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ARTICLE 8 

COMPENSATION 
 
8.1 Salary Increase. The City and CCPMA agree to the following schedule of across-the-

board increases during the term of this agreement, effective the first payroll period 
following the designated dates: 

 
Effective following 01/01/2015 – 4% 
Effective following 07/01/2015 – 3% 
Effective following 01/01/2016 – 4% 
 
For increases following 07/01/2017 and 07/01/2018, Consumer Price Index (CPI) 
not to exceed 4% per year as published for the 12-month period concluding April 
2017 and 2018, respectively.  (CPI for all Urban Wage Earners for the LA-
Riverside-Orange County area)   

 
8.2 Salary Advancement – Full-time Employees.  Except as otherwise provided in this 

Article, full-time employees may be considered for an increase in salary according to the 
following rules: 

 
a. Advancement to a next higher merit increase step may be made after a twelve 

(12) month interval from the hire date or from the effective date of the employee’s 
last increase, and for continued satisfactory service.  A merit increase based on 
educational or P.O.S.T. Certificate Achievement shall not change the otherwise 
effective merit review date. 

 
b. At the time of each employee’s next merit review, as extended, advancement to 

a next higher merit increase step may be made.  Thereafter, advance to a next 
higher merit step increase may be made after a twelve (12) month interval from 
the hire date or the date of the last merit increase, whichever is most recent, for 
continued satisfactory service. 

 
c. Except for the extension of the merit review date as specified in subparagraph a, 

advancement to the next higher merit increase step shall not be automatic.  Such 
salary increase or denial of salary increase shall require the specific 
recommendation, through a performance evaluation, of the employee’s 
department head and the approval of the Personnel Director.  When an 
employee is denied an increase, he or she may be reconsidered for such 
advancement at any subsequent time with a satisfactory performance evaluation. 

 
d. Except for the extension of the merit review date as specified in subparagraph a, 

advancement to merit step 6 and above may occur after two (2) years 
satisfactory service in the next preceding step in the respective salary range.  
Any such advancement shall be granted only as a result of a written evaluation of 
continued meritorious and efficient service and continued improvement by the 
employee in the effective performance of the duties of his or her position. 
 

e. A 7.5% longevity pay adjustment shall occur after fifteen (15) years of City 
employment, and a 5% longevity pay adjustment shall occur after twenty (20) 
years of City employment.  Further, a 2.5% longevity pay adjustment shall occur 
after twenty-five (25) years of City employment, effective 07/01/2015.   
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f. Employees hired on or after January 1, 2013 are not eligible for longevity 
provisions described in Section e. above. 

 
8.3 Salary on Promotion.  Any employee who is promoted to an open position in a class with 

a higher salary range shall be placed on Step A in the new higher range or placed at the 
step which provides at least a minimum 5% salary increase for the employee, not to 
exceed the highest merit/longevity increase step of the new range.  The employee’s 
merit review date shall change to the effective date of the promotion for consideration in 
subsequent years. 

 
When economic conditions, unusual employment conditions or exceptional qualifications 
of a candidate for promotion indicate that a higher merit increase step would be in the 
City’s best interests, upon written recommendation of the department head, the City 
Manager may authorize payment of salary at a higher merit/longevity increase step in 
the salary range. 

 
8.4 Salary on Demotion.  Any employee who is demoted may be placed at a lower step, or 

may be placed at a step in a lower range or may be placed at step “Y” which is equal to 
the employee’s current salary step.  The employee’s merit review date shall not change. 

 
An employee receiving Step “Y” shall remain in the Step “Y” until such time as the 
position is assigned to a salary range in which the last step is equivalent to or higher 
than the Step “Y”, at which time the employee shall be placed in the next highest step.  
Such employee shall not receive salary adjustments until such time as Step “Y” is 
equivalent to or less than the highest merit increase step of the salary range of the 
employee’s position. 

 
8.5 Salary on Reinstatement.  An employee who resigned in good standing may, within one 

(1) year of such resignation and upon recommendation of the department head and 
approval of the City Manager, be reinstated in a position in the class in which the 
employee had previously served, subject to an available budgeted position.  Upon such 
reinstatement, the employee shall not receive a salary higher than the step in the salary 
range the employee previously received prior to the employee’s separation.  The 
employee shall be given a new merit review date, as if a new hire. 

