
 
 

  Item #17-2-16 
SACOG Board of  Directors     Act ion 

 
February 9, 2017 
  
Memorandum of Understanding with Employees’ Association 
 
Issue:  Should SACOG approve a Memorandum of Understanding (MOU) with the SACOG 
Employees’ Association (SEA)?  
 
Recommendation:  The Government Relations & Public Affairs Committee unanimously 
recommends that the Board approve the MOU with the SEA. 

 
Committee Action/Discussion:  Staff presented information to the Government Relations & 
Public Affairs Committee on the financial impact of the MOU. The presentation will also be 
presented at the Board meeting. In January, the Board approved a tentative agreement with the 
SEA. Based on that approval, staff and outside counsel drafted the attached MOU which 
incorporates all provisions of the tentative agreement. In June 2016, the Board of Directors 
authorized staff to begin negotiations with the SACOG Employees Association (SEA), which 
represents 39 of SACOG’s 56 full-time employees (the balance are either on individual 
employment contracts or unrepresented). The current Memorandum of Understanding (MOU) 
between SACOG and SEA expires on June 30, 2017. Below is a summary of the major changes 
between the current MOU and the proposed new MOU.  
 
Summary of MOU Changes 
Benefit Current MOU New MOU 
CalPERS 
Retirement 

EPMC phase out; no 
employee-paid employer 
share 

Continue EPMC phase out; 1% employee-paid 
employer share per year after EPMC phase out 

Medical 
Insurance 

50-50 cost sharing up to 
20% of increases annually; 
cash-out option grows with 
premium increases 

50-50 cost sharing with no limit on employee cost 
sharing; freeze cash-out at current levels 

Post-Retirement 
Health Insurance 

SACOG pays full premiums; 
multiple tiers based on date 
of hire, some with vesting 

50-50 cost sharing starting in 2019; vesting schedule 
for all legacy employees; new employees receive 
$128/mo. in retirement, plus $50/mo. contribution to 
Health Retirement Account while employed at 
SACOG 

COLA 0-5% 1-4% 
Leave Time Only employees over 50 

have excess amounts rolled 
over to 401(a) to reduce 
liabilities 

All employees will have excess amounts rolled over 
to 401(a); community day of service (8 hours 
annually) 

Pay for 
Performance 

none Study pay-for-performance by end of 2017; elements 
include changes to 'step' increases and one-time 
incentive pay rewards (minimum $50,000 annually) 
for represented employees if implemented. 
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Staff is also preparing a new Employee Handbook for Board approval in March. 
 
Approved by: 
 
 
 
Kirk E. Trost 
Interim Chief Executive Officer     

 
KET:EJ:ts 
Attachments 
 
Key Staff: Erik Johnson, Manager of Policy & Administration, (916) 340-6247 
   Matt Carpenter, Director of Transportation Services, (916) 340-6276 
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Attachment A 

MEMORANDUM OF UNDERSTANDING 
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This Memorandum of Understanding (“MOU”) is made by and between the Sacramento Area 
Council of Governments (“SACOG”) represented by its Negotiating Team, and the 
Miscellaneous Employee Bargaining Unit, represented by the SACOG Employees Association 
(“SEA”). 
 
Whereas, the parties are required by law to meet and confer in good faith regarding wages, 
hours, and terms and conditions of employment; and 
 
Whereas, SACOG’s Personnel Rules provide that at least once yearly the Chief Executive 
Officer shall review the salary plan and recommend appropriate salaries, fringe benefits, and 
working conditions after meeting and conferring with representatives of the bargaining units; and 
 
Whereas, the law provides that if representatives of a public agency and an employee bargaining 
unit reach agreement, they shall jointly prepare a written Memorandum of Understanding; and 
 
Whereas, the Miscellaneous Employee Bargaining Unit, represented by SEA and SACOG, 
represented by its Negotiating Team, have met and conferred in good faith. Now, therefore, the 
parties agree as follows: 
 

1. TERM OF AGREEMENT 

The term of the MOU shall be July 1, 2017 through June 30, 2022. 

2. COMPENSATION AND WAGES 

An annual cost of living adjustment shall be made to the salary table effective July 1st, of each 
year. The cost of living adjustment shall be equivalent to the change in the Federal Consumer 
Price Index for all urban consumers (CPI-U) for the State of California as published by the 
California Department of Industrial Relations from December of two years prior to December of 
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the year prior, provided that such adjustment shall be not more than four percent (4%) or less 
than one percent (1%). 

