co Unified School District grant of up to 
$50,000 a year for next 3 years for reimbursement of law 
enforcement expenses. The Board approved the acceptance 
of the grant at the last Board meeting; however, it is unlikely 
that we will be able to be reimbursed for the full $50,000. 
The grant will cover the $10,000 for the reimbursement of 
the crossing guard and we should be able to bill the school 
district an additional $15,000 for law enforcement and 
security services we provide the school during the year. 
Sgt. Hui will be assigned 20 hours per week to the Northern 
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Less $78,000 

Ca Computer Crimes Task Force starting January 1S1 to the 
end of the fiscal year. The Task Force will reimburse the 
District for his salary and 35% of the cost of his benefits 
while he is assigned to them. Master Sergeant Hull will be 
reassigned to cover Sergeant Hui's Watch Commander 
duties, el iminating the need for overtime. 
With the District negotiating with Bay View directly and 
avoiding the RFP process, we have saved an estimated 
$78,000 of the estimated budgeted cost of the RFP process. 

Total reduction to the $282,000 shortfall as a result of additional revenue and cutting 
of expenses is $281,000. We have paid for the first year of the contract and have 
eliminated the shortfall for this fiscal year. 

Now the question that still remains, how will we pay for the remaining three years of 
the contract and what will our fiscal position be? 

Now that we have estimated that we have balanced our Fiscal Year 2014/15 shortfall 
that would leave a cash reserve balance of $1,384,000, as indicated in the current 
2014/15 Budget. 

Projecting forward, we can now adjust our cash reserve estimates by the following 
revenue changes: 

Estimating an increase of 2.5% property tax revenue each year. 
The County Assessor's 2014/15 adjusted property tax values, in which we now 
can expect an additional $42,000 each year collected as a result of the new 
assessments. 
An additional $50,000 the next two years from the school district. 

We also need to adjust the following changes in projected expenses: 

The cost of the new KPOA contract over the next 3 years. 
Plus estimating a possible 3% increase in salary increases for years 5 & 6. 
An across the board CPI increase 2.5% on all expenses. 
An estimated 5% increase on the cost of medical benefits each year. 

Finally, making the capital expense adjustment of not purchasing police vehicles in 3 
of the next 5 years as originally planned. 

The charts on the next two pages provides an estimate of revenue and expenses for 
the next five years. 
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Revenue 

Budget Year 2015/16 2016/17 2017/18 2018/19 2019/20 
401 Property Tax 1479198 1516178 1554082 1592934 1632757 

Homeowner Tax 13000 13000 13000 13000 13000 
402 Police Tax 680000 680000 680000 680000 680000 
404 Measure G 513979 526829 539999 553499 567336 
415 COPS Grant 100000 100000 100000 100000 100000 
418 Other Police Rev 22000 22000 22000 22000 22000 
424 Park O&M Assessment 33825 34671 35,538 36426 37337 
427 Community Center Rev 30000 30000 30000 30000 30000 
438 Other Park & Rec Rev 600 600 600 600 600 
448 Franchise Fess 42000 42000 42000 42000 42000 
458 WCCSD Reimbursement 25000 25000 0 0 0 

Total Revenue 2939602 2990278 3017219 3070459 3125030 

Expenses 

502 Police Salary 1055936 1100813 1147598 1182026 1217487 
504 Vacation/ Camp 9130 9518 9923 10221 10528 
506 Overtime 46688 48672 50741 52263 53,831 
516 Uniform Allowance 8000 8000 8000 8000 8000 
518 Safety Equipment 2500 2500 2500 2500 2500 

521A Medical-Active 199821 209812 220303 231318 242884 
521R Medical-Retired 142536 149663 157146 165003 173253 
521T Medical-Trust 50000 50000 50000 50000 50000 

522 Disabilty& Life Ins 5502 5777 6066 6369 6688 
523 Medicare 1.45% District 17469 18206 18975 19541 20123 
527 PERS District Portion 402806 412876 423198 433778 444622 
528 PERS Officers Portion 31678 0 -34428 -35461 -36525 

Sub-Total Police Sai&Ben 1972066 2015837 2060022 2125558 2193391 
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Budget Year 

508 Salary Non-Sworn 

524 Soc Sec 6.2% Non-Swo Dist 

601 Salary Park & Rec 

602 Custodian 

623 Soc Sec 7.65% District 

Sub-Toatal Non-Sworn 

530 Workers Comp Ins 

Total Salary & Benefits 

Other District Expenses 

Police 

Park & Rec 

District Administration 

Sub-Total 

Capital Exp 

Patrol Vehicle 

Community Center Remod 

Total Exp 

Total Projected Rev 

Total Exp 

Proj Surplus-Shortfall 

Beg Cash Reserves 

Proj Surplus-Shortfall 

Ending Cash Reserves 

2015/16 2016/17 
84971 88582 

6500 6777 

8093 8437 

23,603 24606 

619 645 

123786 129047 

51,250 52531 

2147102 2197415 

340519 349032 

91164 93443 

327000 340898 

2905785 2980788 

46000 

2905785 3026788 

2939602 2990278 

2905785 3026788 

33817 -36510 

1384000 1417817 
33817 -36510 

1417817 1381307 

2017/18 2018/19 2019/20 
92347 95117 97971 

7065 7276 7495 

8796 9060 9332 

25652 26422 27215 

673 693 714 

134533 138568 142727 

53845 55191 56570 

2248399 2319317 2392689 

357758 366702 375870 

95779 98173 100627 

349420 358156 367110 

3051356 3142348 3236296 

46000 

241500 

3292856 3188348 3236296 

3017219 3070459 3125030 

3292856 3188348 3236296 

-275637 -117889 -111266 

1381307 1105670 987781 
-275637 -117889 -111266 

1105670 987781 876515 



A summary of our estimated future cash reserves at the end of next five based on the 
above projections: 

2015/16 2016/17 2017/18 2018/19 2019/20 

Cash Reserve 1,384,000 1,417,817 1,381 ,307 1,105,670 987,781 
Est. Revenue 2,939,602 2,990,278 3,017,219 3,070,459 3,1 25,030 
Est. Expenses 2,905,785 3,026,788 3,292,856 3,188,348 3,236,296 
Surplus/Shortfall 33,817 (36,510) (275,637) (117,889) (111,266) 
Cash Reserve 1,417,817 1,381 ,307 1,105,670 987,781 876,515 

(In order to use the $158,000 we have available to us from the Measure WW Grant, 
we needed to use $241 ,500 of reserves in (or by) Fiscal Year 2017/18. While 
depleting the reserves, we however gained an additional $158,000 in grant funding, 
totaling $399,500 towards the remodel of the Community Center) 

How can we increase our cash reserves over this period of time? 

There are primarily two ways in which we can increase our reserves at the end of this 
five year period . 

The first would be to reduce the expense of legal fees from the current budgeted 
expense of $150,000 each year. So far this fiscal year, we are on budget to expense 
the $150,000 for legal fees. However, our current litigation is coming to a close, and 
unless another unexpected lawsuit is filed against us, we should be able to reduce our 
legal fee expenses during the next five years. By simply reducing our legal fee 
expenses by $25,000 each year, this would give us an additional $125,000 in cash 
reserves by the end of Fiscal 2020. 

The second would be to not immediately fill the next police officer position that opens 
up to benefit from a salary savings for a period of time. As mentioned to the Finance 
Committee, we expect at least two members of our department to retire within the next 
three to five years. 

Historically, the department has experienced an attrition rate of about 15% a year. So 
in order to help balance past budgets, an officer would not be hired immediately upon 
an opening , saving on salary and benefits for a period of several months. However, if 
the position were left vacant for too long, overtime costs would increase, as would 
time off requests and sick leave, causing staffing shortages resulting in increased 
response times, and officer safety issues. Additionally, you start to lose the cost 
savings of not hiring immediately after having an open position that you had gained. 

During the past three years, we have been fully staffed, and have not been able to 
benefit from leaving a position open for a short period of time. 
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With two members of the department retiring within the next 5 years, and by not 
immediately filling those positions for a period of three months, we could expect a 
salary and benefit savings of approximately $40,000 to $50,000 for each one. That 
would generate an additional $100,000 to the cash reserves by the end of Fiscal Year 
2020 without effecting police services too much. 

If we were to successfully implement the above two budget savings measures that 
would increase cash reserves by $225,000 for a cash reserve balance of $1 ,101,515 
at the end of Fiscal Year 2019/20. 

Kensington Park 

Community Center & Annex 

On June 3rct, Measure L (The Community Center Safety Project bond measure) lost in 
the election. This means that the Park Buildings Committee and the KPPCSD Board will 
need to re-group and determine how we will move forward with the repairs and upgrades 
to the Center. 

Park Repairs 

In November, the following repairs were made in the park in addition to our normal 
maintenance items: 

Drain installation to the rear of the Community Center, $980 

*Please note that most of the repairs that we make in the park are the result of 
vandalism. If you see vandalism being committed, please call the police department 
immediately. 

Fuel Reduction Project 

The Park & Recreation Committee has formed a sub-group and has called on citizen 
volunteers to begin a wild land fire fuels reduction project in the park. The group's first 
project area is the area surrounding the Community Center. The next round of cleanup 
dates will be continuing on Thursdays, during December, from 2 to 5 PM. 

Those wishing to volunteer for future projects can contact me for information on dates 
and projects scheduled. 

Emergency Preparedness 

The agenda and the minutes of the Public Safety Council posted are on the KPPCSD 
web page. 

On Thursday, November 6th, at ?PM, the KPSC hosted a "Reducing Fraud Risks 
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Workshop", at the Community Center. 

The next meeting of the Kensington Public Safety Council will take place Monday, 
December 8th, at 6:00 PM at the Community Center Room #3. 

Solid Waste & Recycling 

Great news! The KPPCSD Board voted to contract with Bay View at its November 131h 

meeting. Not only do we get to continue our great service with Bay View, we were able 
to avoid the costs of the request for proposal process. 

Please go to the District's website to view the new contract. 

Website 

The new and improved District website is up and running! 

We are continuing our efforts to post more documents and fine tune the site. 

The Board packets, monthly reports, minutes, recordings of the KPPCSD Board 
Meetings, and our Bay View - County Solid Waste contracts are available for review on 
our website at: www.kensingtoncalifornia.org 

Check it out! 
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DISTRICT - NEW BUSINESS Item #1 

Directors Chuck Toombs & Pat Gillette will present the 
proposed contract between the District and the 
Kensington Police Officer's Association. 

Board Action. 



Memo to: Kensington Police Protection and Community Services District Board 

From: Chuck Toombs, Director 

Re: Memorandum of Understanding between the Kensington Police Protection and Community 
Services District and Kensington Police Officers' Association Effective Date until June 30, 2018 
("MOU") 

Date: December 4, 2014 

Attached please find the following material for review and discuss ion at the upcoming District 
Board meeting regarding the proposed MOU as background for your consideration: 

1. Copy of draft MOU, as presented at the District Board meeting on November 13, 2014. 

2. KPOA 2014-2018 Proposed Contract overview, with a breakdown of the Cost of the 

Proposed POA Contract, also presented at the District Board meeting on November 13, 2014. In 
addition to other changes set forth therein, the District focused on negotiating pay raises which 
District employees would then be required to pay towards their share of pension costs. The 
District also focused on introducing a more robust vesting schedule for retiree health care 
benefits t hat require new hires to retire from the District w ith at least 5 years of District service 
and up to 20 years of PERS service with any agency including the District before becoming fu lly 
vested in the District's retiree health plan benefits. 

3. A copy of the Final Report captioned Tota l Compensation Study for the Kensington Police 
Protection and Community Services District, dated June 2013 (the "2013 Koff Report"). This was 
prepared as a privileged document and was never re leased to the KPOA or the public during 

negotiations with the KPOA as was the District's privilege. The District has decided to release 
this document now to the new Board and the public because it provides a comprehensive 

review of the decisions and ca lcu lations involving comparable pay for different agencies. 

The District used th is Report for purposes of correctly measuring the 2013-2014 raise 
negotiated with the KPOA. However t he 2013 Koff Report was not as useful for the current 

MOU primarily because it did not reflect current information by the time negot iations began. 
The District chose not to update it because the thrust of District negot iations was not over 
providing comparable sa lari es so much as it was to compel the KPOA to accept bargained for 
cost sharing towards pension benefit costs along with new and more aggressive vesting for 
retiree health plan benefit costs applicable to newly hired employees. 

The 2013 Koff Report is sti ll of some va lue because it reflects the many considerations that are 

necessary to accurately compare the tota l compensation fo r District po lice officers against the 
total compensation for other comparator agencies. We believe it will provide helpful context 
when considering police sa laries in genera l and total compensation in particular. 
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4. ·A document that I prepared with assistance from then Director Linda Lipscomb, captioned 
Comparison of Police Salary for Kensington and Similar Cities fina lized on December 3, 2014 
(the "Comparison"). This reflects my own individual research on how Kens ington's sa lary 
compares with sa laries paid to 5 comparator cities previously reviewed in the 2013 Koff Report 
and updated with my independent research based on access to the latest public records 
available for each comparator city. 

Please note that each comparator city provides for sa lary increases to the agency employees 
wh ich are coupled with employee give backs towards payment of the employee's share of 
pension costs. Please note further that Ca iPERS has revised the manner and method of how 
employers calculate their contributions to PERS; however calculation of the employee 
component remains unchanged and the employee's payment towards pension costs is st ill 
measured in terms of a percentage of the employee's sa lary. 

This document should give the Board an idea on how the District's base sa lary and pension give 
backs for its officers ranks in comparison with 5 of the comparator agencies. A quick review 
indicates that Kensington ranks down at the bottom of sa laries even with the give-backs. As 
noted, in each case, the agencies give raises to the employees who in turn pay the funds 
towards their share of pension costs. This is now the rule, rather than the exception as public 
agencies like Kensington move towards mandatory cost sharing for pension benefits with 
employees. 

5. Back up material with excerpts from different comparator MOU's and other comparator 
records used in computing t he information listed in the Comparison for review. 

You wi ll receive under separate cover a memorandum prepared by General Manager/Chief of 
Police Harman which details the f inancia l impact of the MOU on the District's planned 
spending over the next four years. 

Please carefu lly review this material and be prepared to discuss it in depth at the upcoming 
Board meeting. 

Thanks. 
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MEMORANDUM OF UNDERSTANDING 
Between 

KENSINGTON POLICE PROTECTION AND COMMUNITY SERVICES DISTRICT 

And 

KENSINGTON POLICE OFFICERS' ASSOCIATION 

Effective Date until June 30, 2018 

This Memorandum of Understanding is made and entered into on , 2014, 
between the Kensington Police Protection and Community Services District, Contra Costa 
County, Kensington, California, hereinafter referred to as "The District", and the Kensington 
Police Officers ' Association, hereinafter referred to as "The Association". It is the intent and 
purpose of this Memorandum to assure sound and mutually beneficial working and economic 
relations between the parties hereto. This Memorandum of Understanding will become effective 
immediately upon its ratification by the Association and the District (the "Effective Date"). 

ARTICLE I RECOGNITION 

The District agrees to recognize the Association as the majority representative of all police 
personnel excluding the Chief of Police, and agrees to meet and confer with the Association in 
all matters relating to wages, hours and other terms and conditions of employment. 

ARTICLE II RIGHTS 

A. District Rights Include: 

Except as othervvise provided in this Agreement, the rights of the District include, 
but are not limited to, the exclusive right to determine the mission of its 
constituent departments, commissions and boards; set standards of serv ice; 
detennine the procedures and standards of selection for employment and 
promotion; direct its employees; take disciplinary action; relieve its employees 
from duty because of lack of work, lack of sufficient financial resources, or for 
other business related reasons as determined in the sole discretion of the District; 
maintain the efficiency of government operation; determine the methods, means 
and personnel by which government operations are to be concluded; determine 
the content of job classifications; take all necessary actions to carry out its 
mission in emergencies; and exercise complete control and discretion over its 
organization and the technology of perfonni ng its work, including contracting of 
specified services. Nothing contained within this article is intended to, in any 
way, supersede or infringe upon the rights of the recognized employee 

Kensington Police Protection and Community Services District 
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organization as provided under state and federal law, including, but not limited to, 
California State Government Code Sections 3500 through 3510, inclusive. 

B. Association Rights Include: 

1. The Association's right to represent their members before the Board of 
Directors or advisory boards with regard to wages, hours and working 
conditions or other matters within the scope of representation. 

2. The right to be given reasonable written notice of any proposed ordinance, 
rule, resolution, regulation or amendment thereto relating to matters within 
the scope of representation. 

3. Employees represented by the Association shall be free to participate in 
Association activities without interference, intimidation or discrimination, 
in accordance with State Law and the Department's Rules & Regulations. 

ARTICLE III SCOPE OF AGREEMENT 

A. Conditions 

The terms of tlus Memorandum of Understanding are final. Except as otherwise 
provided herein, no changes or modifications shall be offered, or otherwise 
presented by the Association or the District for the duration of this agreement, 
provided, however, that nothing herein shall prevent the parties to this 
Memorandum of Understanding from meeting and conferring and making 
modifications herein by mutual consent. 

B. Procedure for Meet and Confer: 

The District, through its representatives, and representatives of the Association 
shall meet and confer in good faith regarding matters witrun the scope of this 
agreement. 

ARTICLE IV HEALTH PLAN BENEFITS/PENSION 

A. Health Plan Benefits 

Eligible Employees 

The District shall provide a health plan through the Public Employees' Retirement 
System Health Benefit Program. The District will pay the health care premiums 
at the rate for the Kaiser Bay Area HMO plan for the eligible employee and his or 
her eligible dependents. If the employee chooses a plan other than the Kaiser Bay 
Area HMO, the employee shall be solely responsible for all costs over the rate for 
the Kaiser Bay Area HMO plan. The District shall also provide and pay the 
premiums for a vision plan through VSP, and a dental plan through Delta Dental, 

Kensington Police Protection and Community Services District 
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maintaining the same benefit package as is currently agreed upon per previous 
contracts. The District will pay the premiums for the eligible employee and his or 
her eligible dependents. 

Eligible Retirees : 

The District will pay the health care premiums at the rate for the Kaiser Bay Area 
HMO plan for former employees who have retired and are eligible for retiree 
health benefits, and their eligible dependents. Employees and dependents become 
eligible for this coverage at retirement or disability retirement from the District 
and with appropriate service under PERS. If the retiree chooses a plan other than 
the Kaiser Bay Area HMO, the retiree shall be solely responsible for all costs over 
the rate for the Kaiser Bay Area HMO plan. To the extent required by the Public 
Employees' Medical and Hospital Care Act (PEMHCA), retirees may be required 
to apply for, enroll in, and pay the cost of Medicare. An eligible retiree who 
qualifies for and is eligible for Medicare, to the extent required by PEMHCA, will 
be enrolled in a CalPERS Medicare supplement plan, and the District will pay the 
Kaiser Bay Area HMO Medicare supplement rate in effect at the time (e.g., the 
Kaiser Permanente Senior Advantage rate) instead of the regular Kaiser Bay Area 
HMO rate. 

Employees (including their dependents) hired after the date of ratification of this 
agreement, or the date Section 22893 of the California Government Code 
becomes applicable to the District in accordance with CalPERS procedures, 
whichever is later, shall be eligible for retiree medical benefits under the 100/90 
fonnula as set forth in California Government Code Section 22893. 

B. Pension/ Retirement Plan 

Classic Member (Definition): "Classic Member" means an employee who first 
became a member of CalPERS, or another public retirement system that has 
reciprocity with CalPERS, before January 1, 2013, and who did not have a break 
in service of more than six months before returning to membership in CalPERS 
with a new employer. 

No Change to Classic Members: Three Percent (3%) at Age 50 CalPERS PLAN. 

To Lnclude: One Year Final Compensation 0 l/06/93 
1959 Survivor Benefit 09/01 /79 
Inc. 59 Survivor Benefit 07/04/80 

Pension Cost Sharing under AB 340 (PEPRA), as amended: Per this 
Memorandum of Understanding; 

Beginning with the first full pay period after ratification of this agreement by the 
Association and the District, the employee rate of contribution for Classic 

Kensington Police Protection and Community Services District 
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Members will be 9%. The District will pay 667)% of each Classic Member's 
employee contributions as Employer-Paid Member Contributions ("EPMC"). 

Beginning with the first full pay period after July 1, 2015, the employee rate of 
contribution for Classic Members will be 9%. The District will pay 33Y3% of each 
Classic Member's employee contributions as EPMC. 

Beginning with the first full pay period after July 1, 2016, the employee rate of 
contribution for Classic Members will be 9%, The District will not pay any 
p01tion of Classic Members' employee contributions as EPMC. 

Beginning with the first full pay period after July 1, 2017, Classic Members must 
contribute 50% of the normal cost of pension benefits, as defined by CalPERS, or 
12% of reportable compensation, whichever is less. The District will not pay any 
portion of the Classic Members' employee contributions as EPMC. 

The District shall adopt and file with CalPERS a resolution providing that 
employee pension contributions will be picked up by the District under section 
414(h)(2) of the Internal Revenue Code. 

New Member: "New Member" means an employee who first becomes a member 
of CalPERS on or after January 1, 20 13, and who was not a member of another 
public retirement system that has reciprocity with CalPERS before that date, or, if 
he or she was a member of CalPERS, or another public retirement system that has 
reciprocity with CalPERS, before that date, returned to CalPERS membership 
with a new employer after a break in service of more than a six months. 

Pension Plan: CalPERS Option Plan Two; 2.7% at Age 57. 

Final compensation for New Members shall be the average of the pensionable 
compensation earned during the 36-consecutive month period of employment that 
produces the highest average. 

Pension Cost Sharing under AB 340: New Members must contribute 50% of the 
normal cost of pension benefits, as defined by CalPERS, with no cap in place as 
for Classic Members. AB 340 (PEPRA), as amended, prohibits the employer 
from paying this contribution on the employee's behalf (Govt. Code Sect. 
7522.30(c)). 

The District shall adopt and fil e with CalPERS a resolution providing that 
employee pension contlibutions will be picked up by the Distlict under section 
414(h)(2) of the Internal Revenue Code. 

C. Life Insurance 

Kensington Police Protection and Community Services District 
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The District shall reimburse each officer each year of this agreement in an amount 
up to but not to exceed Two Hundred Dollars ($200.00) upon proof of purchase of 
a minimum $100,000 term life insurance for the officer. 

D. Disability Insurance 

The District agrees to provide disability benefits through California Law 
Enforcement Association (CLEA) "Plan A" or Police Officers Research 
Association of California (PORAC) "Premier Plus" plan. The District shall 
increase each members' base pay by the cost of the of the plan premium. The 
employee shall pay the premium for the plan through payroll deduction. 

E. Deferred Compensation 

The District has established a Deferred Compensation Plan to be made available 
to all eligible district employees pursuant to Federal legislation permitting such 
plans. Employees can invest portions of their current income to meet their future 
financial requirements and supplement their District retirement, at no cost to the 
District. 

F. Contra Costa County Employees' Federal Credit Union 

Optional participation by payroll deduction at no cost to the District. 

ARTICLE V SICK LEAVE 

A. Accrual 

All employees shall accrue sick leave at the rate of ten ( 1 0) hours for each 
calendar month that the employee has worked. Employees may accumulate an 
unlimited amount of sick leave. A medical professional 's note is required for any 
period of sick leave that exceeds three (3) consecutive days. 

B. Termination of Sick Leave 

If an employee has accumulated and unused sick leave at the time of tetmination, 
resignation, or retirement, he or she shall not be eligib le for a cash payout for that 
sick leave time. However, retirement credit for any such accumulated and unused 
sick leave may be allowed per CalPERS agreement in effect at the time of the 
employee's retirement or resignation. 

C. Family Sick Leave 

Employees may utilize up to 60 hours of accrued sick leave per year for illness or 
injury to members of their immediate family as defined by California Labor Code 
233. Additional family sick leave may be granted at the discretion of the Chief of 
Police. 

Kensington Police Protection and Community Services District 
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ARTICLE VI VACATION AND LEAVES OF ABSENCE 

A. Eligibility 

All personnel shall be eligible to take paid vacation leave at the end of 
twelve (12) months of continuous service. An employee may request to be 
allowed to take 52 hours of vacation upon completion of continuous service for 
six (6) months. Such a request must be made in writing and submitted to the 
Chief of Police, and may be granted at the Chief's discretion. 

B. Vacation Accrual 

c. 

Accrued vacation time shall be posted monthly. Employees shall receive a total 
of 104 hours (13 days) of accrued vacation time upon completion of the first year. 
Except as modified by Paragraph C, accrued vacation time shall be determined 
according to the Vacation Accrual Schedule below. 

Year(s) ofService Total Yearly Hourly Accrual Accrued Hours Per Month 
1 104 8.67 
2 11 2 9.33 
3 120 10.00 
4 128 10.67 
5 136 11.33 
6 144 12.00 
7 152 12.67 
8 160 13.33 
9 160 13.33 
10 168 14.00 
11 168 14.00 
12 176 14.67 
13 176 14.67 
14 184 15.33 
15 184 15.33 
16 192 16.00 
17 192 16.00 
18 200 16.67 
19 200 16.67 
20 208 17.33 

Use of Vacation : 

1. Workweek Vacation Sign Up - Employees are to sign up for their yearly­
allotted vacation time by January 31 in the order of their seniority. 
(Signup sheet to be posted on or around December 15.) Not to include 
single day vacation requests, employees must sign up for a minimum of 
one (1) workweek per vacation selection. Employees shall have the option 
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to pass on one or both selections. Vacation period runs from February 1 
through January 3 1. 