 
8.6 Salary on Transfer.  Any employee who is transferred from one position to another 

position in the same class, or to another position in a classification having the same 
salary range, shall be compensated at the same step in the salary range as the 
employee previously received.  The employee’s merit review date shall not change. 

 
8.7 Salary on Position Reclassification.  When an employee in the classified service is 

reclassified to a lower classification, the employee shall retain his or her rate of pay and 
his or her merit review date or shall be placed in the step of the lower salary range 
closest to the employee’s salary rate.  If the last step of the salary range of the lower job 
class is lower than the employee’s salary rate, the current salary step shall be identified 
as Step “Y” because of a downward reclassification, and the employee shall remain in 
the Step “Y” until such time as his or her job is assigned to a salary range in which the 
highest step is equivalent to or higher than the Step “Y”, at which time the employee 
shall be placed in the next higher step.  Such employee shall not receive annual or other 
periodic salary adjustments until such time as Step “Y” is equivalent to or less than the 
highest step of the salary range of the employee’s reclassified position.  When an 
employee is reclassified to an equivalent classification, the employee shall retain his or 
her salary rate and merit review date.  When an employee is reclassified to a higher 
classification, the employee shall be placed on Step A in the new higher range or placed 
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at the step which is a minimum 5% salary increase for the employee, not to exceed the 
highest merit increase step of the new range.  The employee’s merit review date shall 
change to the effective date of the reclassification for consideration in subsequent years. 

 
8.8 Special Salary Adjustments.  A department head may recommend in writing, to raise an 

employee’s salary step to a higher merit/longevity increase step prior to the eligibility 
times specified in this article so as to recognize meritorious service, advanced 
educational achievements or other extraordinary attributes related to the employee’s 
public service.  Such increased compensation is subject to the approval of the City 
Manager and the availability of budgeted funds.  The employee’s merit review date shall 
change to the effective date of the special increase. 

 
8.9 Overtime.  A department head may require an employee to work beyond the employee’s 

regular hours of employment.  Any overtime hours worked by the Dispatch/Records 
Supervisor, Police Sergeants and Police Lieutenants  will be paid for at the usual time 
and one-half rate or, compensatory time may be taken if the maximum accrual will not 
be exceeded (see Section 12.8). 

 
8.10 Other Compensatory Time Off.  The City Manager may grant compensatory time off to 

any City employee in unique situations where actions of the employee, over and above 
the call of duty, clearly merit such consideration. 

 
8.11 Call Out Pay.  For Police Lieutenants only, the City shall pay for any call out during any 

weekend or after hours call out if the employee had been released from work on a 
normal business day.  Dispatch/Records Supervisors and Police Sergeants receive 
regular compensation for call-outs (including overtime, if applicable).  Police Captains 
receive no call out pay.  

 
8.12 Compensation for Layoff.  An employee who is terminated from the classified service of 

the City as a result of a layoff shall be paid for accrued vacation and accrued overtime.  
Payment shall also be made under the provisions of Section 12.14, if a laid off employee 
has three (3) or more years of employment with the City.  Accrued sick leave shall be 
restored to an employee if the employee is re-employed within one (1) year.  Should an 
employee be re-employed in the formerly held position, the employee shall be placed at 
the same salary step as when the layoff occurred.  No credit shall be received toward a 
step increase or seniority during the period of layoff. 

 
Employees who have attained regular status at the time of layoff and who are re-
employed within a period of one (1) year shall retain their assigned merit review dates.  
Regular employees who are re-employed after a period of one (1) year will be assigned 
a new merit review date. 

 
8.13 Compensation During Suspension.  An employee who is suspended with pay under the 

disciplinary procedures shall be paid normal salary at that salary rate that the employee 
was entitled to prior to the suspension.  An employee who is suspended without pay 
under the disciplinary procedures shall not be paid for those specific days of suspension.  
Additionally, an employee suspended without pay shall not accrue sick leave, vacation, 
seniority or other benefits during a suspension of more than fifteen (15) working days, 
except that health and life insurance benefits will be maintained. 