3. PAID TIME OFF 

Effective July 1, 2006, all sick leave and vacation leave are combined into a single category of 
Paid Time Off (PTO). PTO may be accrued without limit, subject to the conditions below.  

A. Leave Accrual – Each employee is entitled to a PTO allowance, accrued monthly, on the 
following basis from date of hire: 
 

1) 18.67 hours for each month of full-time employment through the third year. 
 
2) 22.00 hours for each month of full-time employment through the fifteenth year. 
 
3) 25.34 hours for each month every year thereafter.  

 
B. Leave Use Requirement – Employees are required to take periodic leave and stay at or 

below the maximum accrual level. The maximum accrual level is defined as the 
maximum possible cumulative PTO accrual at the end of a fiscal year, less the minimum 
amount of PTO the employee is required to take. The minimum amount of PTO the 
employee is required to take is outlined below: 
 

1) Employees are required to take 80 hours of cumulative PTO by the end of the 
third year. 

 
2) Employees are required to take 224 hours of cumulative PTO by the end of the 

fourth year of employment. 
 
3) Employees are required to take 144 hours of PTO each year by the end of each 

year in the fifth through the fifteenth years.  
 
4) Employees are required to take 184 hours of PTO each year by the end of each 

year in the sixteenth year onward. 
 

PTO Use Requirements By Year of Employment 
 

Year 3 Year 4 Years 5-15 Years 16+ 
80 hours 
(cumulative) 

224 hours 
(cumulative) 

144 hours 
(annually) 

184 hours 
(annually) 

 
 

C. If, on June 30th of any fiscal year, the employee’s PTO balance exceeds the maximum 
accrual set forth in paragraph B, SACOG will freeze leave accrual until that time 
sufficient leave is taken. The Chief Executive Officer has the discretion to allow an 
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employee to accrue PTO above the maximum accrual for personal hardship or to best 
serve the interests of SACOG. 
 

D. PTO Upon Separation – Upon separation of employment, PTO in excess of 80 hours 
shall be deposited into a 401(a) account (Special Pay Plan) for the separating employee. 
Should this amount exceed the then-current IRS limitation, the difference shall be paid to 
the employee. 
 

E. PTO Special Pay Plan – For employees who may have more than 592 hours by June 30 
of any given year, PTO hours must either be cashed out or be deposited into the Special 
Pay Play.   
 

1) In December of the preceding year, employees must make an irrevocable election 
to (a) cash out the first 80 hours above 592 hours or (b) roll all hours above 592 
into the Special Pay Plan.  

 
2) Should this amount exceed the then-current IRS limitation, the difference shall be 

paid to the employee. 
 

3) Employees may accrue more than 592 hours between July 1 and June 30, subject 
to the use requirements in Section B above.   

 
F. Floating Holidays – Each employee who has completed one year of service shall be 

granted two floating holidays per calendar year. Floating holidays are not PTO. Such 
floating holidays may be scheduled at the employee’s discretion during the year in which 
they were earned, subject to the approval of the Chief Executive Officer. Floating 
holidays shall not be taken in increments of less than one working day. If a floating 
holiday is not taken within the calendar year in which it is granted, the floating holidays 
is lost. 
 

4. HEALTH INSURANCE BENEFITS 

The Health Insurance Benefits contained in the Employee Handbook shall remain in effect and 
applicable to EA employees, except as modified below: 

A. SACOG shall maintain a Base Health Care Cost Schedule that will track the dollar 
amount of the Kaiser Bay Area/Sacramento Family Basic Premium for which SACOG 
and the employees are responsible.  The schedule shall be available to all employees. 
 

B. SACOG employees shall be provided health insurance at the 2006 Kaiser Bay 
Area/Sacramento Family Basic Premium, plus 50% of all monthly premium increases. 
 

C. SACOG employees hired on or before June 30, 2006 shall be characterized as Tier I. 
SACOG employees hired on or after July 1, 2006 shall be characterized as Tier II.  
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D. Cash Up (as defined in the Employee Handbook) - The amount of the Cash Up benefit 

shall be neutral for all employer costs.   
 