2. Single Day Vacations - Employees are allowed one single day vacation 
per shift page. Request must be turned in a minimum of 72 hours prior to 
the vacation day and are not to be used during the fo llowing holidays: 
Christmas, New Year's Day and Thanksgiving Day. Note: If two (2) or 
more employees are away, either on vacation, sick or school, single 
vacation days shall be allowed only if it does not incur overtime or present 
an undue hardship to the department. 

3. Remaining Vacations Days - Upon completion of the initial posting of 
vacations, employees may sign up for additional vacation time on a first 
come first serve basis. Additional vacation day requests shall be allowed 
at the discretion of the Chief of Police. It shall be the policy of the 
department not to cancel days off during the above mentioned holidays to 
allow additional vacation day requests. 

4. Vacation Accrual Limit- Employees shall be allowed up accrue up to 200 
hours of vacation. Once that amount of vacation has accrued, however, no 
further vacation shall accrue until the employee's balance is reduced 
below 200 hours tlu·ough the use of vacation leave. Current employees 
may retain any vacation accrued as of the Effective Date of this contract 
without having such accrual counted as part of the 200 hour accrual limit. 

5. Number of Employees on Vacation - One officer, corporal or sergeant 
allowed off per team, when at full strength, a maximum of two (2) officers 
or two (2) corporals or two (2) sergeants may be off on vacation per 
workday. Department will make every effort to allow assigned vacations 
when not at full strength. The Chief of Police has the authority to change 
the number of employees allowed if circumstances warrant it. 

6. Vacation at Tennination - Employees leaving the district with accrued 
vacation leave shall be paid the amount of accrued vacation to the date of 
tennination. Payment for accrued Vacation shall be at the employee's 
current rate of pay. 

7. Effect of Extended Military Leave - An employee who interrupts his or 
her service because of extended military leave shall be compensated for 
accrued vacation at the time the leave becomes effective. 

8. Sick Leave During Vacation - Vacation leave may be converted to sick 
leave, subject to the review and approval of the Chief of Police, if an 
employee is injured or sick dUiing his or her vacation for a period in 
excess of twenty-fo ur (24) hours. 

Kensington Police Protection and Community Se rvices Distr ict 
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9. Transfer of Vacation Time to Bereavement Leave - Vacation leave may be 
converted to bereavement leave, subject to the review and approval of the 
Chief of Pol ice, if a death or anticipated death in the immediate fami ly of 
an employee occurs during that employee's vacation period. 

10. Leaves of Absence - The Board of Directors has the power to grant leaves 
of absence with or without pay. The decision is normally based upon the 
recommendation of the Chief of Police. The Chief of Police has the 
authority to grant leaves of absence not to exceed three (3) days. 

11 . Bereavement/Emergency Leave of Absence 

a. Time off, consisting of 40 hours with pay, may be granted to any 
employee in the event of the death of a member of the employees' 
immediate family. One day of death leave for deaths occurring to 
persons not in the immediate family may also be granted at the 
discretion of Chief of Police. 

b. In addition to the 40 hours, additional hours may be granted at the 
discretion of the Chief of Police, 

c. Bereavement leave shall not be charged against either vacation or 
sick leave accumulation. 

d. The Chief of Police shall be notified as soon as possible of any 
event requiring an emergency leave of absence. 

e. Definition of Family 

For the purpose of bereavement or emergency leaves of absence, family 
as, used herein shall be constmed as being the following relatives of the 
employee: 

Spouse Brother Mother-in-law Step Child 

Child Sister Father-in- law Step Sibling 

Mother Grandmother Sister-in-law Step Parent 

Father Grandfather Brother-in-law Step Grandparent 

ARTICLE VII SALARIES 

The Board of Directors provides that an employee must be paid a salary within the range 
established for his or her classification. 

Kensington Police Protection and Community Services District 
Policy #2020 - "Memorandum of Understanding with KPOA" 
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EFFECTIVE with the first full pay period after ratification of this agreement by the Association 
and the District, the District and the Association agree the District will compensate all members 
of the Association as follows: 

Year One of the contract tenn (Effective Date-June 30, 20 15), the District agrees to increase 
salaries 3.75%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective beginning with the first full pay period after ratification of this agreement by the 
Association and the District, through the first pay period ending after June 30, 20 15, shall be: 

~ Step 2 Step 3 Step 4 Step 5 

Master Sergeant $8, 136.56 $8,380.66 ------------ ------------ ------------
Sergeant $7,090.87 $7,374.50 $7,595.73 $7,899.58 ------------
Corporal $7,028.04 ------------ ------------ ------------ -------·-----

Officer $5,557. 15 $5,862.80 $6, 185.25 $6,525.44 $6,890.22 

Year Two of the contract tenn (July 1, 2015-Jun 30, 2016), the District agrees to increase 
salaries 3.75%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective beginning with the first full pay period after July 1, 2015 through the first pay period 
ending after June 30, 2016, shall be: 

~ Step 2 Step 3 Step 4 Step 5 

Master Sergeant $8,441.68 $8,694.93 ------------ ------------ ------------
Sergeant $7,356.78 $7,65 1.04 $7,880.57 $8, 195.81 ------------
Corporal $7,29 1.59 ------------ ------------ ------------ ------------

Officer $5,765.54 $6,082.66 $6,417.20 $6,770.14 $7, 148.60 

Year Three of the contract term (July 1, 20 16-June 30, 20 17), the District agrees to increase 
salaries 4.25%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective beginning with the first full pay period after July 1, 2016 through the first pay period 
ending after June 30, 2017, shall be: 

Master Sergeant 

Sergeant 

Corporal 

Officer 

~ Step 2 Step 3 

$8,800.45 $9,064.46 ------------
$7,669.44 $7,976.2 1 $8,215.49 

$7,601.48 ------------ ------------
$6,0 10.58 $6,341.17 $6,689.93 

Kensington Police Protection and Community Services District 
Policy #2020 - "Memorandum of Understanding with KPOA" 

Step 4 Step 5 

------------ ------------
$8,544.13 ------------

------------ ------------
$7,057.87 $7,452.42 

9 

10191002.5 



Year Four of the contract term (July 1, 2017-June 30, 2018), the District agrees to increase 
salaries 4.25%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective with the first full pay period after July 1, 2017 through the first pay period ending after 
June 30, 201 8, shall be: 

Step 1 Step 2 Step 3 Step 4 Step 5 

Master Sergeant $9,174.47 $9,449.70 ------------ ------------ ------------
Sergeant $7,995.39 $8,3 15.20 $8,564.65 $8,907.26 ------------
Corporal $7,924.54 ------------ ------------ ------------ ------------
Officer $6,266.03 $6,610.67 $6,974.25 $7,357.83 $7,769.15 

A. Step Increases 

1. Classification - Police Officers 

a. Step One: Minimum hiring rate. 

b. Step Two: Employees shall be eligible for advancement to Step 
Two upon completion of twelve, ( 12) months employment, 
affinnation by the Chief of Police that there has been satisfactory 
growth in the service value of the employee. 

c. Additional Steps: Employees shall be eligible for advancement to 
additional steps upon completion of one year at the previous step , 
affinnation by the Chief of Police that there has been satisfactory 
growth in the service value of the employee. 

2. Classification - Sergeants 

a. Step One: Minimum hiring rate, 

b. Steps Two: through Step four: Employees shall be eligible for 
advancement to the next higher Step upon completion of twelve 
( 12) months employment in grade, affirmation by the Chief of 
Police that there has been satisfactory growth in the service value 
of the employee. 

B. Hourly Rate of Pay 

The hourly rate shall be calculated by multiplying the monthly salary by twelve 
(12) and dividing by the total number of working hours per year, which by 
convention is 2080. 

ARTICLE VIII OVERTrME 

Kensington Police Protection and Community Services District 
Policy #2020 - "Memorandum of Understanding with KPOA" 
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A. Overtime Policy - Definition 

Overtime work for all employees, except as otherwise provided, shall be defined 
as any time worked beyond the nonnal working day or shift, or beyond the 
normal working week. Time worked in excess of the basic workweek because of 
changes in days off or shifts shall not be considered overtime. Except as 
otherwise provided herein, overtime shall commence at the time an employee 
reaches the place where he or she is directed to report and shall continue until he 
or she is released or the work is completed, whichever is the earlier. 
Compensation for overtime shall be at one and a half the current rate of pay. 

B. Compensatory Time Policy- Defined 

Compensation for overtime hours worked shall be paid at one and one-half times 
the employee's basic hourly salary every pay period. Compensatory time off at 
the rate of one and one-half times the number of hours worked may be accrued at 
the employees' written request in lieu of time and one-half pay. 

Compensatory time off may be requested and taken, as long as it does not cause 
overtime. 

Employees shall be allowed to cash in compensation time three (3) specific times 
per year, with a maximum cash-in for forty (40) hours each date. Employees will 
be allowed to hold a maximum of one hundred (1 00) hours on the books. The 
specific dates are: 

July 1, November 1, and March 1 

C. Reimbursement for Meals 

District agrees to reimburse members of the Association for up to two (2) meals 
per month at a cost not to exceed ten ( l 0) dollars per meal when they work over 
twelve (12) hours during a single shift. 

D. Minimum Call-Out Compensation 

Employees who are called out to perfonn unscheduled work shall be compensated 
for a minimum of three (3) hours work at the time and one-half rate. 

E. Non Call-Out Overtime 

Non Call-Out overtime, or that overtime which represents a simple extension of, 
the normal workday, is not subject to any minimum period for pay purposes. 
Compensation will be based on the nearest one-half hour, to be rounded off; 
except that overtime worked dllling the first one-half hour following a normal 
shift shall be compensated by a minimum of one-half hour overtime. 

Kensington Police Protection and Community Services District 
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F. Appearances in Court 

Officers directed to appear in court outside of normal shift hours shall receive a 
minimum of four ( 4) hours overtime. Court time exceeding the minimum four ( 4) 
hours shall be granted on an hour 'by hour basis, unless part of normal shift. 

G. Call-Out Standby 

When any employee is placed on standby by the Police Department or any related 
department in regards to official police duties, the employee shall receive the 
minimum of two (2) hours overtime (time and a half). 

ARTICLE IX EDUCATION I LONGEVITY BENEFITS 

A. Education Incentive Program 

A monthly incentive payment of fi ve percent (5%) of their base salary shall be 
paid to qualified personnel , who have obtained an Intennediate Post Certificate, 

An additional monthly incentive payment of two and one-half percent (2.5%) of 
their base salary shall be paid to qualified personnel who obtain an Advanced 
POST Certificate. 

B. Tuition Refund Plan 

The District establishes an education pool each Fiscal Year; individual employees 
shall have the opportunity to draw from this pool to a maximum of five hundred 
dollars ($500.00) per year. The money shall, be used for tuition, books, materials 
and supplies. Employees shall be working towards a degree, POST Certificate or 
taking a class that benefits the District and must complete the course with a 
passing grade. Employees are not eligible for the benefits set forth in this Section 
B until they have completed two years of service with the District as full time 
officers and only if they are working full time at the time they seek to utilize these 
benefits. The Chief, in his sole discretion, will be allowed to grant an exception 
from this policy. 

Employees failing to complete the course or failing to receive a passing grade 
shall reimburse the District the amount paid in full. 

C. Training . 

Training shall be provided as mandated by the State of California, at a minimum. 

D. Longevity lncentive Benefit 

The District agrees to provide Longevity Incenti ve to each member of the 
Association. There will be an annual bonus of one hundred dollars ($1 00.00) for 

Kensington Police Protection and Commun ity Services District 
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each year of service with the District, beginning with the 1Oth year of service, to 
be paid every year at the end of the first pay period in December. 

ARTICLE X CLOTHING ALLOW ANCE,/SAFETY EQUIPMENT 

A. Installments - Amount 

The District shall provide a clothing allowance in the amount of eight hundred 
dollars ($800.00) per year, to be paid in twenty-four (24) installments of $33.33. 

B. Damaged Uniforms 

It is the policy of the District to pay for the cost of repairing and/or rep lacing 
uniforms that are damaged in the line of duty. 

C. Safety Equipment 

The District shall purchase body armor vests for all officers pursuant to 
Kensington Police Depatiment Policy # 1024.3. Once issued, body annor vests 
are to be worn pursuant to Kensington Police Department Policy # 1 024. 1 through 
1024.3 .3. 

The District also agrees to reimburse members of the Association for safety 
equipment up to two hundred and fifty dollars ($250.00) per year each year the 
officer is employed under this contract. Unused reimbursement funds may be 
rolled over by individual officers to the following year for the life of the contract, 
not to exceed one thousand dollars ($1 ,000.00). The Chief of Police shall review 
and approve all purchases of safety equipment for which the officer seeks 
reimbursement before such items are purchased. 

ARTICLE XI HOLIDAY PAY 

A. Holidays 

Employees are paid for the following thirteen (13) Holidays: New Year's Day, 
Martin Luther King's Birthday, Lincoln's Birthday, President's Day, Memorial 
Day, Independence Day, Labor Day, Admission Day, Columbus Day, Veteran's 
Day, Thanksgiving Day and day after and Christmas. Employees shall also 
receive pay for their bitihdays. Employees are not entitled to any extra 
compensation if they are required to work on these days. 

ARTICLE XII PERSONNEL ACTIONS 

A. Authority 

The infonnation contained in the Kensington Police Depmi ment Policy Manual is 
furnished to acquaint officers wi th some of the more important personnel policies 
and practices pertaining to employment with the Kensington Police Department. 

Kensington Police Protection and Community Services District 
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Although not presented in the form of regulations, each of the subjects covered in 
subsequent paragraphs has substantive authority in the powers granted to the 
Board of Directors or the Chief of Police by special laws of the State of 
California. 

B. Definition of Just Cause 

Just cause for employment actions, up to and including termination, shall include, 
but not be limited to the following: Failure of an employee either wi llfully, or 
through negligence or incompetence, to perform the duties of his or her rank or 
assignment, or violation by an employee of any police policies or order, or 
instruction having the effect of a policy or order. 

C. Discharge 

The Chief of Police may discharge an employee for just cause. Any employee 
who has been discharged is entitled to receive a written statement of reasons for 
such action and shall have ten ( l 0) days in which to respond. 

D. Suspension 

An employee may be suspended from his or her position by the Chief of Police at 
any time for a disciplinary purpose, or for other just cause. Suspension without 
pay cannot exceed thirty (30) days per occurrence. 

A Master Sergeant or Sergeant, may for the good of the service, detach an 
employee from active duty, require that the employee relinquish his or her badge 
and other official police credentials, and assign the employee to remain at his or 
her home pending action by the Chief of Police at the earliest practical moment. 

E. Demotion 

The Chief of Police can demote an employee whose abi lity to perfonn required 
duties fall s below standard or for disciplinary purposes. Notice of the demotion 
must be given the employee no later than two (2) weeks prior to the effective date 
of demotion. 

F. Reduction in Departmental Seniority 

The Chief of Police can reduce an employee in departmental semonty with 
attendant loss of privileges normally determined by such seniority and by such 
seniority and as outlined elsewhere this Memorandum. 

G. Right of Appeal to Matters Not Involving Discipline 

An employee has the right to appeal to the Board of Directors relative to any 
si tuation affecting his or her employment status or conditions of employment, 

Kensington Police Protection and Community Services District 
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except in those cases involving a general plan affecting the department as a 
whole, pursuant to Kensington Police Department Policy Manual # l 006. 

H. Right of Appeal to Matters Involving Discipline 

The probationary petiod for the original appointment of employees shall be for a 
period of eighteen (l8) months. Individual probationary periods may be extended 
upon decision of the Chief of Police. Consistent with Kensington Police 
Department Policy Manual #340.9, during the probationary period, an employee 
may be terminated or otherwise rejected with or without cause, at any time, 
without right of appeal. 

After the probationary period, any employee challenging discipline shall have the 
option of choosing between the dispute-resolution provisions of Kensington 
Police Department Policy Manual #1 006, or in addition to the grievance 
procedure and after it is exhausted, requesting an evidentiary hearing to the Board 
of Directors. Any employee who wishes to preserve the right of appeal and 
request an evidentiary hearing must within twenty (20) days of the date of a 
Notice of Discipline, submit in writing to the Chief of Police a separate written 
statement indicating that he or she wishes a hearing before the Board of Directors 
consistent with due process rights and the Public Safety Officers Procedural Bill 
of Rights Act. Each party shall bear the cost of its own presentation, including 
preparation and post-hearing briefs, if any. 

Any grievance not fil ed or appealed within the time limits specified shall be 
considered settled on the basis of the last disposition given. The time lines 
contained in this Article XII Personnel Actions and Policy l 006 may be waived 
for a specific time period at any step with the mutual agreement of the patiies. 

ARTICLE XIII NO UNLAWFUL DISCRlL\IIINATION 

No employee shall be demoted or dismissed, or in any way unlawfully discriminated against 
because of race, color, religion, creed, sex, pregnancy, childbirth or related medical condition, 
ancestry, citizenship, national origin, age, marital status, sexual orientation, physical or mental 
disability, medical condition or any other characteristic protected by federal, state, or local law. 

Neither the District nor the Association shall interfere with, intimidate, restrain, coerce or 
discriminate against employees because of the exercised of their rights to engage or not to 
engage in any activities pursuant to Section 3500, et seq., of the Government Code. 

Kensington Police Protection and Community Services District 
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ARTICLE XIV SCOPE AND SEVERABILITY 

It is mutually agreed that ratifi cation and approval of this Memorandum of Understanding 
relieves the Association and the District of any and all further obligation to meet and confer 
pursuant to Section 3500, et seq., of the California Government Code for the period covered by 
the Memorandum of Understanding. Meet and confer sessions may, however, be reopened 
during the life of the Memorandum of Understanding by mutual consent of the Association and 
the District. 

In case of material conflict between this Agreement and the approved District policies and 
procedures, the provisions of the Agreement shall govern. 

If any portion of this Memorandum of Understanding is declared null and void by superseding 
Federal or State Law, the balance of the Memorandum of Understanding shall continue in full 
force and effect, and the parties hereto shall commence negotiations to ensure that the 
superseded portion shall be rewritten to conform as closely as possible to the original intent. 

ARTICLE XV DURATION 

This agreement shall be in full force and effect from the Effective Date through June 30, 20 18. 

Kensington Police Protection & 
Community Services District 
Board of Directors 

Len Welsh, Board President 

REV: October 28, 20 14 

By Gregory E. Hannan 
General Manager I Chief of Police 

Kensington Police Officers 
Association Representatives 

Keith Barrow, KPOA President 
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KPOA 2014-2018 PROPOSED CONTRACT 

WHAT IS THE LAW? 

The law requires us to bargain in good faith with our police force over terms, 

conditions and privileges of employment. We must engage in the collective 

bargaining process on every issue that impacts the work performed, the 

compensation for that work, and issues that arise in the workplace regarding that 

work. 

We are also regulated by laws and regulations relating to PERS and by how the 

courts have interpreted these legal authorities. These laws impact what we are 

allowed to change in the contract, particularly relating to health benefits and 

retirement benefits. 

WHAT WAS THE PROCESS WE FOLLOWED? 

• Reviewed the previous contract. 

• Met several times with policies officers. 

• Took direction on negotiating points from entire Board . 

WHAT WERE OUR GOALS AND RESTRICTIONS? 

• Keep our local police department. Pay our police at a fair and 

competitive rate- aiming to the median in salaries and benefits. 

• Provide contract terms and conditions that are competitive with other 

agencies and that will continue to attract high caliber peace officers, 

while retaining the current police officers. 

• Current budget restrictions. 

• Future burdens on District. 
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WHAT WERE THE PRIMARY ISSUES IN THE NEGOTIATION? 

• Contributions toward health benefits and vesting in retiree health 

benefits: 

o Legallimitations. 

o Retiree issues. 

• Phase out of Employer Paid Member Contributions ("EPMC's")- the 

portion of CaiPERS member contributions paid by the District- shifting 

District paid employee pension costs to the police officers. 

• Appropriate salary increases. 

• Redrafting of ambiguous and confusing contract language. 

HOW DID WE ARRIVE AT THE FINANCIAL TERMS? 

• We want to pay our officers fairly and within our budget constraints 

o Last year the officers received a 3% increase. 

o Prior to that, the officers had not had a pay increase since their 

contract ending in June 2010. 

• The proposed pay increase is coupled with a phased reduction in the 

portion of the member contributions paid by the District to CaiPERS 

for classic members (i.e., officers who became a member of CaiPERS 

before January 1, 2013 and who have a 3% at 50 retirement benefit): 

o In year 1, the officers will receive a 3. 75% pay increase, but 

they will pay 3% of pay as a member contribution to CaiPERS 

for a net increase in pay of .75%. 

o In year 2, the officers will receive a 3.75% pay increase, but 

they will pay an additional 3% of pay as a member contribution 

to CaiPERS, a net pay increase of .75%. 

o In year 3, the officers will receive a 4.25% pay increase, but 

they will pay an additional 3% of pay as a member contribution 

to CaiPERS, a net pay increase of 1.25%. 

o In year 4, the officers will receive a 4.25% pay increase, but 

they will be req~ired to contribute 50% of the normal cost rate 
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-the present value of projected benefits for the current year of 

service expressed as a percentage of payroll- up to 12% of 

reportable compensation . The current normal cost is around 

27% so their year 4 contribution would be 12% of CaiPERS 

reportable compensation, requiring them to pay an additional 

3% of pay as a member contribution to CaiPERS and they 

would receive an estimated net pay increase of 1.25%: 

• Over the 4 years of the MOU, the officers will receive a 

gross pay increase of 16% but will be required to 

contribute an estimated 12% of pay as member 

contributions to CaiPERS. 

• The net cost to the district over the entire four years is 

projected at $233,451. 

• These financial terms will go into effect as of January 

2015 once the District has filed necessary enabling 

resolutions with CalPERS. 

• New Members (i.e., generally any officer who first becomes a 
member of PERSon or after January 1, 2013) will get the same pay 
increases, but will have their CaiPERS pension benefits determined in 
accordance with the California Public Employees' Pension Reform Act 
of 2013 ("PEPRA"}, with a new benefit tier of 2.7% at 57 based on 
three-year highest average pay, limits on and a new definition of 
pensionable compensation, and member contributions equal to 50% 
of the normal cost of pension benefits, with no cap. 

WHY AREN'T WE PROPOSING THAT THE OFFICERS CONTRIBUTE TOWARD THEIR 

HEALTH PAYMENTS? 

• There is great uncertainty about the impact of the Affordable Care 

Act on health care premiums-no one is able to predict how that Act 

will impact premium costs. 

• We have determined that it is not advisable to try to change the 

existing benefits plan and method of payment for current employees 

and retirees because such a change could give rise to legal challenges 
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' 
against the District that such a change impairs legally vested rights 

that current employees and retirees may have in their existing retiree 

health care benefits. 

• Further, changes contemplated to the current benefit plan would 

have likely required that the District withdraw from the Public 

Employees' Medical and Hospital Care Act ("PEMHCA") benefits plan 

and establish its own plan, adding complexity and potentially 

additional costs to the mix and legal uncertainty over whether such 

changes can be made. 

WHAT IS THE STATUS OF THE RETIREE MEDICAL BENEFITS? 

• Current law under PEMHCA limits our options. 

• Current retirees may have a legally vested right to the medical 

benefits they have now and we realistically cannot change them 

without risk of a vested-rights challenge. 

• Current officers may have a legally vested right to retiree health 

benefits without any vesting schedule for District contributions under 

a resolution implemented under PEMHCA by the District in 1987. 

• Under this contract, employees hired after the date of this contract 

will be required to work five years for the District before qualifying 

for any District contribution for retiree health benefits and they must 

retire from the District. They must also have completed 10 years of 

CaiPERS service to become 50% vested in the District contribution for 

retiree health benefits, with the vested percentage in the District 

contribution for retiree health benefit increasing ratably so that after 

· 20 years of PERS service they will be 100% vested in the District 

contribution for retiree health benefits. 

ARE THERE ANY OTHER SIGNIFICANT CHANGES IN THE CONTRACT? 

We spent time cleaning up ambiguous language regarding vacations, sick time, 

disciplinary processes, and equipment provisions including provision of 
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mandatory safety vests for all officers. This is important to ensure that everyone 

knows exactly what is meant by the terms of the contract. 
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Net Cost of the Proposed POA Contract 

The "Net Cost to the District over the entire four years is projected at $233,451." 

The question is how is this $233,451 ca lculated? 

First, currently for every dollar in s~lary paid, the District has to pay CaiPERS $.383 for the District's 

portion of the officer's pension benefit and the District also pays the officer's 9% ($.09) contribution of 

the pension benefit. So for every dollar in sa lary paid, the District has an additional expense of $.473. 