 
8.14 Salary on Voluntary Demotion.  At the discretion of the City Manager, any employee who 

elects to take a voluntary demotion may be placed at a lower step, or may be placed at a 
step in a lower range or may be placed at Step “Y” which is equal to the employee’s 
current salary step.  The employee’s merit review date shall not change. 
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An employee receiving Step “Y” shall remain in the Step “Y” until such time as the 
position is assigned to a salary range in which the highest merit increase step is 
equivalent to or higher than the Step “Y” at which time the employee shall be placed in 
the next higher merit increase step.  Such employee shall not receive salary adjustments 
until such time as Step “Y” is equivalent to or less than the highest step of the salary 
range of the employee’s position. 

 
8.15 Compensation for Temporary Assignment to Higher Classification.   An employee may 

receive adjusted compensation for working in an assignment in a higher classification.  
Working at a higher classification shall mean that the employee is performing a 
significant part of the duties of a position in a higher salary range for a period of fifteen 
(15) consecutive working days or more. 
 
8.15.1 Dispatch & Records Supervisor Working Out of Class.  Dispatch/Records 

Supervisors shall be compensated five (5%) during those periods while serving 
as the designated Dispatch Training Officer with a new employee.   The working 
out of class pay will not apply to training performed by the Dispatch/Records 
Supervisor as part of his/her supervisory responsibilities.  
 

8.15.2  Relief Sergeant and Lieutenant.   Any Sergeant or Lieutenant who is assigned as 
a “Relief” Detective Sergeant or “Relief” Detective Lieutenant, whose job 
classification provides for a pay differential of 5% of base salary, will receive 
equivalent “on-call” working out of class pay ($10.98)* on a pro-rated basis for 
each 24-hour day spent “on-call” in that classification.  The pro-rated pay will be 
based on the assigned “Relief” officer’s base annual salary. 
 
*(Example:  $80,164.68 X .05 = $4,008.23, annualized 5% $4,000.23 / 365 days 
= $10.98 a day). 
 

8.15.3  Relief Captains.  Police Captains who serve on weekend on-call rotation, or are 
otherwise scheduled and approved by the Chief of Police, will receive time and a 
half pay for actual call-out hours when responding in place of the Police 
Lieutenant. 

   
8.16 Bilingual Pay.  Employees who have the ability to fluently converse in a second 

language may be designated as a bilingual employee required to use their skills as a 
part of their City employment.  This designation must be made by the Chief of Police or 
designee and approved by the City Manager or designee in writing.  Designated 
employees shall receive bilingual compensation of 2.5% of base pay unless or until said 
compensation is voluntarily eliminated by the employee.  Eligible employees must 
successfully complete an initial assessment and subsequent biannual assessments to 
receive such designation.  Changes to the assessment process are subject to meet and 
confer. 

 
8.17 Special Assignment Pay.  Sergeants assigned to Special Enforcement Detail (SED) and 

Post-release Accountability and Compliance Team (PACT) shall receive an additional 
2.5% of base pay while on said assignment(s). 

 
8.18   Compensation for Vehicle Use.  An employee shall be compensated for use of the 

employee’s personal vehicle on City business under rules set forth by the City Manager 
and at the rate set by City Council resolution. 
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8.19 Restitution.  An employee may be required in a manner approved by the City Manager to 
provide restitution to the City for willful, wanton or malicious destruction of City property.  
Restitution shall be treated as a disciplinary matter. 

 
8.20 Correcting Errors in Salary Rate and Other Provisions.  Should an employee be paid on 

the basis of a higher step in the salary range for his or her class than that for which he or 
she was recommended, or receive additional salary than that authorized, or accrue 
leaves or receive other benefits through error, such error shall be corrected immediately 
following its discovery.  Reimbursement to the City by the employee of the overpayment 
caused by said error shall be made by one of the following methods or a combination 
thereof: 

 
a. Application of accrued equivalent time off for overtime service; 
b. Application of equivalent time off for overtime service earned during the time 

immediately following the date of the discovery of said error; 
c. Application of the increase in the employee’s salary following his or her next 

merit or longevity merit salary increase; or 
d. Any other method mutually agreed to. 

 
Determination of which one or combination of the above methods of reimbursement 
should be used shall be made by the department head in consultation with the affected 
employee, subject to the approval of the City Manager, subject to the grievance 
procedures of Article 13.  Should the employee terminate before full reimbursement to 
the City has been made the money required to complete reimbursement shall be 
deducted from his or her last paycheck, if authorized by law.  Reimbursement shall not 
be sought for payments made more than one (1) year prior to discovery, unless the error 
was caused by the affected employee. 