1) As of July 1, 2006, this shall be calculated as 92.89% of the pre-tax dollar amount 
to which employees are entitled. This same calculation will be used for those 
employees who exceed the FICA maximum. 
 

2) The percentage rate may change if the FICA (OASDI and Medicare) rates, or any 
other SACOG employer costs change, during the life of this agreement.  
 

3) For Tier I Employees, employees shall compensate SACOG for all employer’s 
costs, including FICA (OASDI and Medicare).  Tier I employees are eligible to 
receive $1,444.13 per month, minus the employer costs, for a total $1,341.45 per 
month.  Tier II employees are eligible to receive $903.65 per month, minus the 
employer costs, for a total of $839.40 per month. 
 

4) As of July 1, 2017, there will be no annual adjustments to cash up, except for any 
changes to employer’s costs. 

 
E. All benefits and providers will remain the same, except that benefits will be provided 

through a cafeteria plan for administrative purposes and to allow SACOG to continue to 
provide post-retirement benefits outlined in the prior MOU.  Additionally, nothing in this 
section vests the benefits or providers.  SACOG and SEA will continue discussions about 
how other insurance providers (those benefits outside of medical health insurance) might 
offer more options to staff including voluntary short-term disability insurance or 
enhanced long-term disability insurance. SACOG will provide Family Dental coverage, 
Vision, and Life Insurance. SACOG will strive to continue to provide health insurance 
through PERS and the same level of other benefits (family dental coverage plan and 
vision) outlined in the Employee Handbook, regardless of providers that may be selected.  
SACOG will work with SEA to select/change providers should the agency and/or staff 
want to pursue other providers. SACOG will negotiate with SEA prior to reducing any 
benefit coverage listed in the Employee Handbook. 
 

5. POST-RETIREMENT HEALTH INSURANCE 

Post-Retirement Health Benefits shall be provided as follows: 

A. For employees hired on or before October, 2005, SACOG shall pay post-retirement 
health benefits in an amount not to exceed an amount equal to the Kaiser Bay 
Area/Sacramento Family Premium. 
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B. For employees hired between November 1, 2005, and June 30, 2006, SACOG shall pay 
post-retirement health benefits in an amount not to exceed the Kaiser Bay 
Area/Sacramento Family Premium subject to the vesting schedule below.  
 

C. For employees hired on or after July 1, 2006, or as soon thereafter as it is practicable to 
amend the PERS contract, SACOG shall pay post-retirement health benefits in an amount 
not to exceed the Kaiser Bay Area/Sacramento Two-Party Basic Premium subject to the 
vesting schedule below:  
 

 CreditedPercentage of  
Years of CalPERS Service SACOG Contribution 
 (5 must be from SACOG) 
 10  50 
 11  55 
 12  60 
 13  65 
 14  70 
 15  75 
 16  80 
 17  85 
 18  90 
 19  95 
 20 or more  100 

 
 

D. Employees hired prior to July 1, 2006, may “opt out” of any retiree medical benefits in 
exchange for monthly HRSA contributions equal to the Kaiser Bay Area/Sacramento 
Two-Party Basic Premium as of the retirement date, for ten years from the date of 
retirement. The employee and spouse/domestic partner must sign a release waiving all 
rights to any retiree medical coverage in exchange for these contributions.  
 

E. Current employees will receive the existing MOU post-retirement benefits until 
December 31, 2018 with the exception that the “opt out” provided in section D above is 
only for an HRSA, not cash (see post-retirement opt-out description below). 
 
After January 1, 2019, there shall be two Tiers: 

Tier 1: For employees hired prior to July 1, 2017, those who retire from SACOG and 
retire from CalPERS within 120 days would receive the same SACOG contribution 
towards the medical benefit premium amount as existing employees, with the vesting 
schedule based on years of service at SACOG if applicable, below. As the employee 
benefit portion paid by SACOG increases, retirees will see this same increase. SACOG 
will pay the then-current PEMHCA minimum, which is set by CalPERS. The current rate 
is $125 per month towards CalPERS-provided health premiums. The rest of the premium 
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will be paid to the retiree through an HRSA, and the premium amount will be deposited 
by direct deposit to the retiree once the retiree identifies annually to the benefits 
administrator the monthly premium amount. 