The District's portion of this pension cost goes up each year depending on Ca iPERS calculations. Debbie 

Russell, our accountant, used the following percentages for her calculations; 38.3%, 40%, 42%, and 44%. 

(Please remember that the officer's portion paid by the District stays at 9% each year.) 

Additionally, the officers also have step increases each year until they reach top step in salary. 

Now if there was no salary increase for the next four years, and the District paid the District's CaiPERS 

percentage and paid the officer's percentage, the total cost of salary and pension benefit funding would 

be $5,014,022. 

In Years 1 & 2 of the proposed contract, there is a 3.75% increase in salary each yea r, with the officers 

buy back of their pension benefit of 3% Year 1 and 6% Year 2. In Years 3 & 4 of the proposed contract, 

there is a 4.25% increase in salary each year, with the officers buy back of the pension benefit of 9% 

Year 3 and 12% Year 4. 

In Year 1 through 4 of the proposed contract, the breakdown is as follows; 

Salary District PERS Officers PERS Officers Buy Back Total 

(No Inc $823,562 $315,424 $74,121 -0 $1,213,107) 

YR 1 $862,151 $330,204 $77,594 -$25,865 $1,244,084 

YR 2 $898,933 $359,573 $80,904 -$53,936 $1,285,474 

YR 3 $937,725 $393,845 $84,395 -$84,395 $1,331,570 

YR4 $983,223 $432,618 $88,490 -$117,987 $1,386,345 

$3,682,032 $1,516,240 $331,383 -$282,193 $5,247,473 

Cost of Salary and PERS with no increases in salary and no officer buy back -$5,014,022 

Net Cost of the proposed contract $233,451 
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June 6, 2013 

Mr. Kurt Franklin 
Hanson Bridgett LLP 
425 Market Street, 26th Floor 
San Francisco, CA 94105 

Dear Mr. Franklin: 

Koff & Associates, Inc. is pleased to present the total compensation final report for the 
study of the Police Officer and Police Sergeant classifications at the Kensington Police 
Protection and Community Services District. This report documents the total 
compensation study process and provides findings and recommendations. 

We would like to thank you for your assistance and cooperation, without which this study 
could not have been brought to its successful completion. We created a compensation 
plan that, when finally implemented, will bring the District's compensation program into 
an externally competitive and internally equitable status. 

We will be glad to answer any questions or clarify any points as you are implementing 
the findings and recommendations. It was a pleasure working with the District and we 
look forward to future opportunities to provide you with professional assistance. 

Very truly yours, 

Georg S. Krammer 
Chief Executive Officer 
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BACKGROUND 

PRIVILEGED AND CONFIDENTIAL 

FINAL REPORT 

TOTAL COMPENSATION STUDY 
FOR THE 

KENSINGTON POLICE PROTECTION 
AND COMMUNITY SERVICES DISTRICT 

In April 2013, the Kensington Police Protection and Community Services District ("District") 
contracted with Koff & Associates, Inc. to conduct a comprehensive total compensation study 
for two (2) of the District's classifications: Police Officer and Police Sergeant. All compensation 
findings and implementation recommendations are documented in this report. 

This compensation review process was precipitated by the Board of Directors' decision that a 
compensation study should be conducted in order to understand whether the District's position to 
its labor market has changed significantly since the last compensation study and to prepare for 
negotiations with the POA. 

STUDY PROCESS 

I Benchmarking Classifications 

The study included two (2) classifications to externally review: Police Officer and Police 
Sergeant. When we contact the comparator agencies to identify possible matches for each of the 
benchmarked classifications, there is an assumption that we will not be able to find comparators 
that are 100% equivalent to the classifications at the District. Therefore, we do not just go by job 
titles, which can often be misleading, but we analyze each class description before we consider it 
as a match. Our methodology is to analyze each class description according to various factors 
and we require that a position's "likeness" be at approximately 70% of the matched position to 
be included. Factors that we consider include: 

~ Education and experience requirements; 
~ Knowledge and skill required to perform the work; 
~ The scope and complexity of the work; 
~ The authority delegated to make decisions and take action; 
~ The responsibility for the work of others, program administration, and budget dollars; 
~ Problem solving/ingenuity; 
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}:> Contacts with others (both inside and outside of the organization); 
}:> Consequences of action and decisions; and 
}:> Working conditions. 

These factors were used in determining appropriate external market comparisons as well as 
providing the basis for the findings and recommendations outlined in this report. 

I Benchmarking Comparator Agencies 

The second, most important step in conducting a market salary study is the determination of 
appropriate agencies for comparison. For the purposes of this study, we used the same 
comparator agencies used in the total compensation study conducted in 2010, except as noted 
below. 

In considering the selection of valid agencies for salary comparator purposes, we typically take 
into consideration a number of factors including: 

1. Organizational type and structure - We generally recommend that agencies of a similar 
size, providing similar services to that of the District be used as comparators. Typically, we 
start by identifying similar agencies that surround the District and are competing with it over 
the labor pool within the geographic vicinity. 

The District is a unique agency and therefore, we included some agencies that are larger than 
the District but within the local geographic vicinity because other agencies that are in the 
immediate vicinity represent its true labor market, i.e., agencies with which the District is 
competing for qualified workers. For example, we included the Cities of Albany and El 
Cerrito. 

When it comes to the more technical types of classes, the size of an organization is not as 
critical as these classes perform fairly similar work due to its technical nature. 

2. Similarity of population served, District staff, and operational budgets - These elements 
provide guidelines in relation to resources (staff and funding) required and available for the 
provision of agency services. This was a critical factor for this project as we tried to identify 
agencies that serve similar communities to that of Kensington. 

3. Scope of services provided - Agencies providing the same services are ideal for 
comparators. Again, since the District is a unique agency, we included agencies that provide 
larger scope of services but are within the local geographic area and provide police protection 
services. 

4. Labor market - In the reality that is today's labor market, many agencies are in competition 
for the same pool of qualified employees. No longer do individuals necessarily live in the 
communities they serve. As mentioned above, typically, the geographic labor market area, 
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where the Dis trict may be recruiting from or losing employees to would be taken into 
consideration when selecting potential comparator organizations. 

5. Compensation Philosophy - Does the agency regularly conduct a market survey, and once 
completed, how is this information applied? Many agencies pay to the average or median, 
others may pay to a higher percentile. In addition, salary ranges may be set strictly upon 
market base salary values or may include the total value of salary and benefits when 
developing a compensation policy. 

In selecting the comparator agencies in the 2010 study, there were extensive discussions 
regarding the importance of cost of living, median home price, total Officer full-time 
equivalency, and total budget for police services when selecting comparator agencies to be 
included in the study. Based on all of these elements, the District agreed on the following twelve 
(12) agencies to be used as comparators for the purposes of this market study: 

I. Broadmoor Police Protection District 
2. City of Albany 
3. City of Belmont 
4. City of Benicia 
5. City of Brisbane 
6. City ofEl Cerrito 
7. City of Hercules 
8. City of Millbrae 
9. CityofPiedmont 
10. TownofFairfax 
11 . Town of San Anselmo 
12. Twin Cities Police Authority (now: Central Marin Policy Authority) 

Since 2010, a few of the agencies implemented organizational changes. Specifically, City of 
Millbrae outsourced their police services to the County of San Mateo effective March 2012. 
Twin Cities Police Authority consolidated police services with Town of San Anselmo and 
changed their name to Central Marin Police Authority. Since City of Millbrae and Town of San 
Anselmo no longer had police services, two (2) additional agencies were added in order to have 
twelve (12) comparator agencies. Thus, the following two (2) agencies were added as 
comparator agencies: 

1. CityofClayton 
2. Town of Moraga 

I Benchmarking Benefit Data Collection 

The last element requiring discussion prior to beginning a market survey is the specific benefit 
data that will be collected and analyzed. The fo llowing information was collected for each of the 
benchrnarked classifications: 
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1. Monthly Base Salary - The top of the salary range. This was also factored into the total 
compensation costs. All figures are presented on a monthly basis. 

2. Employee Retirement- This includes several figures, 1) the amount of the employee's State 
retirement (PERS) contribution that is contributed by each agency, 2) the amount of the 
agency' s Social Security contribution, and 3) any alternative retirement plan, either private or 
public where the employee's contribution is made by the agency on behalf of the employee. 

In addition to the amount of the employer paid member contribution of PERS, we collected 
information on enhanced PERS benefits. With the help of contract experts at CaiPERS, we 
were able to determine an average value that agencies have to pay for each of the 
implemented contract provisions, including: 

• Formulas (base formulas are 2% at age 55 or 2% at age 60): 
o 3% at age 50 (Section 21362.2): this formula provides to local safety members 3% of 

pay at age 50 for each year of service credited with that employer; average value = 
13.05%. 

o 3% at age 55 (Section 21363.1): this formula provides to local safety members 3% of 
pay at age 55 for each year of service credited with that employer; average value = 

6.80%. 
• Additional Optional Enhanced Benefit Provisions 

o One-Year Final Compensation (Section 20042): the period determining the average 
monthly pay rate when calculating retirement benefits; base period is thirty-six (36) 
highest paid consecutive months; one-year final compensation is based on twelve (12) 
months highest paid consecutive months; average value for safety = 2.35%. 

o Employer Paid Member Contribution (Section 20636(c)(4)): the reporting of the 
value of the employer paid member contribution to CalPERS as special 
compensation; average value = employer paid member contribution * employer paid 
member contribution. 

3. Insurance - This is the maximum amount paid by the agency for employees and dependents 
for a cafeteria or flexible benefit plan and/or health, dental, vision, life, long-term and short­
term disability, and employee assistance insurance. 

4. Leave - Other than sick leave, which is usage-based, the number of days off for which an 
agency is obligated. 

> Vacation- The number of vacation days available to all employees after five years of 
employment. 

> Holidays -The number of holidays (including floating) available to employees on an 
annual basis. 

> Administrative/Personal Leave - Administrative leave is normally the number of 
days available to management to reward for extraordinary effort (in lieu of overtime). 
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Personal leave may be available to other groups of employees to augment vacation or 
other time off. 

5. Deferred Compensation - We captured deferred compensation provided to all members of a 
classification with or without the requirement for an employee to provide a matching or 
minimum contribution. 

6. Other- This category includes any additional benefits available to all in the class. 

Please note that all of the above benefit elements are negotiated benefits provided to all members 
of each comparator class. As such, they represent an on-going cost for which an agency must 
budget. Other benefit costs, such as sick leave, tuition reimbursement, and reimbursable mileage 
are usage-based and cannot be quantified on an individual employee basis. 

In addition to the above list of benefits, the District was also interested in gathering information 
on the following: 

~ Post Retirement Health Benefits: the amount an agency pays for retiree health benefits 
(policy) and actuarial data (unfunded accrued annual liability, % of payroll, annual 
required contribution, and funding option (prefunding or pay as you go)). 

~ Education and POST Incentive Pay: the amount an agency pays for advanced education 
degrees and POST certifications. 

~ Special Assignment Pay: the amount an agency pays for special assignments, such as 
Field Training Officer, Range Master, Investigator, K-9 unit, etc. 

~ Shift Differential Pay: the amount an agency pays for shift differentials. 
~ Bilingual Pay: the amount an agency pays for bilingual assignments. 
~ Vacation Accrual Rates: the number of vacation days available to a classification based 

on years of service. 
~ Opt-Out Allowance: the amount an agency pays to employees who opt out of health 

insurance coverage. 
~ Uniform Allowance: the amount an agency pays for uniforms (new, repair, and 

replacement). 
~ Longevity: program that provides all classifications with salary increases or lump-sum 

bonuses after a certain amount of years of services (usually I 0, 15, 20, and/or 25 years). 
~ Sick Leave Cash-Out Policy: the agency's policy regarding sick leave cash out. 
~ Budget Driven Human Resources Strategies: past, current, and future actions of agencies 

in response to budgetary constraints (i.e. layoffs, changes in benefits, increase in benefits 
cost sharing, furloughs, etc.). 

Appendix II contains the data we collected regarding the details of the above benefits. 

I Data Collection 

Data was collected in May 2013 through websites, planned telephone conversations with human 
resources, accounting, and/or finance personnel at each comparator agency, and careful review 

fo 
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of agency documentation of classification descriptions, memoranda of understanding, 
organization charts, and other documents. 

We believe that the salary data collection step is the most critical for maintaining the overall 
credibility of any study. We rely very heavily on the District's classification descriptions, as 
they are the foundation for our comparison. Personnel staff of the comparator agencies was 
interviewed by telephone, whenever possible, to understand their organizational structure and 
possible classification matches. 

All salary survey and benefit information can be found in Appendix I. For each surveyed class, 
there are three information pages: 

l> Market Base (Top Step) Salary Summary Data 
l> Benefit Detail (Monthly Equivalent Values) 
l> Monthly Total Compensation Cost Summary Data 

Our analysis includes the average and median (midpoint) comparator data for each benchmarked 
classification. 

MARKET TOTAL COMPENSATION FlNDINGS 

As mentioned above, all of the salary, benefits, and total compensation data for classifications 
can be found in Appendix I of this report. The market base salary and total compensation 
findings for each class surveyed are listed below. The percentage represents the difference 
oetween the District's current base salary and total compensation for each classification and the 
average and median of the comparator agencies. 

I Base Salaries and Total Compensation 

Top Monthly Salary Total Monthly Compensation 

Classification %Above or %Above or % Above or % Above or 
Below Average Below Median Below Average Below Median 

Police Officer -7.8% -8.0% -1.3% -1.9% 

Police Sergeant -12.0% -10.7% -4.8% -3.6% 

Market base salary results show that both classifications are paid below the market median. The 
Police Officer is approximately 8% below market and the Police Sergeant is slightly more than 
10% below market. Market total compensation results again show that both classifications are 
paid below the market median. The Police Officer is paid less than 2% below the market and the 
Police Sergeant is paid less than 4% below the market. 
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We consider a classification falling within 5% of the market to be competitive in the labor 
market for salary survey purposes because of the differences in compensation policy and actual 
scope of work and position requirements. However, the District can adopt a closer standard. 

Overall, these differences between market base salaries and total compensation indicate that the 
District's benefit package, in terms of cost, is greater than that of the market. Upon further 
review, the District offers an employee who has completed 5 years of service 3 more days of 
vacation per year compared to ten (1 0) of the 12 comparator agencies. In addition, the District 
offers employees a greater number of holidays compared to seven (7) of the 12 comparator 
agencies. 

Finally, the District pays a higher dollar amount for health insurances compared to nine (9) of the 
comparator agencies. Insurance benefit items typically include insurance premiums paid for by 
the agency for the employee plus family level of coverage (or the maximum premiums that the 
agency pays on behalf of its employees if family coverage is not available), such as health, 
dental, vision, life, long-term and short-term disability, and employee assistance program. The 
approximate average contribution for insurance premiums of the comparator agencies is $1,892 
per month, and compared to that, the District's contribution of $2,001 per month is about 5.8% 
above the average. It is important to note that insurance costs are subjective of an agency's 
broker, geographic area, employee population, and overall agency demographics, and that these 
differences in cost, while they do play a role in total compensation calculations, may not 
necessarily signify a superior benefits package. 

When benefits are greater than those of the comparator agencies, thereby bringing the District' s 
total compensation package closer to the market compared to base salaries, we base our 
reco=endations on total compensation, not on base salaries. 

I Additional Benefits 

Retiree Health Benefits: 

The District pays for the premiums for retiree health benefits up to the Kaiser Health 
Maintenance Organization (HMO) rates. There does not seem to be a clear trend in what an 
agency is willing to pay for retirees for these benefits. The plans range from no coverage at all 
(i.e., the employee pays for all health care after retirement); to paying the minimum Public 
Employees Medical and Hospital Care Act (PEMHCA) contribution (currently $115); to 
contributions into a Retiree Health Savings (RHS) plan, so that money is set aside for coverage 
after retirement; to full coverage equivalent to that of active employees, similar to the District. 

Specifically, three (3) agencies offer no retiree health benefits; one (1) agency pays for the 
PEMHCA contribution only; one (I) agency contributes into a RHS plan; three (3) agencies do a 
combination of PEMHCA contribution and a contribution to a RHS plan and/or pay a specified 
dollar amount or percentage of the premium; one ( I) agency pays the PEMHCA contribution 
plus a set dollar allowance; and three (3) agencies pay a specified dollar amount or percentage of 
the premium only. 
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Finally, it should be noted that six (6) of those agencies that offer retiree health benefits 
determine eligibility for.benefits and/or amount contributed based on years of service. 

Education and POST Incentive Pay: 

The District offers a monthly incentive of 5% of base salary to be paid to qualified employees 
who have obtained a POST Intermediate certificate and an additional monthly incentive payment 
of 2.5% of base salary to qualified employees who obtain a POST Advanced certificate. The 
District does not offer any additional pay for educational degrees. 

Nine (9) of the comparator agencies offer both education and POST incentive pays and three (3) 
agencies offer only POST incentiye pay. 

On average, the agencies offer the following incentive pay: 

~ POST Intermediate Certificate= 3.4% or $100 per month 
~ POST Advanced Certificate = 5.7% or $165 per month 
~ POST Supervisory Certificate= 3.8% 
~ 30 Units = $70 per month 
~ 60 Units= $210 per month 
~ Associate's Degree = 3.5% or $167.50 per month 
~ Bachelor's Degree= 5.5% or $232.50 per month 
~ Master's Degree = 6% 

Special Assignment Pay: 

The District does not offer special assignment pay. Eleven (11) of the twelve agencies provide 
special assignment pay incentives. The most common assignment pays were (averages shown): 

~ Acting Sergeant = 5% 
)> Detective = 5.3% or $266 per month 
~ Field Training Officer = 5% 
)> Most other special assignment pay, on average, is equal to about 5.3% salary or $222.86 

per month. 

Shift Differential Pay: 

The District does not offer shift differential pay. Nine (9) agencies offer shift differential pay. 
The average shift differential for the night shift is 4.1% and for the swing shift is 3.6%, 

Bilingual Pay: 

The District does not offer bilingual pay. Four (5) agencies offer bilingual pay. The average pay 
is about $150 per month. 

93 
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The District offers 13 days the first year and an additional eight (8) hours per year until the end 
of the 8th year then eight (8) hours every other year thereafter to a maximum of 26 days. There 
does not seem to be a clear trend ·in the vacation accrual rates. The vacation accrual rates range 
from 80 hours to 320 hours and are based on years of service. 

Opt-Out Allowance: 

The District does not provide an allowance to those employees who decline health coverage. 
Ten (l 0) agencies offer an opt-out allowance. The amount that agencies contributes vary from a 
set dollar amount, up to 50% of employee only or family coverage, and up to I 00% of employee 
only coverage. Most of these agencies pay out the allowance as cash, contribution towards a 
deferred compensation account, flexible spending account, or a combination of all options. 

Uniform Allowance: 

The District provides a clothing allowance of $800 per year and pays for the cost of repairing 
and/or replacing uniforms. The District also agrees to reimburse members for safety equipment 
up to $250 per year each year an officer is employed under contract and the unused 
reimbursement may be rolled over by individual officers to the following year for the life of the 
contract to maximum of$750. 

Nine (9) agencies provide uniforms and/or safety equipment to new employees, including repair 
and replacement. Nine (9) agencies provide a uniform and/or equipment allowance. The 
average allowance is $995 per year. · 

Longevity Program: 

The District provides longevity incentive equal to an annual bonus of $100 for each year of 
service with the District beginning with the I Oth year of service, to be paid every year. Five (5) 
agencies offer a longevity program. There does not seem to be a clear trend in the longevity 
program incentives (i.e. one starts at 5 years of service and another at 10 years). 

Sick Leave Cash-Out Policy: 

The District entered into a contract with PERS to provide retirement credit for unused sick leave 
in lieu of sick leave payout upon termination or retirement. Five (5) agencies allow employees 
to convert accumulated sick leave into retirement credit, similar to the District. Two (2) agencies 
provide cash-out benefit for accumulated sick leave upon retirement and/or termination. Two (2) 
agencies provide a combination sick leave conversion into retirement credit and cash-out benefit. 
Three (3) agencies do not offer either option. 
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In response to the current economic times, many agencies are implementing cost-cutting 
measures, such as furloughs, layoffs, hiring freezes, increases in employee cost sharing for 
benefits, and cuts in retirement benefits, among other strategies. One (1) agency took a salary 
reduction. One (I) agency increased employee cost sharing for benefits. Two (2) agencies 
implemented unpaid furlough d,ays. Six (6) agencies have implemented multiple tiered PERS 
retirement benefits (not including pension reforms effective 1/1/1 3). One (1) agency reduced 
vacation accrual rates. Four (4) agencies have not and are not planning on implementing any 
changes. · 

I NTERNAL SALARY RELATIONSIDPS 

Internal equity between certain levels of classification is a fundamental factor to be considered 
when making salary decisions. When conducting a market compensation survey, results can 
often show that certain classifications that are aligned with each other are not the same in the 
outside labor market. However, as an organization, careful consideration needs to be given to 
these aligrunents because they represent internal value of classifications within job families, as 
well as across the organization. 

While analyzing internal relationships, the same factors were considered that we used in 
comparing the District's current classifications to the labor market during the market survey. 
Those factors are listed on pages I and 2 of this report. 

1n addition, when considering an appropriate salary range level, there are certain standard human 
resources practices that are normally applied, as follows: 

,_ A salary within 5% of the median is considered to be competitive in the labor market for 
salary survey purposes because of the differences in compensation policy and actual 
scope of work and position requirements. However, the District can adopt a closer 
standard. 

,_ Certain internal percentages are often applied. Those that are the most common are: 

•:• The differential between the entry-level and journey-level class in a series (1/II or 
Trainee/Experienced) is generally 10% to 15%; 

•:• A lead or advanced journey-level (III or Senior-level) position is generally placed 
I 0% to 15% above the lower experienced level; and 

•:• A full supervisory position is normally placed at least 10% to 20% above the 
highest level supervised, depending upon the breadth and scope of supervision. 

,_ When a market or internal equity adjustment is granted to one class in a series, the other 
classes in the series are also adjusted accordingly to maintain internal equity. 

It is important to consider the organizational "worth" of a classification. Although our 
recommendations are generally market driven, we also weighed internal equity very carefully 
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and determined the most appropriate recommendations based on both market results and 
organizational worth. 

For example, the market top monthly median data results showed a differential between the 
Police Officer and Police Sergeant of 17.5%. Historically, the difference in top step between 
these two classifications was 14.6%. We recommend that the differential between the two (2) 
classifications not exceed 20%. 

The District may want to make other internal equity adjustments as it implements a 
compensation strategy. This market survey is only a tool to be used by the District to determine 
market indexing and salary determination. 

RECOMMENDATIONS 

I Pay Philosophy 

The District has many options regarding what type of compensation plan it wants to implement. 
This decision will be based on what the District's pay philosophy is, at which level the District 
desires to pay its employees compared to the market, whether the District is going to consider 
additional alternative compensation programs, and how great the competition is with other 
agencies in the immediate geographic vicinity over recruitment of a highly-qualified workforce. 

I Proposed Salary Range Placements 

Currently the District has a five (5) step salary range with 5.5% between each step for the Police 
Officer. The Police Sergeant is in a separate salary range with four (4) steps with the first and 
second step 4% apart, the second and third step 3% apart, and the third and fourth step 4% apart. 

We recommend that the District implement two ranges for the two surveyed classifications (as 
mentioned earlier, no more than 20% apart), each with 5 steps that are 5% apart. 

As mentioned above, since the District's benefits are greater than those of the comparator 
agencies, thereby bringing the total compensation package closer to the market compared to base 
salaries, we base our recommendations on total compensation, not on base salaries. Thus, we 
make the following calculation: we used the percentage differences between market total 
compensation median findings and the District's current total compensation figures; we then 
multiplied the District's current salaries with those percentages for each surveyed classification. 
The resulting dollar value then becomes the top monthly salary for the classification. 



Current Top %from 
Classification Monthly Total Comp 

Salary Median 

Police Officer $6,448 -1.9% 

Police Sergeant $7,392 -3.6% 
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Proposed 
Top % 

Rationale 
Monthly Difference 
Salary 

$6,571 1.9% Market placement. 

$7,658 3.6% Market placement. 

Based on the market range placement, here are the 5-step salary ranges for each classification: 

Classification Step 1 Step2 Step 3 Step4 Step 5 

Police Officer $5,406 $5,676 $5,960 $6,258 $6,571 

Police Sergeant $6,300 $6,615 $6.946 $7,293 $7,658 

We wish to reiterate our recorrnnendation that this report and our findings are meant to be a tool 
for the District to create and implement an equitable compensation plan. Compensation 
strategies are designed to attract and retain excellent staff. However, financial realities and the 
District's expectations may also come into play when determining appropriate compensation 
philosophies and strategies. The collected data represents a market survey that will give the 
District an instrument to make future compensation decisions. 

It has been a pleasure working with the Kensington Police Protection and Community Services 
District on this critical project. Please do not hesitate to contact us if we can provide any 
additional information or clarification regarding this report. 

Respectfully Submitted, 

Koff & Associates, Inc. 