 
8. 21   Certification and Education Incentives. 
 

a. Dispatch/Records Supervisor.  Dispatch/Records Supervisors who successfully 
completed a P.O.S.T.-approved civilian supervisory course and have served at 
least two (2) years in grade shall be compensated five percent (5%) of base 
salary.  In addition, Dispatch/Records Supervisors who possess a Bachelor of 
Arts or Bachelor of Science degree shall be compensated five percent (5%) of 
base salary. 

 
b. Police Sergeants.  Police Sergeants who possess a P.O.S.T. Supervisory 

certificate shall be compensated five percent (5%) of base salary.  Police 
Sergeants who possess a Bachelor of Arts or Bachelor of Science degree shall 
be compensated five percent (5%) of base salary. 
 

c. Police Lieutenants and Police Captains.  Police Lieutenants and/or Police 
Captains who possess a P.O.S.T. Management certificate shall be compensated 
five percent (5%) of base salary.  In addition, Police Lieutenants and/or Police 
Captains who possess a Master's degree shall be compensated five percent 
(5%) of base salary. 
  

d. Range Master.  Unit Members who possess the required certification for a Range 
Master and whose assignment is to supervise target range facilities on a routine 
and consistent basis shall be compensated five percent (5%) of base salary.  
 

When an employee who is receiving an educational degree incentive under this 
provision is promoted to an open position in a class with a higher salary range in which 
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an educational degree is required, the employee’s educational degree incentive is taken 
into consideration when determining step placement within the higher range under 
section 8.3 of this MOU. 

 
8.22    Police Employee Court Appearance Time. A Police Sergeant and/or Lieutenant who is 

scheduled to appear in Court during non-duty hours shall be paid for a minimum of four 
(4) hours for such appearance at his or her overtime rate. 

 
8.23 Management Incentive Pay.  The City shall pay Police Captains 3.85 hours per pay 

period of additional compensation as management incentive pay.  The management 
incentive pay for Police Captains shall not exceed one hundred (100) hours per year. 
 
The City shall pay Police Lieutenants 1.55 hours per pay period of additional 
compensation as management incentive pay. The management incentive pay for Police 
Lieutenants shall not exceed forty (40) hours per year. 
 

ARTICLE 9 
RECRUITMENT AND SELECTION 

 
9.1 Physical Requirements.  The City Manager may require that each applicant and 

employee be in such physical and mental condition as reasonably necessary to properly 
perform the duties of his or her job and may require a medical or psychological 
evaluation at City’s expense at any time on a showing of good cause.  No employee 
shall hold any position in a classification in which he or she cannot physically or mentally 
perform all the duties of the job adequately or without hazard to himself/herself or others.  
Within the limitations indicated, the City’s policy shall be to make such efforts as are 
consistent with the provisions of this Agreement to place physically disabled employees 
in such positions as are available in the City service for which they are qualified, where 
their disabilities will not substantially interfere with their performance of duties.  The 
employee’s qualifications, length of service, nature of past performance and the 
availability of openings may be considered in placing disabled employees.  The City 
shall make reasonable accommodations for disability, as required by law. 

 
9.2 Separation.  An employee in the classified service may be separated from employment 

with the City through retirement, for mental or physical inability to perform the duties of 
the job, resignation, probationary failure, death, dismissal, or layoff.  An employee 
choosing to resign shall file with the employee’s supervisor a written resignation stating 
the effective date.  Such resignation shall be presented at least two (2) weeks before 
leaving the service.  (Failure to present the resignation in advance as specified shall 
justify a decision by the Human Resources Manager to note on the personnel file that 
the employee is not eligible for rehire.)  The resignation shall be immediately reported to 
the Human Resources Manager.  The other forms of separation described above are 
explained elsewhere in this MOU.  Prior to separation, an employee must return all City 
items issued to him/her in order to receive final compensation, failing which the City may 
withhold from final compensation, to the extent permitted by law, the reasonable value of 
unreturned property. 

 
9.3 Voluntary Demotion.  An employee may request a voluntary demotion under the 

disciplinary procedures, in lieu of other discipline, or for reasons stated in a special 
request to the City Manager.  The City Manager shall have full discretion in determining 
whether to approve such request. 
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ARTICLE 10 
PROBATION 

 
10.1 Probation Period.  The initial probationary period for full-time employees of the City 

covered by this Agreement is twelve (12) months.  Any employee promoted to a higher 
level shall serve a probationary period of twelve (12) months before the promotion is 
final. 