 Credited Percentage of  
Years of CalPERS Service SACOG Contribution 
 (5 must be from SACOG) 
 10  50 
 11  55 
 12  60 
 13  65 
 14  70 
 15  75 
 16  80 
 17  85 
 18  90 
 19  95 
 20 or more  100 

Tier 2: For employees hired starting on or after July 1, 2017, those who retire from 
SACOG and retire from CalPERS within 120 days will receive the then-current 
PEMHCA minimum, which is set by CalPERS. The current rate is $125 per month 
towards CalPERS-provided health premiums. An additional $50 per month will be added 
to a portable HRSA during employment at SACOG (i.e., the employee can take the 
HRSA funds if they leave SACOG, pre- or post-retirement). 

Post-Retirement Health Opt-Out Option 

Current employees hired prior to July 1, 2006, who retire from SACOG within 120 days 
of retiring from CalPERS, and who choose the "opt out" option described in section 5(D), 
will receive contributions to an HRSA equal to the Kaiser Bay Area/Sacramento Two-
Party Basic Premium as of the retirement date (currently $1,381.12) for ten years from the 
date of retirement. 

Employees and their domestic partners/spouses must sign a release waiving all rights to 
any retiree medical coverage in exchange for this option. 

6. RETIREMENT 

The employee’s and employer’s contributions to PERS retirement benefits will be made as 
follows: 

A. SACOG implemented two-tiers of PERS retirement benefits on July 1, 2011. Tier I 
employees receive the 2.5% at 55 retirement formula with a one-year average 
compensation formula.  Tier II employees, employees hired on or after November 1, 
2011, receive the 2% at 55 benefit with a three-year average compensation formula.  
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Employees subject to the 2% at 55 tier shall pay the same PERS contribution as 
employees subject to the 2.5% at 55 tier.  
 

B. Employees hired on or after January 1, 2013 and who do not have prior service credit 
with CalPERS receive the 2% at 62 retirement formula with a three-year average 
compensation formula. This is the PEPRA Tier.  PEPRA Tier employees’ contributions 
are set by statute.   
 

C. SACOG currently pays 2.1% of Tier I and Tier II employee contribution.  Tier I and Tier 
II employees shall pay their full employee share of PERS contributions by 2019 (annual 
amounts by tier vary to get to 0% EPMC by 2019) per the chart below: 
 
Employer Paid Member Contributions 

  Tier I Tier 
II 

PEPRA

2016 2.1% 1.1% 0.6%
2017 1.1% 1.1%
2018 0.1% 0.1%
2019 0% 0%

 
Employee Contributions to Employer Share 

  Tier I Tier II 
2016 0% 0%
2017 0% 0%
2018 0% 0%
2019 0.9% 0.9%
2020 1.9% 1.9%
2021 2.9% 2.9%

 

C. After June 30, 2019, SACOG and Tier I and Tier II employees shall also split with 
SACOG (50-50) any normal increase of the employer rate, except that the employees 
shall pay no more than an additional 1% in a given year.  Any increase over the 1% cap 
in any given year for employees shall be borne by SACOG. The 1% cap applies in any 
given year, not cumulatively.  In any given year, if the employer rate decrease, 
employees’ contribution shall not decrease.  Once 50% of the normal cost sharing is 
reached for employees (PEPRA goal), no further cost sharing shall occur until/unless 
employer rates are increased again. 

7. CAREER DEVELOPMENT PLAN 

SACOG is committed to a robust Career Development Program. This program will give 
employees increased opportunities to prepare for positions of greater responsibility, give them 
new tools to increase their expertise, and give them a goal oriented framework for professional 



8 
 

development. This program is expected to support the goals of succession planning, help retain 
and recruit high-quality employees, and assist the professional and personal development of 
employees. 

A. The SACOG Career Development Committee (CDC) is hereby established. The 
Committee shall consist of two individuals appointed by the Chief Executive Officer, and 
two individuals appointed by the SEA. The Committee’s responsibilities include: 
 

1) Oversee the general administration of the program; monitor program finances; 
and forward recommendations to the Chief Executive Officer on all aspects of the 
career development program. 
 

2) Support the agency’s goal of identifying career development opportunities for 
employees, and help facilitate the realization of these opportunities. 
 

3) Identify methods to support staff, including expanding professional development 
options (job shadowing, external mentors, coaches, or leadership training).  
 