Georg S. Krammer 
Chief Executive Officer 
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POLICE OFFICER 

Rank Comparator Agency 

t Cily of Belmont • 
2 Cily of Brisbane 
3 City or Albany 
4 City of El Cerrito 

5 Clly of Hercules ' 

6 City of Piedmont c 

7 Town of Moraga 
6 Broad moor Police Protection District 
g City of Benicia ' 
10 Central Marin Police Authority 

Appendix I 
Kensington Police Protection and Community Services Distr ict 

Top Monthly Salary Data 
May 2013 

Claaa Title 

Pollee Officer 1 

Pollee Officer 
Pollee Officer 
Police Officer 
Pollee Officer 

Pollee Officer 2 

Pol/co Officer" 
Pollee Officer ' 

Pollee Officer 
Police Officer 

12 Kenaington Police Pro tection & Community Services District Police Officer 
13 Town of Fairfax Pollee Officer 
14 City of Clayton Pollee Officer 

Average of Comparator• 
y, KPPCSO Above/Below 

Median or Comparators 
•t. KPPCSD Above/Below 

NOTE: All calculations exclude Konslngton Police Protection and Community Services District 

N/C • Non Comparator 

a c:Jty of Belmont Includes 5% shfh d•tferentlal ln published salaries. Figura shown does not Include 5% shift difforentla l. 

Top Next Next 
Monthly Effective Salary Percentage 

Salary Date Increase Increase 

$7,766 7/112010 Unknown Unknown 
$7,671 1/112013 Unknown Unknown 
$7,635 4/15/2013 9/112013 3% 
$7,451 1/612012 7/1/2013 2-4% 
$7,192 711/201 1 Unknown Unknown 
$7,093 111/2009 Unknown Unknown 
$6,630 7/1/2012 Unknown Unknown 
$6,602 7/112010 71112013 2.5% 
$6,602 7/112009 Unknown Unknown 
$6,596 1/112013 1/1/2014 4% 
$6,4<16 7/11200~ 

$6,166 10/112006 Unknown Unknown 
$5,607 1/112009 Unknown Unknown 

$0,853 
-7.8% 

$6,862 
·8.011}'. 

b City or Hercules lncJudes $19.50 per month contribulion for long·lerm disability insurance in published salaries. Ffgure shown does not include contribution; contribution included in Benefits and Total 
Compensation spreadsheets. Salafkls lndude 3.7% reduction. 

c City or Piedmont Includes 5% PERS contribution in pubUshed salaries (7/1194}. Agwe shown does not lndude 5% contribution; c;ontributlon Included in Benefits and Total Compensation spreadsheets. 
d City of Benida indudes 9% PERS contribution In pubMshed salarles (12/1194). Figure shown does not include 9% conlrlbution; contribution induded in Bonoflts and Total Compensation spreadsheets. 

1· Police Officer requires equivalent to completion of the 12th grade supplemented by college level coursework and POST Basic cenificate. 
2· Peirce Ottlcer requires eQuivalent graduaUon from high school supplemented by 30 semester units or. equivalent quarter units. 
3· Pollee Officer requires any combination of experience and education equivalent to high school diploma and 60 semester or 90 quarter units from an accredited college or university. 
4- PoUco Officer requires POST Basic certlflcate. 

Page 1a of 1 KPPCSO Top Monlhty Salary Spreadsheet 05 14 13.1liS 
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POLICE SERGEANT 

Top 
Monthly 

Rank Coll!P-arator Agency Class Title Salary 

1 City of Belmont a Police Sergeant 1 $9,603 
2 City of Brisbane Police Sergeant 2 $9,242 
3 City or El Cerrito Police Sergeant 3 $9,191 
4 City of Albany Police Sergeant • $9,013 

5 City of Hercules 11 Police Sergeant 3 $8,506 
6 City of Piedmont c Police Sergeant 5 $8,430 
7 Central Marin Pollee Authority Police Sergeant $7,929 
8 City of Benicia 4 Pollee Sergeant 8 $7,921 

9 Town of Moraga Police Sergeant 7 $7,854 
10 Broad moor Police Protection District Police Sergeanl 1 $7,627 
12 Town of Fairfax Pollee Sergeant 11 $7,447 
13 Kensington Pollee Protection & Community Services District Pollee Sargeant $7,392 
14 City or Clay1on Po lice Sergeant $6,588 

Average of Comparators $8,279 
% KPPCSD Above/Below -12.0% 

Median of Comparators $8,180 
% KPPCSD Above/Below -10.7 % 

NOTE: All calculations exclude Kensington Police Protection and Community Services District 

NIC - Non Comparator 

e City of Belmont Includes 5% shift di fferentia l In published salaries. Figure shown does not include 5% shift differential. 

Next Next 
Effective Salary Percentage 

Dale Increase Increase 

711/2010 Unknown Unknown 
11112013 Unknown Unknown 
118/2012 71112014 2-4% 

411512013 91112013 3% 

7111201 1 Unknown Unknown 
11112009 Unknown Unknown 
11112013 1/112014 4% 
71112009 Unknown Unknown 

7/1/201 2 Unknown Unknown 
71112010 7/112013 2.5% 

101112008 Unknown Unknown 
7/112009 
1/1/2009 Unknown Unknown 

b City of Hercules includes $19.50 per month c:ontrlbuUon for long-term disabiiHy Insurance In published salaries . Figure shown does not Include contrlbulion: c:ontrlbuUon Included in Benefits and Total 
Compensation spreadsheets. Salaries include 3.7% reduction. 

c City of Piedmont includes 5% PERS contribution in published salaries (7/1194). Figure shown does not Include 5% contribution; contribution included In Benefits and Total Compensation spreadsheets. 
d City of Benicia includes 9% PERS contribution in published salaries (12/1194). Figure shown does not include 9% contribution; contribution included in Benefits and Total Compensation spreadsheets. 

1- Police Sergeant requires any combination of experience and training equivalent to an Associate of Art degree or eo• units from an accredited coUege end 3 years or experience; POST Intermediate certificate required. 
2- Police Sergeant requires equivalent to 2 years of college or possession of an Associate of Arts degree and 3 years of eKperience; re quires POST Intermediate certificate. 
3- Police Sergeant requires equivalent to the 12th grade and 3 years of experience. 
4- Police Sergeant requires POST Intermediate certifteate and AAJAS degree. 
5· Police Sergeant requires equivalent to completion of 2 years or college or possession of AA degree and 3 years of 8)(perience; requires POST Intermediate certifi cate. 
6- Pollee Sergean t requires units equivalent to qualifying for an AA degree (60 units) or a POST Intermediate certificate. 
7· Sergeant requires any combination of experience and education equivalent to a bachelor's degree and POST Intermediate certificate. 
8- Requires POST lntermediat" certificate. 
9· Police Sergeant requires possess ion of an AAJAS degree or completion of specialized college level courses in police science and supervision amounting to an AAIAS degree; POST lnlermedlate certificate Is required. 
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POLICE OFFICER 
Agency 

Kensington PoUca Broadmoor 
Protection and Pollee 

Community Protection 
Services Distr ict District 

Cl11a Tille PoNce OHicor PoliceOffioer 

Top MonthJy Salary $6,448 $6,802 

Employee Retirement 
PERS Formula 3%@50 3%@50 
PERS $580 $612 

Enhanced PEkS Formula 
1 

$841 $868 
12 Month Highest Solary 1 $152 $160 
EPMC' 
Social Security 
Other 

tn1unmce 
Cafeteria $1,568 
H .. lth $1,739 
Dental $203 
VIa Jon $18 
EAP' 
Lifo $17 
LT0 4 $25 
STDISOI ' 
Other 

Loavt 
Vacation $422 $416 
Holldaye $347 $314 
Admlnlstr«tlvo 

Oeforrad Compensation 

Other 

Benefit Cost $4,343 $3,957 

Total Monthly Comp. $10,791 $10,759 

Appendix I 
Kensington Police Protection and Community Services District 

Benefits Detail 
May 2013 

Contra! Marin City of City of Pollee Clly of Albany City of Benicia City of Clayton 
Authority 

Belmont Brisbane 

Pollee Olflc:or Po!Ca Officer PollceOHicer PcXice OffiCEW Potice Otfcer PolicoOifocor 

$6,596 $7,635 $7,768 $6,602 $7,871 $5.607 

3%@55 3%@55 3%@50 3%@50 3%@55 3%@55 
$297 $687 $648 $505 
$449 $519 $1 ,064 $939 $522 $381 
$155 $179 $192 $169 $180 

$82 

$1,775 
$1,593 $1,736 $1,738 $1,229 $1,849 
$167 $137 $216 $158 $95 

$23 $31 
$3 $7 $2 $9 $3 
$6 S4 $15 $6 $22 

$20 $20 

$361 $529 $502 $415 $465 $323 
$330 $477 $439 $332 $460 $302 

$28 

568 

$3,446 $4,340 $4,190 $3,958 $3,6-46 $3,286 

$10,042 $11,975 $11.957 $10.560 $11 ,317 $6,893 

Nola: Total Monthly Compensation rumber may vary &lightly from the sum of its components due to eel formulas & rOIMlding. 

CltyofEI City of City of Town of Town of 
Cerrito Horculoa Plod mont fairfax Moraga 

Pollee OHocer Pollc:o Officer Police OHlcer Pohce Officer Pollee Officer 

$7.451 $7,192 $7,093 $6,166 $6,830 

3%@50 3%@50 3%@50 3%@50 2%@50 
$871 $372 $557 $205 
$972 $941 $972 $807 $649 
$175 $169 $175 

$60 

$1.732 $1,738 $1 ,738 $1 ,738 $2,155 
$175 $177 $200 $170 $165 

$26 $40 
$5 S4 $3 S4 

$16 $6 $27 $20 $9 
$44 $20 $34 

$14 

$430 $416 $430 $357 $525 
$401 $361 $344 $327 $342 

$4,682 $3,860 $4,298 $3,979 $4,101 

$1 2,133 $11 ,053 $11 ,392 $10,165 $10,931 

1· Basoline formula is 2%@55. Safetv EE are eligible for the f~lowing enhanced PERS formulas: 3%@55 or 3%@50. For each enhenced PERS formula there Is an additional cost to the ER Be5ed on ioformatk>n PfOVIded toPERS the enhanced bonefit 
for the enhanced formulas Is 3%@55 • 6.8% of salary, 3%@50 • 13.05% of salary, and 2%@50 :: 9.5% of salary. 

2· Basetlne benofil ls final componsallon based on 36 hlghesl months salary. Enhanced bt~neftt ls final compensation based on 12 montht highest salary (SHY). Based on Informat ion provided from PERS, the enhanced benefU of SHY Is equal lo 
2.35% of solary. 

3· EPMC Is an emancernent in which the ER reports the value of the employer paid mombor conlnbution (EPMC) toPERS as special compensation under Section 20636(c)(4), 
41· Cily of Ctayton offers EAP, long-torm dlsabllly, and short-.18fm disability Insurances, however they could not provide the cost of the Pf&mi.Jms paid. 
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POLICE SERGEANT 
Agoncy Kensington Pollco Broadmoor 

Protoctlon and Pollc• 
Community Protoctlon 

Sorvlc .. District District 

Appendix I 
Kensington Police Protection and Community Services District 

Benefits Detail 
May 2013 

Central Marin 
Pollco City of Albany 

City of 
City o f Bonlcla 

City of 
City of Clayton 

Authority 
Belmont Brisbane 

City of El City o f City of Town of Town of 
Cerrito Horculos Piedmont Falrfu Moraga 

Claaa Title Pollee Sorgoant P~lce Sergeant Pollee Sergeant Paice Sargeari Police Sergeant Police Sergeant Pofice Sergeant Pollco Sergeant Police Sergeant Police S8fgeanl: Polce Sergeanl Police Sergoart PoNce Sorgoanl 

Top Monthly Salary $7,392 $7,627 $7,929 $9,013 $9,803 $7,921 $9 ,242 $6,588 $9,191 $6,506 $8,430 $7,447 $7.854 

Employao Retirement 
PERS Formula 3%@50 3%@50 3%@55 3%@55 3%@50 3%@50 3%@55 3%@55 3%@50 3%@50 3%@50 3%@50 2%@50 
PERS $665 $686 $357 $611 $777 $593 $827 $443 $870 $23e 
Enhanced PERS Formula 1 $965 $995 $539 $813 $1 ,316 $1,127 $626 $446 $1.199 $1.113 $1,155 $972 $746 
12 Month Highest Salary 2 $174 $179 $186 $212 $237 $203 $217 $216 $200 $206 
EPMC ' $73 $74 
Sociat Security 
Other 

Insurance 
Cafeteria $1,586 $1 ,775 
Health $1,739 $1.593 S1 ,73e $1 ,73e $1,160 St .849 $1 ,732 $1,736 $1 ,736 $1,738 $2,155 
Dental $203 $167 $137 $216 $158 $95 $175 $177 $200 $170 $165 
VIsion $18 $23 $31 $26 $40 
EAP 4 $3 $7 $2 $9 $3 $5 $4 $3 $4 
lifo $17 $6 $4 $19 $6 $22 $18 $8 $32 $20 $9 
LTD 4 $25 $20 $20 $54 $20 $39 
STOISDI' $16 
Other 

Leave 
Vacation $463 $466 5456 $624 $620 $498 $560 $360 $530 $492 $511 $430 $604 
Holidays $398 $352 $398 $583 $543 $398 $555 $355 5495 $426 $409 $394 $393 
Administrative $33 

Deferred Compensation $79 

Other 

Benefit Cost $4,666 $4,247 $3,765 $4,762 $4,712 54,394 $3,979 $3,550 $5,327 54,204 $4,735 $4,396 $4,366 

Total Monthtycomp. ~$12,079 __ - _$11 ,874 $11,714 $13,795 _j~~1~ -- $12,31_5_~ $13,22t $10, 136 f14,518 $12,710 ~ - $13,!6~ $11,843 $12,220 

Nota: TOiat Mori~ Compensation number may vary dgNty lrom the sunol ills components due to eel formulas & IOIJf'dlog. 

1· Basefine formula Is 2%@55. Safety EE are eltgtie lor the following entwnced PERS formUas: 3%@55 or 3%@50. For each enhanced PERS formLU lhere is an additional cost to the ER. Basad on Wormation provided to PERS lhl &Manced benefit 
for the enhanced lormiAas Is 3%@55 • 6.6% ol oalaty, 3%@50 • 13 05% of sallil)', and 2%@50 = 9.5% of salary. 

2- Baseline benof~ is final compensat ion based on 3e l'ighest mor<hS &alaty. Enhanced benof4 Is fonal compensation based Qrl 12 mor<hs highest sala<y (SHY). Based on Information provided from PERS, the emoncod benof4 of SHY Is equal to 
2.35% of salary. 

3· EPMC is an erl\ancemant i'l wtich the ER reports the valoe ot the employer paid member cortribuUon (EPMC) toPERS as special compensation Lndor Section 20636(c)(4). 
4- Cly of CLayton otffJfs EAP. long-term cllsabiity, and shotHerm d!sabllit~ ins.xancos, however they ectAd not provide the cost of the premiums paid. 
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POLICE OFFICER 

Rank Comparator A~oncy 

1 City of El Cerrito 
2 City of A lbany 
3 City of Belmont 
4 City of Piedmont 
5 City of Brisbane 
6 City of Hercules 
7 Town of Moraga 

Appendix I 
Kensington Police Protection and Community Services District 

Total Monthly Compensation Data 
May 2013 

Class Title 

PollceOtficer 
Pollee OHicer 
Pollee Officer 
Pollee Officer 
Pollee OOicer 
Pollee Officer 
Police Officer 

8 Kensington Pollee Protection & Community Services District Police Offic er 
9 Broadmoor PoNce Protection District P~ice Officer 

10 City of Benicia Police Officer 
12 Town of Fairfax Pollee Officer 
13 Central Marln PoNce Authority Pollee OffiCer 
14 City of Clayton Pollee Officer 

Average of Comparators 
'I"• KPPCSD Above/Below 

Median of Comparators 
o/. KPPCSO Above/Below 

NOTE: Ali calculations exclude Kensington Pollee Protection and Community_ Services Oistrlct 

N/C - Non Comparator 

Page 1c of 1 

Total Next NaJCl 
Monthly Effective Salary Percentage 

Comp Data Increase Increase 

$12,133 1/812012 7/1/2013 2-4% 
$11 ,975 4/1512013 9/112013 3% 
$11,957 7/1/2010 Unknown Unknown 
$11,392 11112009 Unknown Unknown 
$11,317 1/112013 Unknown Unknown 
$11,053 7/1/2011 Unknown Unknown 
$10,931 7/112012 Unknown Unknown 
$10,791 7/1/2009 
$10,759 71112010 7/112013 2.5% 
$10,560 711/2009 Unknown Unknown 
$10,165 10/112008 Unknown Unknown 
$10,042 111/2013 1/1/2014 4% 
$8,893 11112009 Unknown Unknown 

$10,931 
·1.3% 

$10,992 
·1 .911Jo 
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POLICE SERGEANT 

Rank Comparator Agency 

1 City of El Cerrito 
2 City of Belmont 
3 City of Albany 
4 City of Brisbane 
5 City of Piedmont 
6 City or Hercules 
7 City of Benicia 
6 Town of Moraga 

Appendix I 
Kensington Police Protection and Community Services District 

Total Monthly Compensation Data 
May 2013 

Class Title 

Pollee Sergeant 
Pollee Sergeant 
Police Sergeant 
Police Sergeant 
Police Sergeant 
Potice Sergeant 
Police Sergeant 
Police Sergeant 

g Kanalngton Police Protection & Community Services District Pollee Sergeant 
10 Broadmoor Police Protection District Police Sergean t 
12 Town of Fairfax Pollee Sergeant 
13 Central MaMn Police Autl1orlty Police Sergeant 
14 City of Clayton Police Sergeant 

Average of Comparators 
% KPPCSD Abovo/Bolow 

Median of Comparators 
'lo KPPCSD Abovo/Bolow 

NOTE: All calculations exclude Kensington Pollee Pro1ection and Community Services District 

N/C - Non Comparator 

Page "1c of 1 

Total Next Next 
Monthly Effective Salary Percentage 

Comp Date Increase Increase 

$14,51 8 1/812012 71112014 2-4% 
$14,315 71112010 Unknown Unknown 
$13,795 411512013 9/112013 3% 
$13,221 11112013 Unknown Unknown 
$13,166 11112009 Unknown Unknown 
$12,710 7/1/2011 Unknown Unknown 
$12,315 71112009 Unknown Unknown 
$12.220 7/112012 Unknown Unknown 
$12,079 71112009 
$11,674 71112010 7/112013 2.5% 
$11,643 101112008 Unknown Unknown 
$1 1,714 11112013 11112014 4% 
$10,138 11112009 Unknown Unknown 

$12,653 
i -4.8% 

$12,513 
~3.6'1. 

• 

KPPCSD Total Monthly Comp Spread5heel 05 22 13.1111 



~ 
~ 

Agency 

Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Retiree Health Beneflta Polley 
Unlun<led Accrued 

Annual liability 

~::~~~::" ::::~,:::;;and Dlatrlct pay• lor premiums at thi Kaiser HMO t ~~~!~~~::~:~: · 
- y -··- -·- ··· ... , ____ ... ·- ........... _ ,__ · - --- -- ·-- ( ) -· 

Sroadrnoor Polloe Prolectlon O.S!IIC:t Retired EE Is msponslllle for paymcn1 of monl!lly premwms and all assocratod oosas ol cover ago NIA 

.. -. .. - . - -- -.. .. -- Fa'siiei;' EE. hlrrnfjiriO(' u)'9/ii(ia .. Cl!y viii pay for the cost of mod leal coverage for EE In adOJllon lor EE who rotllos from .. .. .. .. .. ----·· 

Central Mann Polr<:a Authonly lhe City and hasoornple!ed 15+ yeara of public ser;lco Cllywtil paycosl ol mediCal CO\IIlr.,ge for EE and spouse For Safety $7,493,55 t 

_ -------· , ___ ...... _ E~re,~rter9{1i08 . Crly.~II I ,P,By for medical covorego !Of EE onlt -----· -· ____ ,_ _ ..... . .. . ·----1 
Effective 9/511 1, Cay wrll oonlltbule 1o amounl equal II> d~feronce berAoon Step 1 and the loogev\1)' pay stop to a Post 

City of Albany 
Employment Retiroe Health Sa11119s Plan (HSP) for EE wtro has oeen employed by City fOf 24 FIT yealll. Lo~OYily s;op 
shal be 7.5% above Step 7 ol Fire E~ineer pay ra•rge. EE who retrro Wllh lhe City may pal1iCijlBto in PERS healll\ plan at 
own a>ponse. Crty shall oontroute cUllen! amount required by PERS per month on boha~ of eam cligrble re:irod EE and EE 

NIA 

Annual 
%of Payroll Rt qulrtd GASB45 

Contribution 

NIA $141,133 Pay a. you go. 
OR, .. _,,, ___ 

-···~-· -
NIA NIA NIA 

"·--- ~-·--

158% 

"~~f·:~ ········-· 

NIA NIA Pay as you go 

yaY' for rest or hooJ!!.!.pi_OIIliUm (~ ~renn1 pap approldmate'l1!,15 pel month). .... . -!--................... -·--+ ....... - - -+-- .... _ f _ .... _ 
EE •dlo refires allet 5 years of oon1inuous employmom wilh City shell be enldled to amount of Crey's oonllioollon 10 provide 

Crty of Betnonl 

hospilal and medical care benelrts EE hwed poor 10 10111/1 1. Cily shall proVIde minimum PEMHCA contribuilon; ad<l:llonatr 
EE vmo refires alter 12 yeare ol oonl/nuous emptoymen1 with Cl!y, EE sllalbe omll:ed 10 monthly reirnbun~~~ment up to 
mamrurn amount paid by Criy for SJnglo EE =•raoeunder Kaiser nealm care plan ForEE hlrod onlalier 1011111 I, City 
shall provide mrnlnliJm PEMHCA contribution; a<kl ilionally Ci11shall conlr10o18 10 a Rollremonl Health Sailings aooount bel!OO 
on yoars of S81VIar 1·5 years ~ $150 per monlh 6-10 years • $200, 11·15 years • $250. and 16+ysars • $300· EE shall be 

$7,475.000 64% $838,000 I Pay as you go. 

_... 1ves~ed aller 10 yea111 continuous sorvlc& ........... -·-·-·----· ..................... ..----·--- .... ............................ _ , _ ___ ............. ___ _ 
Effoc~ve 1/1107, EE agreed 10 parliCipala In ICMA VaniDgoCaro reriree health savl~s plen City con1Iibu1es 2% of basic 

28
% ( ered .......... _.t""""" 

Clly o1 BeniClil 

Cityol BriSballe 

Cny ot Clayton 1 

City ot El Cenllo 

Page 1 of2 

salary for each employee No Cl~· oonlribulionwas maoe between 1211110 lllrough 6/30111 . The City pays nodlroct financial 
54 716 121 8

: = $444.354 Pay as you go 
oonllioobon w..vards rearee heallh benefils, how9VIlf due to ille tar:~ Ul<ll recirees and acL\!e EE are Insured in the same pool II • • 5 1~ : 47 112

) 

lndJrectJl subsidizes ~lr premiums ~~.~llll~ P..'!r.~nl3 f<>,:cuiTllfliEE_. _____ .... • ..... ·----.. - .. - .................. - ..................... ____ ..... ...... :. _· -· 

EE hired prior to 711~ wllh 15 yea111of Clly aorv;co, City shall pay cash supend up to Kaiser single rate. EEE I1Ced ootaner 
711r'08. City shall conlribulll f .5% to Medical AfiorRetltemenl Aocount Cilywl also malch up 10 1% II EE conlrlbutes 2.5%. 
Rouroas no1 eligible for caoh sbpend Cily w~l pay PEMHCA (2013 • $115 per monlll). Supplemental Stipend· EE relirtng fOf 
service afior'7/l i02 and nEE nas 15• yea111 ol seMQI wi:h City. re.-es Iron> SOfViee. and ertodl;e dolO ol retirvmcnt Is wilhin 
120 days ol separation from City. slpond paid equal 10 smgla party premium rate cha'lled to Cily by Kaiser . 

$9 925.2!11 170% $955.281 Pay as you go. 

. ;:::=~~:.::.~.~~ ~~~~~:~~~;.1~~~~~~~;:"Fil~·~~~~~~-;~::s .. ~-n.~ ........ l .... ~ .. :~.:·!~~:~~-~~~.~ ... : .. ,-........ ~- .. ;~~:;; .. - r-;ay as~~·~;· 
~~ ·~ ,._._, . ., ... _ ... _. 