 
10.2 Probation on Reinstatement.  Except as otherwise provided, in a written agreement, a 

reinstated employee serves a new probationary period of six (6) months.  
Reinstatements will not be permanent until the successful completion of this 
probationary period. 

 
10.3 Objective of Probationary Period.  The work and conduct of probationary employees 

shall be subject to close scrutiny and evaluation.  The probationary period shall be 
regarded as a part of the training and examination process and shall be used for 
securing the most effective adjustment of a new employee to a position. 

 
10.4 Satisfactory Completion of Probation Period.  If a probationary employee’s probation 

period has been satisfactory, and advancement to regular status is warranted, the 
department head shall so recommend on a Personnel Action Form together with a 
performance evaluation submitted to the Human Resources Manager.  The City 
Manager, upon receipt of these documents, may authorize the end of the employee’s 
probationary period by the execution of a Personnel Action Form.  The employee shall 
only then be advanced to regular status upon completion of the probationary period. 

 
10.5 Unsuccessful Probation Period.  If a probationary employee’s initial probation period has 

not been satisfactory, it shall be so stated in a Personnel Action Form.  The City 
Manager, by signing the Personnel Action Form, may authorize the release of the 
employee without cause and without the right of appeal or grievance, unless otherwise 
required by law, except that a probationary promotional employee, shall be returned to 
the position from which he or she had been promoted.  Notification of failure of probation 
or other action shall be in writing and shall be given to the probationary employee prior 
to release from employment for any initial probationary employee, or return to the former 
position for a promotional probationary employee. 

 
10.6 Unsuccessful Reinstatement Probation.  If a probationary employee’s performance 

following reinstatement has not been satisfactory, it shall be so stated in a performance 
evaluation.  In cases involving reinstatement, the City Manager upon receipt of a 
performance evaluation, may authorize the release of the employee under the provisions 
of Section 10.5. 

 
10.7 Probation Following Layoff.  Employees laid off while on probation must serve a new 

probationary period following re-employment. 
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City of Cathedral City 

Family Care and Medical Leave Policy 

I. STATEMENT OF POLICY 

To the extent not already provided for under current leave policies and provisions, the City of Cathedral 

City will provide family and medical care leave for eligible employees as required by state and federal law.  

The following provisions set forth certain of the rights and obligations with respect to such leave.  Rights 

and obligations which are not specifically set forth below are set forth in the Department of Labor 

regulations implementing the Federal Family and Medical Leave Act of 1993 (“FMLA”), Pregnancy 

Disability Leave (PDL)and the regulations of the California Family Rights Act (“CFRA”).  Unless otherwise 

provided by this article, “Leave” under this article shall mean leave pursuant to the FMLA, PDL, and 

CFRA.  

II. DEFINITIONS

A. “12-Month Period” – means a rolling 12-month period measured backward from the date leave is taken

and continuous with each additional leave day taken. 

B. “Child” – means a child under the age of 18 years of age, or 18 years of age or older who is incapable 

of self-care because of mental or physical disability.  An employee’s child is one for whom the 

employee has actual day-to-day responsibility for care and includes a biological, adopted, foster or 

stepchild. 

C. “Parent” – means the biological parent of an employee or an individual who stands or stood in loco 

parentis (in place of a parent) to an employee when the employee was a child.  This term does not 

include parents-in-law.  

D. “Spouse” – means a husband or wife as defined or recognized under California State law for purposes 

of marriage. 

E. “Domestic partner,” – as defined by Family Code §§ 297 and 299.2, shall have the same meaning as 

“Spouse” for purposes of CFRA Leave. 

F. “Serious health condition” – means an illness, injury impairment, or physical or mental condition that 

involves: 

1. Inpatient Care (i.e., an overnight stay) in a hospital, hospice, or residential medical care facility,

including any period of incapacity (i.e., inability to work, or perform other regular daily activities

due to the serious health condition, treatment involved, or recovery there from); or

2. Continuing treatment by a health care provider:  A serious health condition involving continuing

treatment by a health care provider includes any one or more of the following:

a) A period of incapacity (i.e., inability to work, or perform other regular daily activities ) due to a

serious health condition of more than three consecutive calendar days, and any subsequent

treatment or period of incapacity relating to the same condition, that also involves:
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i) Treatment two or more times by a health care provider, by a nurse or physician’s assistant 

under direct supervision by a health care provider, or by a provider of health care services 