4) Review applications for the competitive components of this program, as outlined 
in sections F and G. 
 

5) Meet quarterly, or as needed. 
 

6) Members of the CDC are ineligible to go on sabbatical or to participate in the 
competitive benefit provisions for the duration of their committee service. 
 

B. This program is funded for $75,000 in each fiscal year of the current MOU. Like all 
SACOG programs, the funding for career development is predicated upon the general 
health of agency finances. Funds not expended in any given fiscal year shall carryover to 
the next. 
 

C. Team Managers shall counsel the employees that report directly to them at least once per 
year on the employees’ career development goals. The Team Manager is expected to 
make their expectations clear to the employee, and to make specific recommendations. 
The employee is expected to articulate his/her near and long term goals in this area. 
Documentation of this counseling in a Career Development Plan is encouraged. At the 
discretion of the Chief Executive Officer, the reporting and the timing of this counseling 
can be formalized in some manner. 
 

D. Professional Training – Many career development opportunities will fall within this 
category. These include skill training, software training, program specific training, 
general professional training, and professional conferences. Employees shall submit an 
approved travel request for any such training. A reasonable nexus to the employees’ job 
description and responsibilities is expected. During the review process, SACOG may also 
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consider any other relevant factors, including issues of timing, program work-load, cost, 
the employee’s professional development goals, and the employee’s job performance and 
past training.  
 

E. General Education Assistance – This category of professional development refers to 
educational opportunities pursued by employees on their personal time. Any educational 
or vocational opportunity that has a reasonable nexus to employee’s current or possible 
future job description may be eligible. The benefits are as follows:  
 

1) SACOG may pay 50% of the costs of tuition and registration fees, or $900.00, 
whichever is less, per semester or its equivalent.  
 

2) SACOG may pay up to $150.00 towards books, software programs, and other 
educational supplies per semester. 
 

3) To remain eligible for these benefits, the employee must remain in good overall 
academic standing. If an employee shall withdraw from coursework for any 
reason, he/she must reimburse SACOG all costs paid for that particular course by 
the agency. 
 

4) The employee shall submit appropriate documentation for reimbursable expenses. 
 

F. Merit Program – To support the professional development of highly motivated and 
valuable employees, a capstone Merit Program shall be established. Assuming available 
funding under this Program, a competitive process may select up to one bargaining unit 
employee per year to participate and may support the participant’s program for up to 
three years. 
 

1) The Career Development Committee shall develop selection criteria and an 
application format for the Merit Program. Applicants will be solicited no later 
than July 15 of each year, and the Committee shall forward any recommendations 
to the Chief Executive Officer by August 31 of each year. 
 

2) The employee shall submit a proposal to the CDC describing the educational 
opportunity he/she wishes to pursue and shall demonstrate how this will further 
his/her professional goals and the interests of SACOG. 
 

3) The selected employee is permitted to choose from any number of accredited or 
academically recognized programs. In addition to degrees of higher education, 
special professional certifications may be considered.  
 

4) SACOG may pay 90% of all tuition, fees, and educational expenses for the 
selected program, or $3,000 per semester or equivalent, whichever is less. The 
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employee must establish their eligibility with the selected institution prior to 
incurring any reimbursable costs. 
 

5) To remain eligible for these benefits, the employee must remain in good overall 
academic standing and pass their coursework. If an employee shall withdraw from 
coursework for any reason, they must reimburse SACOG all costs paid by the 
agency for that particular course. The Chief Executive Officer may waive some of 
this liability based upon extenuating circumstances or hardship. 
 

6) The employee shall submit appropriate documentation for reimbursable costs. 
 

G. Special Conference Selection – To promote broad exposure to the state of the art and 
practice in planning, and assuming available funding under this Program, SACOG will 
reserve one seat per year for a bargaining unit employee to each of the annual meetings of 
the Transportation Research Board and the national conference of the American Planning 
Association.  
 

1) The Career Development Committee shall solicit interested employees at least 
three months prior to the respective professional conference. At its discretion, the 
CDC may develop selection criteria, and it shall forward recommendations for the 
Chief Executive Officer in a timely manner. 
 

2) Under this program, no single employee may be selected to more than one 
conference in a given year, or to the same conference in consecutive years. 
 