'Retirees. SUIVivoor ol rolflles. end 5IMVIYoo; ollleceased employees wll bo permillod to mllinlail amenclavel or health plan 
benofits available 10 EE. Retiroes. survwors ol rellreos, and &uf\'lv<JIS or deoea:!Cd employees not killed in lhe pctiolmllnce ol 
olfJclal dulle$ may ma>nlaln such hea~h plan bonofits at1helr dl5aet.on and with no 00il110 fhe Cny 

$4.Q15.330 N/A $479,193 I Payasyougo 

Retiree Health Benefits 
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Appendix II 
Kensington Police Protection and Community Services District 

Addit ional Benefits 
May 2013 

Agency RetlrH HuHh Benefits Polley 

CIIY conuobulllS $lOS per monlh. C•y prOVIdes optonul monelaly allOWilflCII ol $2/0 09 por momh wttn annuall% 
adjusunom on Jawaty 1s110 EE whO ro:re as rogusale<i by PERS (seMc:e ll!:,emem or d!Sabillly rellemet~) To beoAgble 

C(y ol Hen:ules 1 to< oplon81 nmey allowallCII, EE nul hevo minlnum amount of sd< leave aca\Jed M "*tiiS· 10 yeaJS ol seMce will 480 
hours s.di leave = 50% ol opllonOI noooey lnCroa51ng 5'4 to< ovary )'Cat of seMCe and 48 houts ol sidlleave unO 20 yea~ 
Wl:h 960 hou!1 = 100%. ·----.... ------------····--·-· Cit1Shal p<lieni.le cost oJ loweSt cost medical insurance covomge tor EE. hired priOr io10i 1184 "'ho re:.os on seivce 

City of Ptedmom 
ponS1011 poor ~ as• 65 ..... ,_ ........... . ·-······- ... __ .... 
lawn'"' pay% of PfOI-llbalixfoo"yoarn'a'isorw:e 85 folows· 10 yeaiii"olseiVic:e = 25°.0, 15 yeaJS =50%, 2i) yeats • 

T on·n of F airlax 75% 25 years= 100%. Fone~ree1 nol oliglble lor 'k ol promMn pold Town wllh coolr.oulo PEMHCA (2013 = $115 per 

-···-··--·····------·-........ _. 
mOillh) - --- - ---·--·-···-·- - --

Town ol M<lfaga None 

1-UAAL% of Payrol , ARC, aod GASB 45 da1a Is fmm FY ending June 30, 2011 
2- UAAL,% of PayroH, ARC, aod GASB 45 da1a is from FY ending June 30, 2010. 
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Unfunded Accrued 
Annual Liability 

$1,116,000 

$10,002,000 
- · 

$958 500 

-
None 

Annual 
%of Payroll Requlrtd GASB 45 

Contrlbullon 

Pay as you go 
16% $216,000 

anapre~ing 

. ____ , __ 
·----·-··· -·-

122% $1,323,000 Pay as you go. _ ____ , ___ .. ........ --··-·····-···-··-···· ·---·-···- --
36% $124,500 Proluod. 

-- --··-···-··-··-····-· ........•. -·-· ... . -.......... ___ 
None None None 

Retiree Health Benefits 
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Kenoi11111on PoliCe Protection and Community 

~·~~:.~·-~"'"':<.!._ .. __ -·---· 
lltoadrnoor Pollco Procodlon O.:tnet 

- -··---··--· ··· ·- ·-

Central MaM POOce Au!ll<lMy 

- ... .. 

~o/Noany 
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Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Education and POST lncontlvt Pay Special Alllgnmont Pay 

POST Informed late certHicalo • 5% monthly inuntlvt p•ymonl; oddlbonal2.5'11. 
Nont 

of bau utary for ~~.l'dvancod cortifoca'!:_ ____________ - --· ------ - ----·---- - - -- - - -- - "·-··--·· 
POST lnlcrmQdotlll! cerwf~t~~le - 5'4 ol ba<e 581a<y. POST Allvlnc:ad CllttlcoiG • 

Nono 
7 5'11. ofblr".A Sll!lry ---·--·- - - oYiOi c~ Pofoie<iili(jj(ia;n.. 10 seMtas SefJiunt for 2• ""'"'s11a1 be grllnlOd ~-

......,..,,_,of $1.2$ for IIICh hotJf Mrtld s.v<ant ~oed 10-•• Ca4>la<l for 2-.. 
feq $hill be grlll':eo IIOdilorW ~equal to 5% lor du<a:D1 of~ (4 ~Is 

~~ POA Tbe""""'"'"ola>mperlSalionprOIIIOe<lotellOI -· Nn 2 -· COfT'I*'I8bOn shall be .. 81 firll SlOp of~. utary rangoJ cso l$1011'10d 10 
hlgllordMSioop«odol4t)oton 51laiiOOg<anteo-~lniii'IOUillof~%1oo 

curr<llallvt bUI escalalo as 8 r;g!ler leYIII o! educa:lonlte~ 15 ac:l1oO'o'ld M 
dui8QQII of W'li""*" Fled Tranilvl Q!fs:er $20 per snill. T!f!l!ng St'll!lanf Jl() per ll'olft ~ 

dcg•co • 3% ol-y per rnonl!l BA/BS degfoo • 5% ot raloly per mone. ~IA/I.IS • 
~ Poace Ol!ic« ass.gnld to Juvonlt OelaaNe rete..., S290 P'" f!IOI\fl ~ pe:foonrlg CMIOS 

5'!1. o1 oatary per ,.,.Ill ~·lnoenwe p.., POA The arnc>u!1ts o1 
60'llo a more ot ... wme. ~ Polceotllcer aoo- s.v-tauvold 10 Dollclove r"""""' 

Cllf1'jlOtlU!IC provded "'" 1101 amllatNe but escalate es 8 hg•er - of $310 per1nonth; perlormng dulles 50% or ""'"'ollhe tme !:lllnr~ Sl75 per rnantn 
od~on Is """"""d POST tolllfmOdllllo a.tacalo- 2%ol salary per Mo!!m® Par S3 10 per montn Irtojog & Suooqa Seryeg· $380 per 10011111 f perlomwlg Mcs 
month POST Aovonte<! Ollr111'.cale = 4'% ol Silla<y per monlh 

b()'llo ot r!IO'O of 11111 inc Police Rscords Assgnn11tnl $21~ po1 rncnlh I plllbrnlnQ property 
managem.,l/twJente duties Corporet Pooc;e Oflicor- 5% odd<lm"' _,lia\IOII for 
duriMion of Kslgnment !:&1/ll.Imi.l»>ng normal duty flOUrS. EE w1 oe pold at I SICIO OISIJ Mid W 
court ftpjle&lonoo Sl:fleOuloo moro U1en I noor ancr. or.,.,. mo·oltlon ·t hou• bllfore oc:IIO<Julod tllllt. 4 
hour m1111n1um OT/Cro p&lO court tmeon d!lyolf pe:d at 4 '-"""""m OT/CTO rate Bell. 

... ... IrQ.inm· Voutsllie 1101!1181dlllj n..9.Urs, p&lO at l hourmlnlnum at OT/CTO m1e Stanooy· EE requlfllCI•o 
&lrul. Sma.w· Poi~o Off"'" :;hall re0111ve ~el 5% of regular llrllghf.llrno r•te ol pay for time 

~ POST trrtOtmod;ace C..uflcato • 1.0% and Aov•nccd c.rt.llcnto • S«Ved ~nliQQ.Jlr9 ~- Polite Ofliter ond Polite Sergeant- te()IIVB -..,111 4% 
2 0%. M IAS Degree = 20'1!. llM!S degree = 4.0% and I.!MAS deg•ee • 6 0% 

o1 reo utar w~ht-tmo poy F<etd l rrlln!!Jg OH!cor •!!II ~y111C8b,. 1 rl!!•l!l!l ~lli<Rr EE re0111vt1 
Po1<:8 SMJO~ POST AdVMl<Jid Cerr./.cate • I 0% and Sup8M50t)' Cenrllcllle • 

lldd<lioMI ~% of ltgulm alnugn..t~me pay f01 each hour EE performs FTO ot CTO dulles T~~ 
2 0%, AAJAS Dogrco , 2.0'1; BAIBS dogrce = 4.0% ana 11'.11/MS dcgtCO " 6.0% 

E!HWJ~lJinm EE tloWhav<~ been tra1118<1 ond oa:upy posiiiOII ofTRT racoive oddiconal $100 pet 

"""'~' 

I 
Bilingual Pay 

! 511111 Olflt,.ntlal Pay 

- -·- ··- ·--·--·-- ------ ---
Nono Nono 

----- - ---- -

EE worl<r1g peaa "9Uill1y lllignld 10 Mrt nlgnls 
and ..... 4+sntl> Cl'-"'11 ply penoO. 5% 
dotleltnWIIOr oacn hotJf Mrtld; EE in .,-., 

--ponl "'"'lined 10 g,_,.ord ot-
S25Clono>ll or $10 per diiY 

lhl for 6+111 • .'15 ~ply pef1od. 5% 
dllct.,MI for 8ld1 hou! -ad 

-- ............... ,_,,, ........................ ···-··- ·-·--· -- ......................................... 

I'Gf100 OCCU9)'Ing position dOJlgnated by 

None 
c.ty eo..1CI or CM as req,.;ng nuonq In 
Wlgu~~Qt - 111M EngiQI allal roc:ONG 
-2% rlbneanry 

Pay Differentials 



Agency 

C..,ollle!rront 

··-· - ------' - -·- - - ---·-··-··-

Cl!yoiBetuoa 

Clry of Bn!.oane 
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Appendix II 
Kensington Pollee Protection and Community Services District 

Additional Benefits 

Educollon and POST lncenllve Pay 

Pooee Otncer POST I-' 5%. POST Adv811c:e<J • 10% Pole& SM>cant 
POSI Aovonceo • S% 

May 2013 

Special A11lgnm1nt Pl y 

!;let~bl'!' fE asslgneo lo De!ecM lle~RE or.icel, 01 ~0 Olfce<- ! IIC8NO II 
8001110n lo Dill oeparel8 from, all olhm ~liOn 5220 per monlh EE M$11111410 1<1 ~as 

OolliciM Se!gw11 snaH nocelvt n lllkllt011io w1511110'-~om ~~~~-~ 52<15 per 
m011111 ~ EE ISIIgnoo 1o rioo moiOftydo 5hlll !8C11iYt n lddotion 1o but Mpe11111 1!0'11 II 

Shift Dlffmntlll Ply 

ofKll CXlf11*1IIWI. $170 I* monlll Ftc!O Tr8!WlQ Ol'i::or, Poll:8()1flaor ~Sly w;.gnoG lo I tEE wom 1M hcUWW\c:ydo EE 511111 "'*"" 
Fro dutooiShll _..,In addloon 10, out""*"" born~~-..,...,._ $170 per,...,., S'4..,. c.llnnlo<ll PERSII>Ie.............., 
~ Poice Oftic6r wll"" assogne<1 as CO!pOfW 1o1 U sntl, - ,..,.. .. ac11ng pay lqUIIIO S% . ( l 
mo<e.,., Pollcti ot'lcers Clf!Ofll ala!) fo! a1 full shills WO!\ao l:i!ll!..n.D ~ a:- indo.dod 11 polleG UlllfY 2,184 houf1 11 a )'Oa'. 

,_.,. 5%mooalwo!l.od at -5<:enseQI!l\le-ys .l<I!D...Hio!!ilmr Poke Offl:ierM>~gnoo as 12 hcUsh41 

~haodior•hal'-vtilaodit<>niD bul~lmmollolt>llf~ S175permontll 
Oftic6r AS"'fleCIID tlftle ,_OJ:>es ana !fii!IOOSII>oltll$ shel lflSllad ol llt aiol--
mo<tlhly lllf10!.I1I. reca•te 71101n - al pay por pay peood at r~>~e ol t S ~mioifltJIV EE 
s.1a11 ri!Cili"" n adotllon 10, wt seDafllle !rom aP o1hef 00<1'j)lnuton, 5% of base comp&noallO!l 

P"oice di!Q,iS-,;oo l'Oiiil SiiiiliiOiiltJiO·m-e;;;pliiiiicHir·lfiOCitYoo~"i&tr • -··---····­ ----
contnu• 10 roco""' ildditional educaton incenM pay ol2 5% lol eHainmD!\1 ol 
cern!lo:ole of comptotJon '" police soence ma)Cf~om an accred•ted cologe or 
unrvorstty (JO unrts), 7 5% f01 altlltf1ment of tntermodla!e POSl cotfttlca:e or M 
degree or 10% for auanroont ol AO'<aflCed POST ctotrficate ar Badlefor's doglee 
PolCil omcoo; ono POilce Servean!S hired by lile Cily oola..'ter 711189 woo qualify for 
l!dul:ittlon tncenu"" pay sltall tecelm $70 Pllt monU> for O:lntnmont of cclitf~e ~ 
OCfllll!c::OO m pdrr.e SfJO!lCe rr<!JO! from an aa:re<llted to~e ar """"""' 3 S% of 
orulc pay per m011t11 for aiUiinmOnl ol Intermediate POST certtcate or M oogroe. or 
~% <~Cr oase 10 casrc: pay per m011t:1 101 at111tnmont ol AovlW'<:Od POST r:o<tJiieata ar 

Patrol or Traffl; Pay EE recer;o liGOILOnal104 flO\Jrs reglliar pay A<1l!Q Suowylsor EE moy be 
B"'!!rted to t><ofionn duUoa 01 hlgil<lt eiass on lldlng oas~ a><:-tgoconsacull'o war'< llr)o FE sllal FffoaNtl11106 .• _, slafl ~to ntQhllllift 
rec:otva addltionat5% <Nflt cunarn r;atory Whon EE " r~ed I<>Oil!\'8 as octino s<tpeMior lor ld<llined .. 6 pm ll!6 am)- reoorve ed~lfional 
minimum 1 r:lllft EE sllall beCOOljlonsal8dtoreaa. snlll by iiCfeaseo/$10 pa<shlft ~ 2%ol basef810olpay (satory5d1,.,.11!110Unl • 
2lr.!;m EE. IIlnll be paid 5'llool base S!Jiary ~ EE shalrv-. add;l!<lr1ftl5.,. ol regltarrate eouc:aOOn pay)1or al ilOln W0!1<ed be_, 
of ll"Y· CiiiJ111 Q<li(~: For fOIJiner:.are EE !illall be COtnpon .. ted 20 rninul8s per day 1 dOl$ dlfintd penoo 
per ~'OOk II tfltlf $a'.My scttedute of pay ('ltlP A lll E) ot""""""' rale 

Olllngull P•y 

EE wf10 "-"-corlllleo es 
~ievtiSp.tnl!h Chrleso.OI 

- i8l1gulgt - usellA 1>y U1e 
~11MtgllleO!lt!1f!IJnitysilal 
,....,., " llddillon 10 but...,.,.,., &om II 
..,.,...,.,.,_ 5100 perrnonll EE 
wf10 havo _, c:onlied as.,. <'lO/prller 

ievtlshan-. f11100.:oon1DWI 
separ••omll-~ 
s 1 so .... rnonl1 

Nont 

Boche!Q"a dt»r~. ·-·· - · .... -· . --· ·-·-- ·-·-------· -
Pian A· additional l 5% ol base salmygfar.U!d 10 EE hoto.ng POSl lnte<mediBie Outg! Ctals P§r First stop ollhehrglleraass 01-1 51op In EE scms wtoch Is not tess IMn 5'11omore Fftec:rm 711192 slill EEossjgned !Owor'< 168· 
l:D~Uicate llf'Clttlor2 5%olbasa safa!yrsgranllldco&utll EEIIOidflg POST Advanced llanlheEE'I currrrM r&(lltMralllol pay ~ ~· lddi1lcml$ 1 5per w.n ~ hours.chao.Jiolf128o(IB)'cydo-ac:cn.e1 ~ 
Clllt!icale f'UD aggrogote educabOnal tne&ll> .. pay gm:oo tS 6 0% ol baSe salllfY ~ 5%..,..... base salary tor ,..ation o1 assrgfl!'lont K 9 M&nlSO!l!JCil Ppy COfTIMIOsaiiOn hcU5 M <XIf11*1Sal0f)' limo at ud1 pay f*IOd INcne 
Ptan I> lldditional5% ol base salary lol EE hoiGl>g AAIAS oegree enolhcf 5% ol oqurvlllml!O 6,.... ot Ol ra'.e 1o1 .,... and groamrrg of Qrllf10 p51ne1 dunng ell-duly limO ~ MoliM!on O<Crlldts 160 ro01n Etfett\'e 711J02, 
basa S0111fY gr l>flTCO 10 EE hoiMg BNBS llcgree moxmum agg•egota rs 10% EE eiD: BOdollonal 10% o1 basa sa1ary EE IIS$IJ1led l<ldetectM! poy are notlligrl>• 10 ff'C0!\'8 llollllay pay EE 5hlll no lOnger rote'l8 1.646 I10in ot OCfllll 
'"'"0 pro 10 ~~~~)1 •• efigtb:e 10 ~ ollhlll Plan A ar Plan B EE rwed ar.er 411.01 (6%)., leu o1 to>day 00~ itfTIO at ood1 pay ponod 
n 011ly ~fbloforP16.1B 

Pay Dtfferenttats 



Agency 

Cllyoi Cia'fiO'! 

C<tyoiUC .. nt<> 

IC<Iyol'iGrwt"' 
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Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 

Education and POST lncenllvt Pay 

POST ln:e'mOdrolo - $1.200 pet year POST Ad'1M<:OO S2.160pe< "'"' 

May 2013 

~ ... d Tr!!!!lnA Offce~ 5% promurn 
., higher~ clasU~;ahon 

Special Alalgnmtnl Pey &111ft Dllftr.nllal Pey 

:&oom oll\cers ~ IOSIIIntd IO g<aveylfiiWI 

:.,..,......llddili0nll4~ ol <Oif4IIIIIICIOn -
1>1118 poyfO< holn- on graveylllllhill 

IVQ!ID! !Q H!!hCI ClejJ Mclr.IO'Ial5% ol '"'!'for IJIIe Ef Mll'osl(holn beiM«o 2100 10 0700 lor ltioMt 4 ~~ 
,s_, oft'corl rogu~a~~1 .-igMCIIO ~ 5hlfl 

111811 "'"""' tdd;llooal 2 5% oomponootion lor 
hOUI$ worl.ed on SlMng shift (!lOUIS befWoen 1400 

Bilingual Pay 

Nono 

1---- _ --........ -·- .. ··-· ........... ·······-······-···-···-········-··-······ ·-····-··············· . 10 2400 or 1700 10 OlOO ~-~~'!~.~-~~~~---··-·· ·· • ·········-· ·--·-···-···-······· · -··· ···-·····-··--····-· 
Eltgib:e EE arelho:;e Pn~ol Officer •ho quaii:..C lor J>6ymMIS Jlfl(lr 10 7111115. $210 
monU'IIy Cducalion lnconllve pa)'l'lef'·l Will be piiiCIIo """who COfTIIIICI8 !0 """"' or J 
unts o1 lflClloYed stuOy 0< b_.g dumg prlOr isca yoar 01 fltllff001n18 60 aomc•tor 
w..z or OQUMII•ll in qUIII18r ...ts olllflfJfUV8d lrariv or oil1fol> MIAS Cllgflle or 
001an POST rtt.em\ell;ale cenkite Ad<tlior1al S;>90 f'\Ofllhly educalian menwe 
payne!ll ollali llfl fll!rd 10 q<lllrf<MJ SUill who oc!MI POST Aavanccd oort!lcale and Sworn ptiiO""tf li$5Qflld 10 f\IIJIII &hill Slllll 

AAIAS degree or ob:an iiiJilfiWcd baa:illaufoa:e 1110••• ana"""'"'' POST ~ 5% oalory dll'flfentallor - oll55iVr·'""":S ~"'"""lrlllivl 5«Peont!Je1't!!yt r.<M 5% of base ro:e ol pay for Ill h .... 
!QieflTlodla:e certfcaiB or possess POST ln:errr.tdlale cerlili:3te and comp.ece !iO S.rRf«'l l r11'1ie s.r.oorn ~% Sillt.loy ClllO/ental rcr <IUrOIJOn otas51gnrnonts ~ 5% se:.y worltd Efloc:IIVG J~ 2010 Clly ollmrr\II18CI shill 
hoooi or J sent<lsll!< unitS o,~~~ng Inc pnor fisca YCBI as pAn ol E£ s conLnurrg. oO!erental ~oot R~ Q!!Jw• 5% .alary dll'.,.onial 111Qllt' Class P•r 5% addibonlll poy -n dilr.enbat pa, ElfedM Jlly 2010 . .-n 11/lft 
progress tnwaru SNBS deg1eo \\\til Ef hoVIIlgaready actumuiUtec! 60 semo<lor unlls lcmpororily WOl1(1f'9 In highor "'"'' ~·canine handleo w ll receive 5% salary diferontal and fiiiiiiOediO ~hi Jhlf11h811recelve 2% of baY 
or equwatcnt on quaf1l!runi!S toward Slid BMISdogree Pairol Officer 1\i\O bee~rmo S2SO 001 rnonll> for c•o metn llll\IIOOI ano loodrlg o1 conrno d...,g ol1 duty h<MS pay Hoell,. January 2011 sllft o.llo..nlialthlll 
ol~,blo alll!r 111/05 sholl rccohoo S210 per month~ E£ ha• MIAS dogroo $?10 po< ooellmin<llto 
IT'onlh ol Ef has completed 60 sornos1er unols and compiell!s 6 "'"""'Ill' units 0\IOfY 
24 rr.onlh 01 $100 pe1 mon!ft dEE has Bat:helor's/t.laslll<'s ilagree 5trg1l8111 
ellociMJ 711/05 1111111 oo otiglll<l '"' illloilow'lg program· S210 pel 1'101\l> ~ EE nas 
AAIAS degree S210 per month~ EE has conrplo!ed 60 semosl8r unrts and alftlll<llel 
6 ...-...s~w una """'Y 24 1110'1111 or S290 per montn ~ EE has 8acholar.,..._, ,,.., 
davreo 

~ Of"rrllf IIOdiiiOOIIS'Io. oloalioy lor ~-ne 'f>Cnl .. FTO 0"~'!1 in Chan!• j!!ld Acl!!!l 
3% Uo'foronflll lor o~.Qlfl an<J '""\llfMIIi asslgl\trd 

$100 porrnonlhfor EE designoled by City 
as blllngUII and wloo passes proliclcncy 
18101 

--· ... ----re --· --·-"-· .. 
lr.:em.diai~POST• $100 pel rrallh MIASoeg•oo •$125 por monDI Adllancoo ~ 5'!4 OOOY8 Efs1<1131y raltl lorworyhollrwori<Od ln"""'klrlporii)'SOMCO &aelCfloe1 
POST ccrulica!e • $1!0 per rronlh BMIS""'Jree = $175 per nl0f11h !l!.flll!ljQ 10% 8llCMl Efs sdlary ralo lor every hOII wol\0<1 in $UCh Ul<l\fiOIIIIY NMCO !!:l! E£ 

anrgne<l as K-9 officer \\•II be pe10 5% dilleresrtial ~·ll<ldllion<ll5% olsatary 

10 ~~'"II ano'Olrel-.1 '""'V and 5% 101 offr;;ers and I None 

""~~"'"" fiSsrgneo to g"""'YiYfU ~ 

Pay Drfferenuals 



' ~ 

Agency 

Cl!y riPre<Jrrool 

T"""" of farfa> 

-· 

l OW"I of \la"aga 
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Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Educollon ond POST lncenllvt Pay Special A11ignmen1 Poy 

1:n011· 5% pay difterenoalaoove Ot'oco's~q>.-y step rQISi'tll 01 POST ~na~.- 11 
c::ompen&a""" Foc•q lra•n!oo oroow ~%of monully...-..y tonmo- 8$5lgi>Od to duiiOI ot FTO. 
&!!!)g.f!« Pol"" ottlcoro OSiiiQntld lo duties al We!tll COIMllllOOI can oletl casu 01 c:omp 1mt for 

POST lrlt""'"'d"'to certllc8to or MIAS llt!gree- 5'14. POST Ar!Yaoced or BA/85 hou11 ...ne<S " pcsroon oasea orr lho following sea:. ()..4 lroura • 1 hour cast~ l>f c:omp ;me. 4-8 h .... 
dogree • 7% Potce Sorgo,.. \\llo trolds POST~ cMi~ca!O • 2% • 2 hours cash or~ trne. 8-12 rrouro = 3 hom cash or c:omp lime ~ Of! duty EE 

18qUfed to qo.alify on s11oo<1ng 1111"9• shal ,_..., m.,......, 3 hOuri pay Ill rate ol I 5• hourly rllle of 
pay De!:t1!Yt or MIOI: Ql!!cq; 5% ot rnon:Ny sa:ary tor lrmoessrgned 1D ckr1ios IS Oo-. 01 

-- ·- - ·- ·-~---
,.,._!~_.W!~ 5% o1 mon#"ly $illaiJ tor tme as~oed 10 dultCI as ..!!alllc Ob __ 
~· EE =gnod IDAdnwlislracNeSonilaanl. Corporoi l>f 

M 0<9'1lO 01 POST lnlllll'IOOiotrl cen.:rca1e = 2 S'!lo S~>ary Jtep rn<:rnso BNBS O.Mdl•oiJrNO!lllc Ot!icer shall rocctvo 6'!1. llceri!Wo Slop rose for durMOil of oppcir'unenl Q!!!..QL 
dogrC<t or POST Aovonceo c.nof<:Me = 5% sa!al)' Slop lncroMe POST SupOI\Ir::ol)· ~- EE \\11o woru mrrirTalm 3211011" •hal ruce.vo IIOOGonai 7 5% ol llase pay f01 1me woriod 
cef'ttC81C -: 7 5% sala')' Stop IOCf'OOSO lo lrlgtr.er class liOIO P.Al:· Add~orral5% of baS<! cay for nou" Will~ Old .roo E.lekl l llli!D!Q O!llwr 5% 

- -·-- - ---·-·- · ~~_saiar)'lor noursspOflt rllllliff,j 

Bachelor's oegree = 2 5% oloase sala<y Pa~ol Of'"x:er POST lrl:cnr.r:dlal<l c:a1lflarll O!!w 11 C!\01lg Addrllor\al $1 2~ per hour lot each hour"Mll\8<1~~ McWrorral 

'3 3%; POST Aovancao ~ • 5%. SO<gOM! POSf Wllrmedoate certlic."lb! • $1 7o per hour tor each hour ~"011<acl ~·• f'!!90fl R~ 3'4 ol basi sawy fa ~ 
r-ed to f!OliOild 10 off duty r8QJ<$5 ""' col! phone llsiiHti 2 b% o1 bne pay lor ctr.ro;.on ol 3"" POST Mvancxd c:Mifir:OOJ = 5% 
la<."!OO'ool 

Slllft OIHortntllt Pay Blttnguat Pay I 

: 

s..om sial assigned 10 llQhl Jhllt (7 pm to 7 am) 
SIIOU roc;olve lllldrtionrJI <01l1fl0'l$1111 • 4% ol 
base rota ol pay (....., • e<IIICIIIion pay) 11 ahlft None 
drl*onllelpaylcra.lhOUrl-~7pm 
onrl7am 

-- ·-- ·-- -
5% Qfii~Md Sllifl dift"""blllllddodiD bON pl'f 

~ 
lor olloc'"' "'S>fl"od 10 wort hOU<S ol 7 pm 10 7 am 

-~- ----· ----·----· ·- - - .. --- ···-----

2.5'11. oll>rloe pay lot 9'0"10Y•d slrif! -
- -----

Pay DtfferenUals 
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Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Agency Vacation Accrual Rates 

Kensington Police Protection and Community First year= 13 days; 8 additional hours per year until the end ofthe 8th year, then 8 hours every other year thereafter to a maximum 
Services District ~~-~~- -~~.¥.'.: ........ .. .. .......................................................................... ........................................................................................................ .. .............................................. ........................................................................................ ~·· 
Broadmoor Police Protection District 

1-4 years= 6.6 hours per month; 5 years= 10 hours per month; 6 years= 10.6 hours per month; 7 years= 11.3 hours per month; 8 years= 12 

.......................................................................................... ~~-~~~. P..~~.~~~~~.: .. 9..r.~.~~~ .. ~ .. ~.~ .. ~ .. ~~~!.~.P.~!..~~-~~~: .. ~.?.~.Y..~.~~~-~ - ~~ ... ~.~~-~.~~. P..e.~ .. ~.O.~~ ................................................................ ......................................... 
Central Marin Police Authonty 1-5 years = 3.08 hours biweekly; 6-9 years= 4.62 hours biweekly; 10-14 years= 6.16 hours biweekly; 15+ years= 7.69 hours biweekly. 
.......................................................................................... .................................................................................................................................................................... ,_ ............................................................................................ 