3) This provision is not meant to limit the Chief Executive Officer’s discretion to 
send any number of employees to these, or any other, conference, if he/she 
believes that it is in the best interests of SACOG. 
 

H. Mentorship – SACOG shall promote mentorship within the agency, and between SACOG 
and its member agencies. This program is strictly voluntary, and should remain flexible 
to meet the needs of a diverse workforce. The Career Development Committee shall 
develop general guidelines for mentorship, and otherwise promote the practice.  
 

I. Resource Allocation – Opportunities routinely arise for staff training or conference 
attendance that are tied to the needs of specific projects, including grant funding 
programs. Political advocacy has specially designated funding sources. The Career 
Development Program is not meant to be a substitute for these activities.  
 

J. Any tax consequence from benefits received as part of the Career Development Program 
shall be the sole responsibility of the employee.   
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8. COMMUNITY SERVICE DAY 

SACOG will provide all employees with 8 hours of service time annually, to be used to 
volunteer in a qualifying activity of the employee’s choice. The Career Development Committee 
will define the specifics of the Community Service Day program. 

9. STUDIES 

SACOG Management and SEA will appoint members to a joint committee that will research and 
explore the potential of a Pay-for-Performance program that could include (for example) adding 
additional steps in the classification plan and a budget of at least $50,000 for additional bonuses 
(beyond the additional step increases), all of which would only be available for non-contract 
employees. The committee will issue a report no later than December 31, 2017. 

10. ALL OTHER ITEMS WITHIN THE SCOPE OF EMPLOYMENT 
 

For all other terms and conditions of employment applicable to SEA and not specifically 
identified in this memorandum of understanding, please refer to SACOG’s Employee Handbook.  
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This MOU may be executed in multiple counterparts, each of which shall constitute an original, 
and all of which taken together shall constitute one and the same instrument. 

In WITNESS WHEREOF, the parties hereto have caused this memorandum of understanding to 
be executed by their respective officers, duly authorized. 

 

 

 

RECOMMENDED ON BEHALF OF THE 
SACRAMENTO AREA COUNCIL  
OF GOVERNMENTS 
 
 
 
 

 EXECUTED ON BEHALF OF SEA 

Kirk E. Trost 
Interim Chief Executive Officer 
 
 
 

 Sam Shelton 
Chief Negotiator, SEA 

Date 
 
 
APPROVED BY SACOG: 
 
 
 

 Date 

BRIAN VEERKAMP 
Chair 

 

Date 
 
APPROVED AS TO FORM: 
RENNE SLOAN HOLTZMAN SAKAI, LLP
 
 

 

TIMOTHY YEUNG  

Date  
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SACRAMENTO AREA COUNCIL OF GOVERNMENTS 

RESOLUTION NO. 24- 2017 

APPROVING MEMORANDUM OF UNDERSTANDING 
WITH SACOG EMPLOYEES ASSOCIATION FOR 

JULY 1, 2017 THROUGH JUNE 30, 2022 
 
WHEREAS, the Sacramento Area Council of Governments (“SACOG”) and the 

Miscellaneous Employee Bargaining Unit represented by the SACOG Employees Association 
(“SEA”) are parties to a Memorandum of Understanding that contain terms and conditions of 
employment; 

 
WHEREAS, any modifications to terms and conditions of employment set forth in the 

Memorandum of Understanding must be approved by SACOG and the SEA; and 
 
WHEREAS, SACOG and the SEA have met and conferred in good faith and have 

reached a tentative agreement on the terms and conditions of a successor Memorandum of 
Understanding. 
 
NOW, THEREFORE, BE IT RESOLVED,  
 
1. That SACOG hereby approves the July 1, 2017 through June 30, 2022 Memorandum of 

Understanding Between SACOG and the SEA attached hereto (“MOU”) and authorizes the 
Board Chair and Chief Executive Officer to execute the MOU on behalf of SACOG; and 
 

2. That the Chief Executive Officer and the Manager of Policy and Administration are 
authorized to take any necessary administrative actions to implement the provisions of the 
MOU. 

 
 

PASSED AND ADOPTED this 16th day of February, 2017 by the following vote of the 
Board of Directors: 

AYES: 

NOES: 

ABSTAIN: 

ABSENT: 

 

__________________________________  ___________________________________ 
Kirk E. Trost      Brian Veerkamp 
Interim Chief Executive Officer   Chair 