EE hired before 4/15/13: 0-1 years= 4.01 hours per pay period (no vacation entitlement); 2-4 years= 4.01 hours per pay period; 5-9 years = 

City of Albany 
5.54 hours per pay period; 10-14 years= 6.15 hours per pay period; 15-19 = 6. 77 hours per pay period; 20+ years= 7.38 hours per pay period. 
EE hired on/after 4/15/13: 0-1 years = 3.38 hours per pay period (no vacation entitlement); 2-4 years = 3.38 hours per pay period; 5-9 years = 
4.92 hours per pay period; 10-14 years= 5.54 hours per pay period; 15-19 = 6.15 hours per pay period; 20+ years= 6.77 hours per pay period 

................ ......................................................... ....... ....... ................. .. ................ ......................................... ....................... ................................................................................................................................... .................... ... ...... 

City of Belmont 
1-4 years = 80 hours; 5 years = 120 hours; 5 years = 128 hours; 7 years = 136 hours; 8 years= 144 hours; 9 years = 152 hours; 10+ years = 160 
hours . ............ .......................... .. .. .. .............................................. ................................................................................................. ...................... ... .................... ........................................................................................................... .......... 

City of Benicia 1-3 years of continuous service = 10 days, 4-9 years= 15 days, 10-19 years= 20 days, and 20+ years = 25 days. (work day= 8 hours per day) 
...... ................................. .. .. .......... .................................. ........................................................................ ........................................................................................................................................................................................... 

City of Brisbane 42 hour workweek. First 4 years = 84 hours, after 4 years = 126 hours, after 9 years = 168 hours. 
..................................... ....... ......................................... ... .. ..... .............................................. .. ... ............................................... .............................................. ........................ ................................ .. ............................................ .. .... 

I 

City of Clayton 
0-24 months= 6.67 hours per month; 25-48 months= 8 hours; 49-96 months= 10 hours; 97-180 months= 13.33 hours; 181+ months= 16.67 
hours. ...................... ...................................... -.. ........ ................... 
f ·;;ear··~·as'iioiirs.per·;;;;ar."·2::fyea·;;;·;;"96.iiolir5·:·ii·;;;;ars·;;··i·a4·ii·Ciurs: .. s·y;;a·;s·;;··i·i·2-iiolirs·:·s:'i·;;;;ii;:s·;; .. i'2a·iiours· ... a:9·years .. ;·12ii.iiiiu·i;;:·1·a: .. ·· 

City of El Cerrito 11 years= 136 hours, 12-13 years = 144 hours, 14-15 years= 152 hours, 16-17 years= 160 hours, 18-19 years= 168 hours, 21 years = 184 

............................... .................................... .. .. .. ................ h!?.U.[~.!~.~-~!!~.s!~.9 .. ~.b.C?.U.~.P!!r.Y.e.a.r .. u.n.lii}~ . .Y.!!?.f.~ .. :.~~-~-~!?Y.[~; ..................... ................................................................................................................................ 

City of Hercules 0-4 years= 96 hours per year, 5-9 years= 120 hours. 10-15 years= 144 hours, 16-19 years= 160 hours, 20,. years= 176 hours. 
................................................................... , ....................... ........ .. ........................ ..................................................... .. .................... ... ........................................... ... ... ....................................................................................... ........... 

City of Piedmont 0-4 yrs = 88 hours; 5-8 yrs = 120 hours; 9-11 yrs = 136 hours; 12-14 yrs = 152 hours; 15-18 yrs = 176 hours; 19+ yrs = 200 hours. 
......... .. ................... ............................................................ ........... ....... .................... ....... ................... ............................ ....... .......................................................... _ ,, ,, , ,,, ............................................................................................ 
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Agency 

Town of Fairfax 

Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Vacation Accrual Rates 

1-4 years = 88 hours per year, 4-10 years = 120 hours, 10-15 years = 160 hours, 15+ years = 200 hours. 
................................................................................... ...... ................................................................................................................................................................................................................ .. ....................................... ········ 
Town of Moraga Year 1 = 4.61 per pay period (120 hours per year); additional8 hours per year shall be earned and accrued per year of service up to 320 hours 

per year. 
~--
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Agency 

Ken1lngton Pollee Protection and 
[Community Servlcoa District 

Broadmoor Police Protectoo Dislnd 

!Central Marin Pol1ce Authority 

I···· 

~ 
~ 

Crty of Albany 
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Opt·Out Allow1nce 

None 

None 

None 

Appendix II 
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Additional Benefits 
May 2013 

Uniform Allowance Longevity Progrtm 

District 1hall provide a clothing allowance of S800 fMr you. Dl1trict pay• for coat Dl1trtct sgrMI to providl longevity 
of repairing and/or replacing unlforma. Dlatrict agreu to relmburta membart for Incentive equal to an annual bonua of S100 
11fety equipment up to $250 per year aach year officer Ia employed undar contract; for uch yaar of aervice with the Dletrict 
unuud relmburw1ment may be rolled ovar by individual offlcarw to tho following beginning with the 10th yeu of aervlco, to 
year for the lifo of tho contrect to maximum of $750. be paid avary yoar. 

DISind provides al undorm and equipment needed, 111Ciud1ng repair and replacement 

New EE shall be provided umformt and Authonly shall replace wor1< or damaged 
uniforms EE assigned to Detective shall rece1ve $450 allowance per year 

Unifo(ffi Allowance. $1,000 per year. Safety Eaulpment Allowance EE hrred before 
611/05, City w~ pay up to $250 per year for recerpled repairs or replacement of safety 
equipment (handgun. handcuffs. leather goods. baton, raongea<, holrnel, safely shoes, 

None 

None 

City conlnbuloo of EE only benefit llashligh~ and accessones) ForEE hired efler 611/05, City shall prOVIde .-tv_ hred ~ 8 9% above StepS. f2k 
allowance plan rate and City's PERS health sworn EE wrlh safely equipment (handgun, handcuffs, leatiher goods, baton, r11rngear. ~· 7.5% above Step 5 Equivalent to 
rate conlnbuted rnto the City's deferred helmot, safety shoes, Hashhgh~ end accessones); EE ~y receive reimbursement lor $679 per month for each classfflcation put rnto 

1 
"' receipted purchases of other safely or duty·relalod equrpment subject to recommendation R t H lth Savl Aoco t 

componsa ron ,.an of Police Chief and approval of the CM (rermbursement up to $250 per year); Cny will pay : 0 rree ea ngs un 

up to $100 per year for recerpted repairs or replacement of safely equrpmenl ~ 
~· City wil provide APOA mernbe11hip a prepayment option for porchasing b<Jiet 
proof vests, maximUm amount available to sworn EE is $1,500 

Sick lAavw CuMlut Polley 

District •nllrtd Into • contrect with PERS to provide rttlrtment credit for 
unuaed alck ltavt In lieu of atck luvtjMyout upon IAirmlnaflon or 
ret1111mont. 

Accumula1ed sick leave mey be oonvelled to service crtdrt under PERS 

None, except unused siCk lea\18 eted~ for PERS retlnlmont (add4ional servroe 
credn at rete of 0 004 years for each day of siCk leave) 

Upon retirement, EE entitled to be paid for Y. of accumulated siCk leave up to 
maximum of 370 hours at regulaf salary on retirement date Remaming sick 
leave reported to PERS lor retirement service credit of unused sick leave. 

Other Benefits 



~ 
"\ 

Agency 

IC~y of Betmonr 

IC1ty of Benicia 

Opt-Out Allowance 

I

For EE hired prior lo 10111/1 1, EE may 
elect allernale coverage wilh cash oplion to 
,receive up to 50% cash of Clly's waived 
,premium amount and r&rnllinlng 50% shall 
be dapos~ed into the EE's deferred 

Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 
May 2013 

Uniform Allowance longevity Program 

:I' compensation account OR EE may elect to I Safety Equipment· City shall supply EE With safety equipment Unif()(m Allowance: SafetyiNoo 
contribule 100% into deferred staff shaH receive $900 per year e 
!compensation account. Amounts are · 
I capped at 20t 1 amounts EE hired on/after 
10/1111 1 shall receive up toY, of Kaiser 
s1ngle plan rate as cash or deferred 
compensation contribution 

EE who have dual coverage on health plan 
shall receiVe cash amount City contributes 
towards s1ngle rate based on ck1ssffication 
if they decline Crty's plan 

S75 per month C1ty shall provide safety equ1pment and bullet proof vosts None 

- ··•-••••• •-··----·----·-•-•l•••--• .. ••"-""-••••••-••••.,••-•••'"'''''',.. . .,,_,,_,..,_,.,,,,,h , ., , . .,,,,,,,,,,,,,, •• ,,. ·••· --... ~__.,,,, __ ,,,.,,,,, ,,,_,,,,_,_,,,,,,_,,, ___ ,_,_,,,,,,,_,, _ _ ,,.,,,,, , ___ ,,,_.,,_,,_, 

C1ty of Bnsbane 

Clly ol Clayton 

IC1ty of El Cemto 

City will provide u111forms, safety equipment, ond vests The C1ty w1U also p10vide 
If EE selects no pla11, City shaN contnbute unlunited cleaning, lailoring, alteration, end repairs, and service stnpos, rank insigma, and 
sum equalro EE only contribu!IOO for least special assrgnrner1t accoutrements City will repa~ or replace aD ijcms of pern>oal INooe 
expensive plan offered by PERS health property lost or darrlaQed dumg perlormance of duty; max loss paod at any one ru:ldent 

dbe$100 
" .......... ,........ .. .. ........... .. ........... ... ............... --· . ... .. ...... .. . .................. -............ ·- ......................... ........... ........ _, __ ........ .. 

$250 per month, for EE h11ed aijer 6/30/10 SSOO 
= $O per year 

--- ... J .. ... _ ....... - .... - .. - ........ .... - ............. ·---- · ... _ ...... ·--·-· 
City shall contribute equivalent to the 
lowest medical plan {Kaiser) s111gle 
premium to Flexible Benefrt Plan and EE 
may rocc1ve this amount 1n cash or may 
reallocate toward the purchase of other 

Effoct1V81/1/09, u01form allowa11ce equal to $1,000 per year City shaft pay cost of 
repe~mg unUorms and equipment City will provide modem and effoctNe police 
eqUipment 

None 

7-15 years of seM:e = 3% ol annual base 

salary, 1S..20 years= 5% of annual base 
salary, 20+ years = 7% of annual base salary. 

benofils. .......................... l ,,,.,, .. oooOoOooo-,O"•o- oO o->OOO>~OHOO M0 ... . . - 0 <ooo o oo ' ' 
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Sick ....... Cull-Out Polley 

Upon retiremenr oc deatll, City shell compensate EE for acwmuleled sick leave 
al raJa ol25% of days accumulated for EE with at least 5 yun1 but less than 10 
iyearo ol service with City Md at me of 50% for EE with 10+ yearo or servics 
'wi1h City up to maximum of 120 accumulated dll)'i City &haN continue to provide 
'EE with option to convert accumulated sicl< leave toPERS tervice credit at 
retirement 

Qty agrees to convert 25% of accrued sld< leave upon Alli,.,..,t (service or 
disability) to cash, payable to the rebnng EE, proVIded EE has at least 12 years 
of service For purposes of this section, salary includel salary schedule amount 
.. education pay. City wiW reimburse EE aijer 1 ysar of service 25% of their 
annually accrued but unused sick leave In December each year 

EE sepemling from City service shall not be entnted to any payment of unused, 
accrued leave 

None 

I 

Sworn EE show effective ret11ernent date Is within 4 months of separation from 
employment with the City shaH be Cledited upon retirerner1t w~h 0.004 year of 
service credrt for each unused day ot sicl< leave. Upon dea1h, value of EE's 
I accrued SICk leave calculated at the EE's hourly rate shan be paid to EE's estate 
;or designated benefiCiary up to 2,080 hours 

Other Benefits 



~ 
~ 

Agency 

C1ty of Hercules 
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Opt.Out Allowance 

EE shall be entitled to use 50".4 of eligible 
contnbuuon lo compensation of choice 
(50% of $1,623.44 ~family coverage, 
$1,222.26 if EE+1; $553.6311 EE only). 

Appendix II 
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Additional Benefits 
May 2013 

Uniform Allowance Longevity Program 

After 10 years • $100 per month, after 15 
years = $150 per month, after 20 years= $200 
per month, after 25 years = S250 per month 

Unffonns proVIded City provides $75 per month Uniform allowance suspended for 2012jEffccllve 1/1109, City wil begin calculaUng 
13 in exchange for re·JnStatement of salary slop advancement longevity pay as% of salary as follows. at 10 

years • 3% of salary, at 15 years= additional 
2%, at 18 years = addllional1 .5% of salary, at 
20 years of serviCe = 1 5% 

Sick LIIVI C11h-Out Polley 

ICily does not pay EE for unused sod< leave upon termination for any reason EE 
who retires fllllY convert unused sick leave belanoe to service credll 

Other Benefits 



Agency Opt .Out Allowance 

City of Piedmont None 

........................................................................... ···········-·····················"''''"''''"''-····-· .. ··········-··-

Opt-out Allowance: $200 per monlh cash 
Town of Fairfax 

back allowance. 

...................... .......................................................... .................. ................................................ ............ 

Opt-out Allowance. Town will contribute 
Town of Moraga amount equal to 50% of Kaiser HRA family 

premium rate U>to ICMA 457 account. 

Page 4 of 4 
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Uniform Allowance Longevity Progrom 

$1,500 per year None 

······--.. ---.. ··-·""'''''""''' ............................................ , , __ ,,, ................ -............. ,_,,, ......... -............... ·······-·-············"'''"'''''''""-·-····· ··-·······-·-·····"···-···· 

5-9 years= $150 per month; 10-15 years= 
$700 per year. safely equipment provKJed. 

$200 per month; 16+ years = $250 per monlh. 

........................................................................................................... ................................................... Ciiiigevlly'ooiiiis'eJimiiiarea·(p;ev;.;,u;Ty-· .. ·· .. ··· ... 
members were credited with 40 hour,; of bonus 

Town witt fumosh safety equipment. Un~orm AHowance = $1,050 per year. vacation leave on 20th anniversary, 8D hours 
at 25th annlvelsary, and 120 hours on 30th 

\ 

Sick l t1¥t C11h.out Polley 

Sick leave credit or 0.004 year of service credit for each unused day of SICk leave 
(Credit fO< Unused Sick Leave in accordance with CA Public EE Retirement Law). 
····· ····-·-·-·-·-·-··· ·-·······-··· ·--··--···~·-·-·-·· ........ ,.,_._, .. _,,, .......................................... 
Accumula1ed sick leave up lo 50% shaft be paid back to EE upon retirement or 
voluntary separation from Town. EE must hew combined I 5 years of setVice 
with Town or other police agency Sick leave cap a 1,280 hours (maximum pay 
back Is 640 hours). EE may elect to transfer half of annual accumulated sick 
leove to vacation accrual balances up to 60 hours . .. ....................................................................................................................... _ ... , ............... 

None 

Other Benefits 



~ 
~ 
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Appendix II 
Kensington Police Protection and Community Services District 

Additional Benefits 

Agency 

Kensington Pol let Protection and 
Community Sorvk:te Olstrlct None 

May2013 

Budge1·Drlven I lumen RuourCtl Streteglu 

!!IOadmoor Pd<:e Protecoon [)js:<ld I None 

iCcrllra Mam Pollee AlliJlO<Cy NOlle 

----· ··-··-··--1-- -------1 
C1ly olkllllny Roouced viiC3bon lea• a accruals for EE hna onlaftcr 4115/13 

C1ty ol Beomoot 
Mar.da:Qr) 1\.flougn Sallliy EE v. l hlwe furlo..gn obl90ton ol60 hOuri for FY 2011·12 !llld 2012·13. EE twed aier 112/12 recer1e 

3~551omnJa ·- __ ·- ___ ··-- _ . ·-
Toered Re;irre<11 llere'rt EE hked on/O~or 111/Htecla.e 3%@551onnula ana dVorage throe year final compensallon EE., tros uer 

pay 9% memoe•~-~------- ·-·· _ _ ··-·- .. C~y ofBcnlel<t 

C<iy rw,en:ty nogor,ated changing 1rnm a neal!h 101ur~nce conlrlbut.oo basoo on hog holt HMO !hat Ca"PERS provides 10 hxeo dollar 
C~y of Brisoane I ao110\JI'45 equal to tho CaiPERS 2012 Blue Shield Aa:ess• ra:os CitY w~ llkc.y try to oonnnue wo~ off of a fuced oo.ar amotll~ raO·A!f 

than cllllrii""J as 1a1es change annualty 

Cay of Ctaytoo 

Qly ol El Ccrnlo 

City ol Horttdes 

ICily o1 PIOOmonl 

~on,offarfa.< 

~own of M<xaga 

Tv10-T101eo Retirement Pragram: EE h~eo onlanor 711110 oocorve 2%@50 rotnumenl !llilll v.dh final oomponsat'Of\ baSed on l yoars of 
salary, EE pays oorj)(oyee conlrlbutoon _ __ ....... _ .. _ ........ 
SEIU hos llunough days 101d shttnng lila~ ol EPMC (2.5% EE, 55% ER) Manage~ group Is also~ lhe oos1 ol EPMC 

(4%EE.4%ER) NIA!orPoiJCe._ ---- __ ------... - ....... 
Salane• reduced by 3 7% effed'Ve 2010 Addillonol'y HPOA agreed lo sccepe3 luriOU1j~ days or 24 hours unpmd te .. e to be placed 11 

leil\-e bank EE hied a~er 6130111 recwve 3'llo@ 55 fofT!'oUa 

EE hired onlo~er 911n 2 'WI be provldod 2'11.@50 1orm.liJ and EE a1e rosponllillo for 9% ITIOil\Oer COOUitlulion 
-•w -

EE hired e~ectve 111/09 roauvo 3%@55 formula 'Oith filii ~ion based on 3 ~'leSt years ol salary 
- I 

Nooo 

Budget Strategres 



COMPARISON OF POLICE SALARY FOR KENSINGTON AND SIMILAR CITIES 

Kensington Police Piedmont Alban~ El Cerrito Moraga Belmont 

FYE 6-30-2015 1 FYE 6-30-2015 2 FYE 10-31-20143 FYE 6-30-2015 4 FYE 6-30-20155 FYE 06-30-146 

MSgt 8380 
Sgt 7899 9391 9561 10266 8335 10083 

Corp 7028 8954 7465 9424 
Officer 6890 7902 8100 8075 7248 8156 

FYE 6-30-2016 FYE 6-30-2016 n/a FYE 6-30-2016 n/a n/a 

MSgt 8694 

Sgt 8195 9673 10728 

Corp 7291 9357 
Officer 7148 8139 8438 

FYE 6-30-2017 FYE 6-30-2017 n/a FYE 6-30-2017 n/a n/a 

MSgt 9064 

Sgt 8544 9963 11157 

Corp 7601 9731 
Officer 7452 8383 8776 

FYE 6-30-2018 n/a n/a n/a n/a n/a 

MSgt 9449 

Sgt 8907 
Corp 7924 

Officer 7769 
All of the MOU's and salary schedules listed are for the latest period that could be located t hrough public sources. 

1KPOA MOU proposed to begin on execution and run through 6-30-2018. It is not retroactive. Sworn officers get 

3.75, 3.75, 4.25, and 4.25% annual ra ises, but give back 3% to pension costs in year 1, 6% in year 2, 9% in year 3, 
and pay t he entire employee pension cost up to 12% of salary in year 4. All salari es throughout this chart are top 
step in range for ease of comparison. Net sa lary increase over 4 years= 4%, based on l6% aggregate raise, less 
12% employee give-back to pension. 
2 Piedmont pol ice contract expires 6-30-2017. Employees give back 9% to pension costs . 
3 Albany's MOU covers November 1, 2011-0ctober 31, 2014. Sworn officers give back 9% to pension costs. 
4 MOU expires June 30, 2017. Each rank get an 8% raise in year 1, 4.5% year raise in year 2, and 4.0% year ra ise in 
year 3. Each rank gives. back 9% to pension costs in year 1, an additional1.5% in year 2 and an additional1.5% in 
year 3. Net salary increase= 4.5% based on 16.5% raise against 12% employee give-back to pension. 
5 Moraga's MOU is for the period July 1, 2013 through June 30, 2015. Moraga employees give back 9% to pension 
cost. Only basic rank is listed for comparison; as with all other communities listed, pay can increase based on POST 
intermediate and advance certification. 
6 Belmont's MOU covered the per iod July 1, 2011 through June 30, 2014. There are no pay increases over the life 
of the MOU other than step increases. Officers give back 3% to pension cost. Salaries can increase based on 
intermediate and advanced POST certification. Table reflects patrol offi cer sa lary w ithout POST certi f icat ion, 

corporal pay reflects advanced POST certifi cation (which is the only classification avai lable) and sergeant pay 
reflects intermediate POST certification. 

Kensington POA comparison sa lary 12032014 

II~ 



MEMORANDUM OF UNDERSTANDlNG 
Between 

KENSINGTON POLICE PROTECTION AND COlVIMUNITY SERVICES DISTRICT 

And 

KENSINGTON POLICE OFFICERS' ASSOCIATION 

Effective Date until Jtme 30, 2018 

This Memorandum of Understanding is made and entered into on , 2014, 
between the Kensington Police Protection and Community Services District, Contra Costa 
County, Kensington, California, hereinafter referred to as "The District", and the Kensington 
Police Officers' Association, hereinafter referred to as "The Association". It is the intent and 
purpose of this Memorandum to assure sound and mutually beneficial working and economic 
relations between the parties hereto. This Memorandum of Understanding will become effective 
immediately upon its ratification by the Association and the District (the "Effective Date"). 

ARTICLE I RECOGNITION 

The District agrees to recognize the Association as the majority representative of all police 
personnel excluding the Chief of Police, and agrees to meet and confer with the Association in 
all matters relating to wages, hours and other terms and conditions of employment. 

ARTICLE II RIGHTS 

A. District Rights Include: 

Except as otherwise provided in this Agreement, the rights of the District include, 
but are not limited to, the exclusive right to determine the mission of its 
constituent departments, commissions and boards; set standards of service; 
determine the procedures and standards of selection for employment and 
promotion; direct its employees; take disciplinary action; relieve its employees 
from duty because of lack of work, lack of sufficient financial resources, or for 
other business related reasons as detennined in the sole discretion of the District; 
maintain the efficiency of government operation; determine the methods, means 
and personnel by which government operations are to be concluded; determine 
the content of job classifications; take all necessary actions to carry out its 
mission in emergencies; and exercise complete control and discretion over its 
organization and the technology of performing its work, including contracting of 
specified services. Nothing contained within this article is intended to, in any 
way, supersede or inftinge upon the rights of the recognized employee 

Kensington Police Protection and Community Services District 
Policy 112020- "Memorandum of Understanding with KPOA" 
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9. Transfer of Vacation Time to Bereavement Leave- Vacation leave may be 
converted to bereavement leave, subject to the review and approval of the 
Chief of Police, if a death or anticipated death in the inm1ediate family of 
an employee occurs during that employee's vacation period. 

l 0. Leaves of Absence- The Board of Directors has the power to grant leaves 
of absence with or without pay. The decision is normally based upon the 
recommendation of the Chief of Police. The Chief of Police has the 
authority to grant leaves of absence not to exceed three (3) days. 

11 . Bereavement/Emergency Leave of Absence 

a. Time off, consisting of 40 hours with pay, may be granted to any 
employee in the event of the death of a member of the employees' 
immediate family. One day of death leave for deaths occun·ing to 
persons not in the immediate family may also be granted at the 
discretion of Chief of Police. 

b. In addition to the 40 hours, additional hours may be granted at the 
discretion of the Chief of Police, 

c. Bereavement leave shall not be charged against either vacation or 
sick leave accumulation. 

d. The Chief of Police shaH be notified as soon as possible of any 
event requiring an emergency leave of absence. 

e. Definition of Family 

For the purpose of bereavement or emergency leaves of absence, family 
as, used herein shall be construed as being the following relatives of the 
employee: 

Spouse Brother Mother-in-law Step Child 

Child Sister Father-in-law Step Sibling 

Mother Grandmother Sister-in-law Step ParetJ.t 

Father Grandfather Brother- in-law Step Grandparent 

ART[CLE VH SALARIES 

The Board of Directors provides that an employee must be paid a salary within the range 
established for his or her classification. 

Kensington Police Protection and Community Services Dist rict 
Policy 112020- "Memorandum of Understanding with KPOA" 
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EFFECTIVE with the first full pay period after ratification of this agreement by the Association 
and the District, the District and the Association agree the District will compensate all members 
of the Association as follows: 

Year One of the contract tenn (Effective Date-June 30, 2015), the District agrees to increase 
salaties 3.75%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective beginning with the first full pay period after ratification of this agreement by the 
Association and the District, tlu·ough the first pay period ending after June 30, 201 5, shall be: 

~ Step 2 Step 3 Step 4 Step 5 

Master Sergeant $8,136.56 $8,380.66 ------------ ------------ ------·------

Sergeant $7,090.87 $7,374.50 $7,595.73 $7,899.58 ------------
Corporal $7,028.04 -----·------- -·----------- ------------ ------------
Officer $5,557.15 $5,862.80 $6,1 85.25 $6,525.44 $6,890.22 

Year Two of the contract tenn (July l, 2015-Jun 30, 20 16), the District agrees to increase 
salaries 3.75%. Specifically, the monthl y base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Offi cer, which will be 
effective begitu1ing with the first full pay period after Jul y 1, 2015 through the first pay period 
ending after June 30, 2016, shall be: 

Step 1 Step 2 Step 3 SteJL1 Step 5 

Master Sergeant $8,441.68 $8,694.93 -----·------- ................................. ------------
Sergeant $7,356.78 $7,651.04 $7,880.57 $8,195.81 ------------
Corporal $7,29 1.59 ------------ -·----------- ------------ ------------
Officer $5,765.54 $6,082.66 $6,4 17.20 $6,770.14 $7, 148.60 

Year Three of the contract term (July I , 20 16-J une 30, 20 17), the District agrees to increase 
salaries 4.25%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective beginning with the first full pay petiod after July 1, 2016 through the first pay period 
ending after June 30, 2017 , shall be: 

Master Sergeant 

Sergeant 

Corporal 

Officer 

~ Step 2 Step 3 

$8,800.45 $9,064.46 ------------
$7,669.44 $7,976.21 $8,2 15.49 

$7,601.48 ------------ ----·--------

$6,010.58 $6,341.17 $6,689.93 

Kensington Police Protection and Community Services District 
Policy 112020- "Memorandum of Understanding with KPOA" 
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$7,057.87 $7,452.42 
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Year Four of the contract tetm (July l, 2017-June 30, 2018) , the District agrees to increase 
salaries 4.25%. Specifically, the monthly base wage rate salary schedule and compensation 
levels for the positions of Master Sergeant, Sergeant, Corporal, and Officer, which will be 
effective with the first full pay period after July 1, 2017 through the first pay period ending after 
June 30, 2018, shall be: 

Ste!Ll Step 2 Step_] Step 4 Step 5 

Master Sergeant $9,174.47 $9,449.70 ----------- -·-·---------- ------------
Sergeant $7,995.39 $8,315.20 $8,564.65 $8,907.26 ------------

Corporal $7,924.54 ------------ ------------ ------------ ------------
Officer $6,266.03 $6,G l 0.67 $6,974.25 $7,357.83 $7,769.15 

A. Step Increases 

l. Classification - Police Officers 

a. Step One: Minimum hiring rate. 

b. Step Two: Employees shall be eligible for advancement to Step 
Two upon completion of twelve, (12) months employment, 
affirmation by the Chief of Police that there has been satisfactory 
growth in the service value of the employee. 

c. Additional Steps: Employees shall be eligible fo r advancement to 
additional steps upon completion of one year at the previous step, 
affinn ation by the Chief of Police that there has been satisfactory 
growth in the service value of the employee. 

2. Classification - Sergeants 

.a. Step One: Minimum hiring rate, 

b. Steps Two: through Step four: Employees shall be eligible for 
advancement to the next higher Step upon completion of twelve 
(12) months employment in grade, affinnation by the Chief of 
Police that there has been satisfactory growth in the service value 
of the employee. 

B. · Hour ly Rate of Pay 

The hourly rate shall be calculated by multiplying the monthly salary by twt:lve 
( 12) and dividing by the total number of working hours per year, which by 
convention is 2080. 

ARTICLE Vlll OVERTIME 

Kensington Police Protection and Community Services District 
Policy 112020 - "Memorandum of Understanding with KPOA" 
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MEMORANDUM OF UNDERSTANDING 

BETWEEN 

THE CITY OF PIEDMONT 

AND THE 

PIEDMONT POLICE OFFICERS ASSOCIATION 

Piedmont Police Officers Association 
Page I 

July 1, 2013- June 30, 2017 

711113-6130117 



eighteen (18) months and the period for promotional appointments shall be twelve (12) 
months. Individual probationary periods may be extended with good cause upon 
recommendation of the Police Chief. 

SECTION 5 -SALARIES 

5.1 Minimum Salary 
There will be a three percent (3%) salary increase each fiscal year during the term of this 
MOU. The monthly rates of pay in effect for the duration of this MOU will be: 

Classification Effective Effective Effective Effective 
7/112013 7/1/2014 7/ 112015 7/1/2016 

Sergeant 9,1 18 9,391 9,673 9,963 

Police Officer - Step 3 7,67 1 7,902 8,139 8,383 
(25 months and thereafter) 

Police Officer - Step 2 6,982 7,192 7,408 7,630 
(13 to 24 months) 

Police Officer - Step I 6,357 6,548 6,744 6,947 
(0 to 13 months) 

5.2 Salary at Time of Employment 
Every new employee shall be paid the first step on the employment scale, except at the 
recommendation of the Chief of Police, the City Administrator may authorize 
employment at a higher step . 

5.3 Eligibility for Advancement in Pay 
Employees shall be advanced from Step 1 through Step 3 in accordance with the time­
in-step requirements outlined above. The above time-in-step requirements shall apply 
before an employee gains eligibility for advancement in pay. 

When an employee demonstrates outstanding capacity in performing his/her duties, 
advancement may be made prior to completion of the above time-in-step 
requirements. Advancement in pay when approved shall be effective at the beginning 
of the fust pay period immediately following completion of the time-in-step 
requirements outlined above. If an employee is on leave without pay for more than 
one month, the period shall be deducted from accumulated time-in-step. 

5.4 Attaining Advancement 
An employee, in order to be advanced in steps, must meet standards in the overall 
evaluation. Advancements shall not be made solely because employees are eligible 
according to time-in-step requirements. Good attitude and personal conduct, work 
accomplished, conscientious attendance, safety alertness, efforts at self-improvement, 
and other factors of individual achievement must be evident as appropriate to the 
position. 

Piedmont Police Officers Association 
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employee's promotional probationary period is at the discretion of the Police Chief and is 
not subject to the grievance procedure. 

Section 4. Disciplinary Action 

Sworn and Non-Sworn Employees 
The Police Chief is vested with the power to discipline sworn and non-sworn employees in 
accordance with Department regulations and State law (Sec. 3300 GC, et seq.). Such employees 
will be notified in writing of such disciplinary action and will have the right of appeal. Sworn 
employees who are discharged as a result of a disciplinary action may appeal such action to a 
Hearing Board established through the provisions of Section 8.03c of the City Charter, or through 
the Grievance Procedure contained in Section 15 herein. If the Grievance Procedure is utilized, 
the grievance must contain the information required by the provisions of Section 15(2), and the 
grievance shall be processed beginning at Step 3. The discharged employee may not utilize both 
such procedures. Disciplinary actions other than discharge are subject to appeal only through the 
Grievance Procedure. 

Section 5. Salaries 

5.1 Salary Ranges 
Effective April 15, 2013 the salary ranges set forth in Appendix A will be increased by 
2.0%. 

Effective the first full pay period after September 1, 2013 the City shall add Step 6 to the 
Salary Plan for all classifications. The Step 6 shall be placed 3.0% higher than the current 
Step 5. 

Effective the first full pay period after September 1, 2014 the City shall add Step 7 to the 
Salary Plan for all classifications. The Step 7 shall be placed 3.0% higher than the current 
Step 6. 

Salary ranges for represented classifications shall be as set forth in Appendix A, which is 
attached hereto and made a part hereof. 

5.2 Salary Plan 
Positions within the Albany Police Department have been placed on a step system, 
providing the merit increases after varying periods of service. Typically, the first step is 
the salary level at which entrance into the classification of work begins and the level at 
which it carries through the first year. Most positions are provided then with Step 2 
through Step 7 to cover annual intervals in added expertise within the Department. 
Employees are eligible to advance to Longevity Step when they meet the criteria specified 
in Section 13 .12. The step indicated as Longevity Step is the highest level to be attained 
on the salary sch~dule. 

(1) Except as otherwise provided in this Memorandum of Understanding, permanent 
part-time employees shall be included in the provisions of this Memorandum of 
Understanding. Permanent part-time employees are those salaried employees who are 

6 Albany/POA 
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Appendix A 

A. Effective on July 11 , 2011, the monthly salary ranges for employees in each classification 
shall be as follows: 
Classification 
Lieutenant 
Sergeant 
Police Officer 
Police Admin Svcs Supervisor 
Communications Clerk 
Polices Services Technician II 
Polices Services Technician I 
Parking Enforcement Officer 
Captain(*) 
Police Officer Clerk (*) 

Step 1 Step 2 Step 3 Step 4 Step 5 
9168 9626 10107 10612 11143 
7270 7634 8016 8417 8838 
6158 6466 6789 7128 7484 
5506 5781 6070 6374 6693 
4581 4810 5051 5304 5569 
4128 4334 4551 4779 5018 
3720 3906 4101 4306 4521 
3061 3214 3375 3544 3721 

12119 
6229 

B. Effective April 15, 2013, the monthly salary ranges for employees in each classification 
shall be as follows: 
Classification Step 1 Step 2 Step 3 Step 4 Step 5 
Lieutenant 9351 9819 10310 10826 11367 
Sergeant 7415 7786 8175 8584 9013 
Police Officer 6281 6595 6925 7271 7635 
Communications Clerk 4673 4907 5152 5410 5681 
Polices Services Technician II 4211 4422 4643 4875 5119 
Polices Services Technician I 3794 3984 4183 4392 4612 
Parking Enforcement Officer 3122 3278 3442 3614 3795 
Captain(*) 12361 
Police Officer Clerk (*) 6354 

c. Effective September 2, 2013, the monthly salary ranges for 
classification shall be as follows: 
Classification Step 1 Step 2 Step 3 Step 4 Step 5 
Lieutenant 9351 9819 10310 10826 11367 
Sergeant 7415 7786 8175 8584 9013 
Police Officer 6281 6595 6925 7271 7635 
Communications Clerk 4673 4907 5152 5410 5681 
Polices Services Technician II 42 11 4422 4643 4875 5119 
Polices Services Technician I 3794 3984 4183 4392 4612 
Parking Enforcement Officer 3122 3278 3442 3614 3795 
Captain(*) 
Police Officer Clerk(*) 

Continued on the next page. 
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employees in each 

Step 6 
11 708 
9283 
7864 
5851 
5273 
4750 
3909 

12732 
6545 
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2011-2014 



D. Effective September I , 20 14, the monthly salary ranges for 
classification shall be as follows: 
Classification Step I Step 2 Step 3 Step 4 Step 5 
Lieutenant 935 1 98I9 103 10 10826 Il 367 
Sergeant 7415 7786 8175 8584 90 13 
Police Officer 628 I 6595 6925 727 1 7635 
Communications C lerk 4673 4907 5 I 52 5410 5681 
Polices Services Technician II 42 11 4422 4643 4875 511 9 
Polices Services Technician I 3794 3984 4183 4392 46I2 
Parking Enforcement Officer 3I22 3278 3442 36 14 3795 
Captain(*) 
Police Officer Clerk (*) 

(*) This position is shown for retirement purposes only 
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employees in each 

Step 6 
11708 
9283 
7864 
585 1 
5273 
4750 
3909 

12493 
6545 

Step 7 
12059 
9561 
8 I OO 
6027 
543 1 
4 893 
4026 

13 1I4 
674 1 
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JOB CODE 

545 

905 
sso 
550 
549 

Sqa 
547 

546 

JOB CODE 

052 

951 

933 

947 

931 

930 

JOB CODE 

861 

880 

M2 

641 

840 
830 

CITY OF EL CERRITO 
MONTHLY SALARY GRADES 

EFFECTIVE JULY 7, 2013 

MANAGEMENT -2.5% EFFECTIVE 7/12109 

JOB CLASS IOU IIUMt t;UN it<UL~2 

ASSISTANT TO THE CITY MANAGER 6,026 7,533 

SENIOR PlANNER 5,666 7,332 

MAJNTENANCI= SERVICES SUPERINTENOEIIIT' (1/10111) 5,641 7,051 

RECREATION SUPERVISOR (12/1e/12) 5,641 7,051 

PROGRAM MANAGER 5,841 7,051 

ADMINISTRATIVE ANALYST Ill 5,641 7,051 

ADMINISTRATIVE ANALYST II 5,129 6,41 1 

ADMINISTRATIVE ANALYST I 4,662 5,827 

PUBLIC SAFETY MANAGEMENT- EFFECnVE 7/12/09 

JOB C~ASS I!OTTOMt CONTROLP' 

FIRE CHI EF (2%) 10,315 13,144 

POUCE CHIEF (3%. 7/10/11) 10,857 13,57~ 

POLICE CAPTAIN (8117/09) 10,020 '12,526 

BATTALION CHIEF/TRAINING OFFICER (2%) 8,832 11 ,040 

POLICE LIEUTENANT (8117109) 8,520 10,650 

BATTALION CHIEF (2%) 6,029 10,036 

./( POLICE (SWORN) · EFFECnVE 7/0711 3 

J06C~ASS STEP 1 5TEP2 

POLICE SERGEANTJOET/MOTOR/ADMIN ASSIGN. (3.42%) 8,297 8,887 

POliCE SERGEANT (3.42%) 7,902 8,273 
POLICE CORPORAL/DETECTIVE I\SSIGN._~3S'lr.) 7,247 7,584 

POliCE CORPORAL (.35'i'o) 8,901 7,223 

POLICE OFFICER- DETECTIVE I W.OTOR ASSIGN (.3S'!i) 6,542 6,8~6 

POLICE OFFICER (.35%) 6,231 6,520 

1 Dottom is lhe equlwlenl to Step 1 

2 Callrol Pt (Point) is the equivalent to step 5 

JTop l.s oxeepUonal perlotmanc:e (betl.oteen lhe contrd pcXnt and top) 

SALSCHED20'138 
Page 3 

__...,..,_ 
9,·116 

9,165 

6,614 

8,814 

0,014 

8,814 

8,014 

7,284 

_J_OI'J 

16,430 

16,964 

15,657 

13,799 

13,312 

12,545 

STEP 3 STEP4 STEP ~ 

9,098 9,529 9,981 

a,e65 9,075 9508 
7,940 8,314 8,706 

7,582 7,918 8,291 

7,165 7,500 7,851 

6,824 7,143 7,477 

3/1712014 
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SIDE LETTER AGREEMENT BETWEEN 
THE CITY OF EL CERRITO 

AND 
EL CERRITO POLICE EMPLOYEE'S ASSOClATION 

MODIFYING LANGUAGE ON SALARIES AND RETIREMENT 

July 15,2014 

Representatives fol' the City of El Cerrito and l'epresentatives to1· the El Cerrito Police Employees' 
Association have agreed to the following modifications of the Memorandum of Understanding between 
the City of El Cerrito and the El Cerrito Police Employees' Association which expires on June 30, 2016 
and was extended to June 30, 2017 by a Side · Letter between the parties dated July 8, 20 I 0 and 
subsequently moditied by a Side _ Letter dated June 19, 2012. It is the intent of the parties. that the Side 
Letter dated July IS, 2014, modifies as follows the Side Letters dated July 8, 2010 and June 19, 201 2. 

The modifications to the Memorandum of Understanding between the City Qf El Cerrito and the El 
CeiTito Police Employees' Association are as follows: 

• Section 3.1 Duration of this Memorandum - This agreement shall be in full force and effect 
commencing July I, 2006, through December 31, 2017. Tenns and conditions of this Agreement 
shall remain in full force until adoption of a successor Agreement. 

• Section 7.1 - 7.5 Health, Dental and Retirement 

o Maintenance of current benefits for term of MOU. 

• Section 7.4 Retirement Plan for Sworn Personnel 

o Effective June 30, 2001 , the retirement plan for sworn personnel shall be the 3.0%@ 50 
PERS Plan, including: 

• Credit for Unused Sick leave at retirement 
• Final Compensation~ Single highest year 
• 1959 Survivor Benefits Level lV 

o For sworn personnel who are hired after' December 31. 2012 and who are not "Classic 
Employees" as defined by CaiPERS, the following retirement benetits shall be pmvided: 

• Retirement formula commonly known as 2.7%@ 57 
• Final Compensation- 3 Year Average 
• Credit for Unused Sick Leave at Retirement 

The employee contl'ibution shall be 50% ofthe normal cost as de·fined by PERS. 
o Fol' miscellaneous personnel who are hired after December 31, 20 12 and who are llot 

"Classic Employees" as defined by CaiPERS, the following retirement benefits shall be 
provided: 

• Retirement formula commonly known as 2%@ 62 
• Final Compensation- 3 Year Average 
• Credit for Unused Sick Leave at Reti1-ement 
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• The employee shall contribution shall be 50% of the normal cost as defined by 
PERS. 

• Section 8.1 Holidays 
o Effective July I, 20 l 0, the City will increase the number of floating hol idays from two 

(2) to three (3 ). 

• Section 13.1 Base Monthly Salaries 
o Salary increases for Non-Sworn Personnel 

• Effective July 2010 - 2.0% 
• Effective January 20 I I - 2.0% 
• Effective July 20 11 - Sut·vey 
• Effective the f! rst full pay period in July 20 12, there shall be no increase to the 

base salary for represented classifications. 
• Effective July 2013 - Survey 
• Effective the first full pay period after adoption of this S'icte Letter by the City 

Council, the base monthly salary shall be increased by 8.0%. 
• Effective the first full pay period in July 20 IS, the base monthly salary shall be 

increased by 4.5%. 
• Effective the first full pay period in July 2016, the base monthly salary shall be 

increased by 4.0%. 

o Salary increase for Police Set·geant 
• Effective July 2010 - 3.0% 

Effective Januaty 2011-3.0% 
• Effective July 2011 - 3.0% 
• Effective January 2012 - 3.0 % 
• Effective the first full pay period in July 2012, there shall be no increase to the 

base salaty for represented classifications. 
• Effective July 2013 - Survey 

Effective the first full pay period after adoption of this Side Letter by the City 
Council, the base monthly salary shall be increased by 8.0%. 

• Effective the first full pay period in July 2015, the base monthly salary shall be 
increased by 4.5%. 

• Effective the first full pay period in July 20 16, the base monthly salary shall be 
increased by 4.0%. 

o Salaty increase for Police Officer/Corporal 
Effective July 2010-3.5% 
Effective January 20 II - 3.5% 

• Effective July 20 11 - 3.5% 
Effective January 2012- 3.5% 
Effective the fi rst full pay period in July 2012, there shall be no increase to the 
base salary for represented classifications. 



• Effective July 2013-Survey 
• Effective the first full pny period after adoption of this Side Letter by the City 

Council, 1he base monthly salary shall be increased by &.0%. 
• Effective the firs t full pay period in July 20 l 5, the base monthly shall be 

increased by 4.5%. 
Effective the first full pay period in July 2016, the base monthly salary shall be 
increased by 4.0%. 

• Section 13.3 - Pension Reimbursement 
o A represented ragl•lat' employee's base monthly salary shall be as stated in Section 13.1, 

with the employee's PERS contribution paid by the City. 

• Effective the first payroll period after adoption of this Side Letter by the City 
Council, classic safety employees shall pay their 9.0% employee contribution 
towards PERS. 
Effective the ti•·st payt'oll pel'iod a·fter adoption of this Side Letter by the City 
Council, classic miscellaneous employees shall pay their 8% employee 
contribution towards PERS and an additional 1% towards the employer PERS 
contribution for a total of9% contribution towards PERS pension costs. 

• Effective the first payroll period aftet· adoption of this Side Letter by the City 
Council, New Miscellaneous Employees, as defined by PERS, shall pay a 
minimum of9% towards PERS pension costs. 

• Effective the first full pay period in July 20 15, both classic safety and 
miscellaneous employees shall make a 1.5% contribution lowards·the employer 
PERS contl'ibution, for ll total of lO.S% contribution towards PERS pension 
costs. 

• Effective the first full pay period in July 2015, New Miscellaneous Employees 
shall pay a minimum of 10.5% contribution towards PERS pension costs. 

• Effective the fi rst full pay period in July 2016, both classic safety and 
miscellaneous employees shall make an additional 1.5% contribution towards the 
employer PERS contribution, for a total of 12.0% contribution towards PERS 
pension costs. 

• Effective the first full pay period in July 201 6, New Miscellaneous Employees 
shall pay a minimum of 12.0% contribution towards PERS pension costs. 
Effective the first full payroll period after adoption of this Side Letter by the City 
Council, both miscellaneous and safety employees hired after December 31, 
2012, who are not "Classic Employees" ns defined by Ca!PERS and are receiving 
retirement benefits as per the Public Employees' Pension Reform Act (PEPRA) 
shall pay 50% of the normal costs oftheil· retirements as detel'mined by PERS in 
accordance with PEPRA requirements. 

o Effective the first payt·ol! period after the adoption of this Side Letter by the City Council, 
an employee's pension contributions shall be ta;x deferred and made in accordance with 
IRS Section 414 H(2). 
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• Section 13.6 Longevity 
o Etfective December 1, 2014 and each December l thereafter, the City shall make 

longevity payments to those employed with the City as of the day of payment as follows: 
• For employees with 5 years of service wilh the City but less than 10 years, the 

annual longevity payment shall be three percent (3 .0%) of their annual hase rate 
of pay. 

• Fo1· employees with I 0 years of service with the City but Jess than 20 years, the 
annual longevity payme1\t shall be six percent (6.0%) of their annual base rate of 
pay. 

• For employees with 20 years or inore years of service with the City, the annual 
longevity payment shall be nine percent (9.0%) of their annual base rate of pay. 

• Section 13.7 A. Shift Differential 
o Effective with the first full pay period ill July 20 I 0, this language replaces 13 .7 A. of the 

MOU which expires on June 30,2017. 
• Effective with the first full pay period iu .July 20 l 0, swom personnel assigned to 

night shift shall receive 2.0% of theit· base rate of pay as shift differential pay fol' 
all hom's worked. 

• Effective with the first full pay period in Janua1y 20 II , shift differential shall be 
elim.inated. 

If the forgoing is in. accordance with your understanding, plense indicate your acceptance and approval in 
tlie space pt·ovided below:. 

~I 

For the · ·~ rrito 
....... 



Approved by Town Council Resolution No. 37-2013 

MEMORANDUM OF 
UNDERSTANDING 

BETWEEN 

THE 

TOWN OF MORAGA 

AND THE 

MORAGA POLICE OFFICERS 
ASSOCIATION 

JULY 1, 2013 -JUNE 30, 2015 
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mental disability, medical condition or any other characteristic protected by federal, state, 
or local law. 

B. Neither the Town nor the MPOA shall interfere with, intimidate, restrain, coerce or 
discriminate against employees because of the exercise of their rights to engage or not to 
engage in any activities pursuant to Section 3500 et seq. of the Government Code. 

ARTICLE VIII- COMPENSATION 

A. Step Assignments. The Town agrees to adhere to the following step assignments based 
on the member's anniversary date of employment with the Town or date of promotion 
and continuing acceptable service. The Town Manager may enhance the anniversary 
date by including prior police service with another agency if said experience is applicable. 

Step 
A 
B 
c 
D 
E 

B. Wage Adjustments 

Eligibility 
Entry into classification 
6 months in Step A 
12 months in Step B 
12 months in Step C 
12 months in Step D 

1. Effective July 1, 2013, the Town will implement a 2% increase to base salary. 

n. Effective July 1, 2014, the Town will implement a I% increase to base salary. 

C. CaiPERS Retirement 

CalPERS "Classic" Members 
For "Classic" members, as defined by CalPERS, the Town will continue to provide the 
CalPERS "2% @ 50 I 2.7% @ 55" safety retirement program for MPOA employees. 
Effective July l , 2013, the Town will pay the CalPERS Employer's contribution, and the 
employees will pay the CalPERS Employee Contribution (9%). Employees shall make 
their portion of the CalPERS contribution on a "pre-tax" basis pursuant to IRS Code 
section 414(h)(2) . 

"New" Members Hired on or After January l, 2013 
For "New" local safety members, as defined by CalPERS, the Town will comply with the 
California Public Employees' Pension Reform Act of2013 (PEPRA) that went into effect 
on January 1, 2013. The Town will provide the CalPERS "2%@ 50 I 2.7%@ 57," 
highest three year average safety retirement program for new local safety members hired 
on or after January 1, 2013. Effective July 1, 2013, the Town and the new Local safety 
member will share equally the normal cost of the CalPERS contribution. The Town will 
pay 50% of the normal cost (currently set at 11.5% for Fiscal Year 20 13-14) and the new 
local safety member will pay the 50% of the normal cost (currently set at 11.5% for 
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TOWII of Mo111ga 

Salary Schedule 
+ 

Effective July 1, 2014 

Classification Type Step A Step 8 Step C 

M 5,601 I 5,881 ~~-
M 3,712 1-l _---=..:3,'-89_8_ 4,092 

- ~ 4,738 J 4,974 ~ 5,223 
M 5,177 ' 5,435 I 5.~ 

._M -r- 4,830 5,071 s.325 
~ ~ 7_,3_3_1_:_ 7,698 8,083 
.M 2,773 2,912 l 3,058 
~ 3,981 • 4 180 4,389 

q~ 6 2b0 0 5 'J 

M 

62W 
6,'>9 

10,096 

~~ 9,023 
~~ 9,984 ~ 
jM 9,531 1 
M 4,806 

- - - - ~-- 5,275 
~ ·~ ~ 

Planner, Assoc1are 

Planner, Senior 

Planner, Seniorl_Econ Dev Coord 

Police Chief 

PolicP lieutenant 

M 4,172 
S7S9 

b':077 
s,gn 
4,847 . 

5,724 
---+ 

6,886 

~ 
11,617 

9,249 

~
Recreallcn As.sistdnt M 3,051 

<>crPat.on Coordmato( M 4,738 
<'• 1\~'·_.r,_ V 6 t:•,J 
<;~f'~N, Ao,·a<1r.P.ti M 6 989 

SPt g~>Jnt, ln\e!tTledi,Jte M 6,8Sfi 
Superintendent. Par~ & Public Works M 8,435 
Town Clerk/ Asst. to Town Mgr M 7,138 
Facilities Attendant (PTL _ _____ _F'....,. 10.41 1·· 
lntern(PTl_ ,~H--~~~--1_2._00~·-
Main~nance Worker(~ H 1 10.41 I 

6 573 
o.4ot 

10,601 

6 901 
b,790 

1 1,131 

9,948 

~.0~_7 10,5~ 

5,047 + 5,299 I 
5,539 5,815 

t 3,898~~~ 
4,381 4,600 

oiD8 
,381 

0,278 

~.090 

6,010 I 
---i 
7,230 

7,230 I· 
12,198 

9,712 

3,203 
4,974 
6,190 
7,338 

1,199 

8,857 
7,495 

10.93 I 
14.00 

To:93 ,_ 

o.JB; 
b.-oo 
b592 

5,344_ 
6,310 
7,591 
7,591 •· 

12,808 -
10,197 

3,363 ~ 
5,221 

'nq 
770C, 

l . .. s!l. 
9,300' 
7,869 

11.48 
16.00 
11.48 

Step 0 Step E Employee Grou FLSA Status 
6,484 6,808 Conf Exempt 

4,297 4,512 MEA Non-Exempt 

Non-Exempt 

~O!l·Exempt 

I Exempt 

__ 5,484 ___ 5,759 
1

ME~ 
5,992 f 6,292 MEA 

~1J 5,871~ 
8,487 8,911 -:-M-':id::.,M'-g"'m-"-t"-/ '-Pr..:oc..f - F::c.:!::.:...._ 
3,211 22_71 MEA 

4,609 4.839 MEA 
o.90, 

124£ 
7 _jQ 

11,687 
10,446 ° 
11,558 I 
-·-- 1 

11,033 f 
5,564 l 

6,106 t 
4,298 
4,830 
6,i0' 
1,035 

o.n 
s.ou 
6,626 

7,971 r 
7,971 1 

13,448 
10,707 

3~s~ I 
5,484 
7.706 

8,0QJ 

7.9~7 

9,765 
8,263 

12.05 
18.00 
12.05 ' 

• 7 241 ,_,»QA 

7 609 MP:f)A 

1486 MPOA 

12.272 Oep~ 
~0,968 Dept Dir 

12,136 Dept Dir 

11,585 Dept Dir 

Non Exempt 

~~empt 
Non-Exempt 

__Eempt 

5,842 MEA 

6,412 MEA 
- 4.512·~---- Non-Exempt 

5,071 MEA - -+N-o-n--Ex,......em-'--pt- 1 

7,03':> MPUII 1Non-Exempt 

7 3~ MPOA Non-Exempt 

· 108 M!' .A 
1 
Non-Exempt 

5.892 M rdMgmt/Prof Exempt 

6,957 MidMgmt/Prof Exempt 

8,369 MidMgmt/Prof Exempt 

8,369 MidMgmt/Prof Ex~met 

14,121 Dept Dir Exempt 

11,243 MldMgmt/ Prof Exempt 

3,?0!! MEA Non-Exemp.!_ 

5, 759 MidM~!!P.:.ro.=.f_....:.Ex:.:.:e::.mc:;p:.:t_--1 
8_0<) l '1.1 POA Non-Exempt 

q,49· 1\IIPOA . Non-Exempt 

3,334 'J!Pf>l\ ~mpt 

10,253 MidMgmt/Prof Exempt 

8,676 'Oept Dir Jbe~-
12.65 . Unrepresente_d _ j Non-Exempt 

20.00 Unrepresented 

~~65 Unrepresented 
H r 9.oo 
~-, 

9.45 
1437' 

9.92 10.42 10.94 Unrepresented 
---1 --·~ 

·Non-Exempt 

1-Non-Exem_e!: 
!Non-Exempt 

I Non-Exempt ' H I 13.69 

PT =temporary, limited service employees 

Oft ctal Salary Schedule_Sept ll1014 
ReVIsed: September 10, 2014 

·I 
15.09 15.85 16.64 Unrepresented 
--+-- ._ --- -------

Page 1 of 1 
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MEMORANDUM OF UNDERSTANDING 

between 

CITY OF BELMONT 

and 

BELMONT POLICE OFFICERS ASSOCIAnON 

CITY OF BELMONT 

July 1, 2011 through June 30, 2014 
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APPENDIX A 

A. Salaries: 
The monthly salary ranges of each classification in the unit, including any 
applicable Peace Officers Standards and Training incentive pay, shall be as 
provided below: 

BPOA Salaries Effective 7-1-10 

BPOA MOU 2011-2014 
32 



PoliCe Sergeants must possess the Intermediate Peace Officers Standards 
and Training Certificate as a requirement for the position. 

a. Incentive Pay Plan: 
The Peace Officers Standards and Training Incentive Pay Plan shall continue 
to provide that Pollee Officers shall be eligible to receive five percent (5%) of 
their base compensation If they possess the Intermediate Peace Officers 
Standards and Training Certificate or ten percent (10%) of their base 
compensation if they possess the Advanced Peace Officers Standards and 
Training Certificate and Pollee Sergeants shall be eligible to receive five 
percent (5%) of their base compensation if they possess the Advanced 
Peace Officers Standards and Training Certificate. 

c. Detective Differential: 
An employee assigned to investigation as a Detective, Detective/DARE 
Officer, or Detective/SRO Officer on a full-time basis shall receive, in 
addition to, but separate from, all other compensation, Two Hundred Twenty 
Dollars {$220.00) per month. An employee assigned to investigation as a 
Detective Sergeant on a full-time basis shall receive, in addition to, but 
separate from, all other compensation, Two Hundred Forty Five Dollars 
($245.00) per month. · 

D. Motorcycle DIHerential: . 
An employee assigned to ride a motorcycle on a full·time basis in the 
performance of hls/her job duties shall receive, in addition to, but separate 
from, all other compensation, One Hundred Seventy Dollars ($170.00) per 
month. Said differential shall also serve as compensation when permission 
is received from the Pollee Chief for the traffic officer to store the motorcycle 
at his/her residence, any off-duty time spent on normal motorcycle clean up 
and/or minor maintenance, and any time transporting the motorcyde to and 
from the employee's residence and the work location. 

E. Field Training Officer: 
A Police Officer continuously assigned to duty as a Field Training Officer shall 
receive in addition to but separate from all other compensation, One 
Hundred Seventy Dollars ($170.00) per month. 

F. Corporal Pay: 
A Potice Officer, when assigned by the Pollee Chief or his\her designated 
representative as an corporal for a full shift, shall receive acting pay which 
shall be computed at five percent (5o/o) more than such Police Officer's 
current salary for all full shifts worked rn such higher classification. Work 
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a~slgnments shall not be changed for the purpose of evading this 
requirement of providing acting pay to a Police Officer who would otherwise 
be eligible for such acting pay as provided herein. 

G. Dispatcher Training Dlfferentlah 
A Pollee Dispatcher I assigned to duty as a Communications Training Officer 
shall receive an additional one and one-half percent {1.5%) of his/her base 
compensation during the period of such assignment. 

H. Bilingual Pay (Spanish and Chinese): 
Employees who have been certified at the amversational level of Spanish, Chinese or 
other language deemed useful by the Department In serving the community shall 
receive, in addition to but separate from all other compensation, One Hundred Dollars 
($100.00) per month. Employees who have been certified at the interpreter level shalt 
receive, In addition to but separate from all other compensation, One Hundred Afty 
Dollars ($150.00) per montf'l. 

I. Work in a Higher Classification: 
When an employee has been assigned in writing by the Department Head or 
designated representative to perform the work of a permanent position 
having a different classification and being paid at a higher rate, and If the 
employee has worked in such classification for more than five (5) 
consecutive workdays after each such written assignment by the 
Department Head, the employee shall be entitled to payment for the higher 
classltlcation. Such payment shall be at the rate of five percent (5%) more 
than such employee's current salary. After working five (5) consecutive 
workdays ln such higher classification, payment shall be made retroactive 
back to the first (1st) workday and continuing during the period of 
temporary assignment. 

l. canine Handler: 
A Police Officer, when assigned by the Pollee Chief, as a canine handler shall 
receive In addition to but separate from all other compensation One Hundred 
seventy-five Dollars ($175.00) per month. Upon Association ratification and 
Council approval of this Memorandum of Understanding, Officers assigned 
Canine Handler duties and responsibilities shall, Instead of the above­
referenced monthly amount, receive seven hours (7) addltlonat pay per pay 
period at the rate of time and one~half (1 "h.). Said amount is the total 
compensation for the ttme the Police Officer spends In all aspects of the 
care, feeding, exercise, transport to/from work, and maintenance of the 
canine. When the canine Is boarded, the assigned officer will not receive the 
seven (7) hours overtime pay. 
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The City shall· pay expenses related to the care, shelter, and feeding of the 
canine including the following: medical costs, veterinarian costs, food, 
grooming supplies, construction and maintenance of a shelter, and kennel 
costs during the handler's vacation. All expenses provided for by the City 
shall be pre-approved by the Police Chief before such reimbursement will be 
granted 
to the handler, and the handler shall furnish proof to the satisfaction of the 
City for such expenditure. 

K. System Administrator Stand-By Pay: 
A Police Department employee, when assigned by the Police Chief, as 
prlmary system adminlstrator shall receive fn addition to but separate from 
all other compensation five percent (5%) of his/her base compensation. A 

. Police Department employee, when assigned by the Pollee Ch1ef, as 
secondary system administrator shall receive In addition to but separate 
from all other compensation two and one-half percent (2.5%) of his/her 
base compensation. 

The differentials provided In Items C, D, E, F, G, H, I, J and K above are 
additional compensation only while employees are on such assignments, and 
such differentials are not to be considered promotional compensation. 
Employees shall be asslgned to these positions and relieved from these 
positions at the sole discretion of the Police Chief or his\her designated 
representative. 
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Memorandum 
Kensington Police Deparbnent 

""'0'" ' "0 To: KPPCSD Board of Directors 

From: Gregory E. Harman, General Manager/ Chief of Police 
D D 

Date: December 3, 2014 FORWARDED TO: 

Subject: NB#1 Contract between the District and the KPOA 

Recently, there have been several changes in revenue and expense projections, which 
were discussed at the November 20th meeting of the Finance Committee. During the 
discussion of the proposed contract with the Kensington Police Officer's Association, the 
following information was provided: 

Major points of the proposed contract with the KPOA: 

4 Year contract; 

District saves the costs (time & money) associated with negotiating 2 or more 
contracts. 

District can plan/ budget for the salary costs over the term of the contract. 

Salary increases and Officer Paybacks towards Pension; 

3.75% first and second years with 3% payback into PERS by the officers the first 
year and 6% payback into PERS by the officers the second year. 
4.25% third and fourth years with 9% payback into PERS by the officers in year 
three and 12% payback into PERS the fourth year. 
Total salary increase over 4 years is 16% with the officers paying 12% back into 
PERS by 2018. 

Total cost of the contract to the District over 4 years is $233,451 

However, with the KPOA agreeing to no retroactive pay once the contract is signed , the 
District will save $14,000 this fiscal year on the cost of the contract. So total cost of the 
contract over four years is reduced and will be: 

$233,451 -$14,000= $219,451 

Additionally, the cost of the contract to the District this fiscal year would have been 
$28,000, that would have been added to the estimated $ 268,000 budgeted shortfall. 

However, the savings resulting from a contract that is not retroactive to July 1, 2014 
reduces the shortfall by $14,000, to$ 282,000. 
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Medical Benefit 100/90 Formula; 

Currently, officers retiring from service from Kensington with at least 5 years of 
CaiPERS service are eligible for retirement medical benefits for the officer and their 
dependents for life. This benefit cannot be changed or adjusted, however, with the 
1 00/90 Formula, new officers hired will have to work in the CaiPERS System for 20 
years before receiving the medical for life benefit, and will have to retire from 
Kensington after at least 5 years of service to receive the 100% medical benefit. If the 
officer only works for Kensington for 10 years, they are only eligible to receive 50% of 
their medical for life benefit. 

Vacation Accrual ; 

Officers will only be allowed to accrue 200 hours of vacation time and once that limit has 
been reached, no further vacation can be earned until they fa ll below the 200 hours. 
This will limit the District's pay out liability when officers leave their employment with the 
District. 

So, the cost of the contract over 4 years is $220,000, the major question is how are we 
going to pay for it, especially, since we already have a budget shortfall now this fiscal 
year. 

Let's now look at the projected budget shortfall for fiscal year 2014-2015. 

In July, the KPPCSD Board passed the 2014/15 budget with an estimated shortfall of 
$268,000. We already know the KPOA contract will cost us an additional $14,000 this 
fiscal year, bringing the total estimated shortfall to $282,000. 

$282,000 
Less $100,000 

Less $42,000 

Less $25,000 

New Budgeted Shortfall 
COPS Grant, by law we cannot take this grant into account in 
preparing our budget. 
Possible additional funding that we will receive from property 
taxes. On 11/19/14, we received information from the County 
Assessor's Office that we could expect an additional 9.29% 
increase in property tax revenue over the amount we collected last 
fiscal year. When we estimated our revenues from property tax th is 
year, we estimated a 6% increase in property tax reven ue over 
last year. If we collect an additional 3%, we can expect an 
additional $42,000 to District revenues. 
West Contra Costa Co Unified School District grant of up to 
$50,000 a year for next 3 years for reimbursement of law 
enforcement expenses. The Board approved the acceptance of the 
grant at the last Board meeting; however, it is unlikely that we will 
be able to be reimbursed for the full $50,000. The grant will cover 
the $10,000 for the reimbursement of the crossing guard and we 
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Less $36,000 

Less $78,000 

should be able to bill the school district an additional $15,000 for 
law enforcement and security services we provide the school during 
the year. 
Sgt. Hui will be assigned 20 hours per week to the Northern 
Ca Computer Crimes Task Force starting January 151 to the end of 
the fiscal year. The Task Force wil l reimburse the District for his 
salary and 35% of the cost of his benefits while he is assigned to 
them. Master Sergeant Hull will be reassigned to cover Sergeant 
Hui's Watch Commander duties, el iminating the need for overtime. 
With the District negotiating with Bay View directly and avoiding the 
RFP process, we have saved an estimated $78,000 of the 
estimated budgeted cost of the RFP process. 

Total reduction to the $282,000 shortfall as a result of additional revenue and cutting of 
expenses is $281,000. We have paid for the first year of the contract and have 
eliminated the shortfall for this fiscal year. 

Now the question that still remains, how will we pay for the remaining three years of the 
contract and what wil l our fiscal position be? 

Now that we have estimated that we have balanced our Fiscal Year 2014/15 shortfall , 
which would leave a cash reserve balance of $1 ,384,000, as indicated in the current 
2014/15 Budget. 

Projecting forward, we can now adjust our cash reserve estimates by the following 
revenue changes: 

Estimating an increase of 2.5% property tax revenue each year. 
The County Assessor's 2014/15 adjusted property tax values, in which we now 
can expect an additional $42,000 each year collected as a result of the new 
assessments. 
An additional $50,000 the next two years from the school district. 

We also need to adjust the following changes in projected expenses: 

The cost of the new KPOA contract over the next 3 years. 
Plus estimating a possible 3% increase in salary increases for years 5 & 6. 
An across the board CPI increase 2.5% on all expenses. 
An estimated 5% increase on the cost of medical benefits each year. 

Finally, making the capital expense adjustment of not purchasing police vehicles in 3 of 
the next 5 years as originally planned. 

The cha rts on the next two pages provides an estimate of revenue and expenses for the 
next five years. 
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Revenue 

Budget Year 2015/16 2016/17 2017/18 2018/19 2019/20 
401 Property Tax 1479198 1516178 1554082 1592934 1632757 

Homeowner Tax 13000 13000 13000 13000 13000 
402 Police Tax 680000 680000 680000 680000 680000 
404 Measure G 513979 526829 539999 553499 567336 
415 COPS Grant 100000 100000 100000 100000 100000 
418 Other Police Rev 22000 22000 22000 22000 22000 
424 Park O&M Assessment 33825 34671 35,538 36426 37337 
427 Community Center Rev 30000 30000 30000 30000 30000 
438 Other Park & Rec Rev 600 600 600 600 600 
448 Franchise Fess 42000 42000 42000 42000 42000 
458 WCCSD Reimbursement 25000 25000 0 0 0 

Total Revenue 2939602 2990278 3017219 3070459 3125030 

Expenses 

502 Police Salary 1055936 1100813 1147598 1182026 1217487 
504 Vacation/ Comp 9130 9518 9923 10221 10528 
506 Overtime 46688 48672 50741 52263 53,831 
516 Uniform Allowance 8000 8000 8000 8000 8000 
518 Safety Equipment 2500 2500 2500 2500 2500 

521A Medical-Active 199821 209812 220303 231318 242884 
521R Medical-Retired 142536 149663 157146 165003 173253 
521T Medical-Trust 50000 50000 50000 50000 50000 

522 Disabilty& Life Ins 5502 5777 6066 6369 6688 
523 Medicare 1.45% District 17469 18206 18975 19541 20123 
527 PERS District Portion 402806 412876 423198 433778 444622 
528 PERS Officers Portion 31678 0 -34428 -35461 -36525 

Sub-Total Police Sai&Ben 1972066 2015837 2060022 2125558 2193391 
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Budget Year 2015/ 16 2016/17 2017/18 2018/19 2019/20 
508 Salary Non-Sworn 84971 88582 92347 95117 97971 

524 Soc Sec 6.2% Non-Swo Dist 6500 6777 7065 7276 7495 

601 Salary Park & Rec 8093 8437 8796 9060 9332 
602 Custodian 23,603 24606 25652 26422 27215 
623 Soc Sec 7.65% District 619 645 673 693 714 

Sub-Toatal Non-Sworn 123786 129047 134533 138568 142727 

530 Workers Comp Ins 51,250 52531 53845 55191 56570 

Total Salary & Benefits 2147102 2197415 2248399 2319317 2392689 
Other District Expenses 

Police 340519 349032 357758 366702 375870 
Park & Rec 91164 93443 95779 98173 100627 

District Administration 327000 340898 349420 358156 367110 
Sub-Total 2905785 2980788 3051356 3142348 3236296 
Capita l Exp 

Patrol Vehicle 46000 46000 

Community Center Remod 241500 

Total Exp 2905785 3026788 3292856 3188348 3236296 

Tota l Projected Rev 2939602 2990278 3017219 3070459 3125030 

Total Exp 2905785 3026788 3292856 3188348 3236296 

Proj Surplus-Shortfall 33817 -36510 -275637 -117889 -111266 

Beg Cash Reserves 1384000 1417817 1381307 1105670 987781 
Proj Surplus-Shortfall 33817 -36510 -275637 -117889 -111266 

Ending Cash Reserves 1417817 1381307 1105670 987781 876515 
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A summary of our estimated future cash reserves at the end of next five based on the 
above projections: 

2015/16 2016/17 2017/18 2018/19 2019/20 

Cash Reserve 1,384,000 1.417,817 1,381 ,307 1,105,670 987,781 
Est. Revenue 2,939,602 2,990,278 3,017,219 3,070.459 3,125,030 
Est. Expenses 2,905,785 3,026,788 3,292,856 3,188,348 3,236,296 
Surplus/Shortfall 33,817 (36,510) (275,637) (117,889) (111,266) 
Cash Reserve 1.417,817 1,381,307 1,105,670 987,781 876,515 

(In order to use the $158,000 we have available to us from the Measure WVV Grant, we 
needed to use $241,500 of reserves in (or by) Fiscal Year 2017/18. While depleting the 
reserves, we however gained an additional $158,000 in grant funding , totaling $399,500 
towards the remodel of the Community Center) 

How can we increase our cash reserves over this period of time? 

There are primarily two ways in which we can increase our reserves at the end of this 
five year period. 

The first would be to reduce the expense of legal fees from the current budgeted 
expense of $150,000 each year. So far this fiscal year, we are on budget to expense the 
$150,000 for legal fees. However, our current litigation is coming to a close, and unless 
another unexpected lawsuit is filed against us, we should be able to reduce our legal fee 
expenses during the next five years. By simply reducing our legal fee expenses by 
$25,000 each year, this would give us an additional $125,000 in cash reserves by the 
end of Fiscal 2020. 

The second would be to not immediately fi ll the next police officer position that opens up 
to benefit from a salary savings for a period of time. As mentioned to the Finance 
Committee, we expect at least two members of our department to retire within the next 
three to five years. 

Historically, the department has experienced an attrition rate of about 15% a year. So in 
order to help balance past budgets, an officer would not be hired immediately upon an 
opening, saving on salary and benefits for a period of several months. However, if the 
position were left vacant for too long, overtime costs would increase, as would time off 
requests and sick leave, causing staffing shortages resulting in increased response 
times, and officer safety issues. Additionally, you start to lose the cost savings of not 
hiring immediately after having an open position that you had gained. 

During the past three years, we have been fully staffed, and have not been able to 
benefit from leaving a position open for a short period of time . 
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With two members of the department retiring within the next 5 years, and by not 
immediately filling those positions for a period of three months, we could expect a salary 
and benefit savings of approximately $40,000 to $50,000 for each on.e. That would 
generate an additional $100,000 to the cash reserves by the end of Fiscal Year 2020 
without effecting police services too much. 

If we were to successfully implement the above two budget savings measures that 
would increase cash reserves by $225,000 for a cash reserve balance of $1,101,515 at 
the end of Fiscal Year/20. 
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