(e.g., a physical therapist) under orders of, or on referral by a health care provider; or  

ii) Treatment by a health care provider on at least one occasion which results in a regimen of 

continuing treatment under the supervision of the health care provider.  This includes for 

example, a course of prescription medication or therapy requiring special equipment to 

resolve or alleviate the health condition.  If the medication is over the counter, and can be 

initiated without a visit to a health care provider, it does not constitute a regimen of 

continuing treatment. 

b) Any period of incapacity due to pregnancy or for prenatal care.  (This entitles the employee to 

FMLA leave, but not CFRA leave.  Under California law, an employee disabled by pregnancy 

is entitled to pregnancy disability leave.) 

c) Any period of incapacity or treatment for such incapacity due to a chronic serious health 

condition.  A chronic serious health condition is one which:  

i. Requires periodic visits for treatment by a health care provider, or by a nurse or physician’s 

assistant under direct supervision of a health care provider;  

ii. Continues over an extended period of time (including recurring episodes of a single 

underlying condition); and  

iii. May cause episodic rather than a continuing period of incapacity (e.g., asthma, diabetes, 

epilepsy, etc).  Absences for such incapacity qualify for leave even if the absence lasts only 

one day.  

d) A period of incapacity which is permanent or long term due to a condition for which treatment 

may not be effective.  The employee or family member must be under the continuing 

supervision of, but need not be receiving active treatment by, a health care provider.  

e) Any period of absence to receive multiple treatments (including any period of recovery there 

from) by a health care provider or by a provider of health care services under orders of, or on 

referral by, a health care provider, either for restorative surgery after an accident or other 

injury, or for a condition that would likely result in a period of incapacity of more than three 

consecutive calendar days in the absence of medical intervention or treatment.  

 

G. “Health Care Provider” means:  

1. A doctor of medicine or osteopathy who is authorized to practice medicine or surgery by the State 

of California;  

2. Individuals duly licensed as a physician, surgeon, or osteopathic physician or surgeon in another 

state or jurisdiction, including another country, who directly treats or supervises treatment of a 

serious health condition;  

3. Podiatrists, dentists, clinical psychologists, optometrists, and chiropractors (limited to treatment 

consisting of manual manipulation of the spine to correct a subluxation as demonstrated by X-ray 

to exist) authorized to practice in California and performing within the scope of their practice as 

defined under California State Law;  

4. Nurse practitioners and nurse-midwives and clinical social workers who are authorized to practice 

under California State law and who are performing within the scope of their practice as defined 

under California state law;  

5. Christian Science practitioners listed with the First Church of Christ, Scientist in Boston, 

Massachusetts; and  
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6. Any health care provider from whom an employer or group health plan’s benefits manager will 

accept certification of the existence of a serious health condition to substantiate a claim for 

benefits.  

 

H. “Active Duty” means a duty under a call to order of active, retired, reserves, or national guard 

members of the united States Armed Forces by law or any other provision of law during a war or 

national emergency declared by the President or Congress.  

 

I. “Contingency Operation” – means a military operation that (1) is designated by the Secretary of 

Defense as an operation in which members of the United States Armed Forces are or may become 

involved in military actions, operations, or hostilities against an enemy of the United States or against 

an opposing military force; or (2) results in the call to order of active duty members of the Untied Sates 

Armed Forces by law or any other provision of law during a war or national emergency declared by the 

President or Congress.  

 

J. “Covered Service member” – means a member of the United States Armed Forces, including a 

member of the National Guard or Reserves, who is undergoing medical treatment, recuperation, or 

therapy, in otherwise in outpatient status, or is otherwise on the temporary disability retired list, for a 

serious injury or illness. 

 

K. “Outpatient Status” means the status of a member of the United States Armed Forces assigned to:  (1) 

a military medical treatment facility as an outpatient; or (2) a unit established for the purpose of 

providing command and control of members of the Armed Forces receiving medical care as 

outpatients.  

 

L. “Next of Kin” – means the nearest blood relative of an injured service member.  

 

M. “Serious Injury or Illness” means an injury or illness incurred by a member of the Armed Forces in the 

line of duty on active duty that may render the member medically unfit to perform the duties of the 

member’s office, grade, rank, or rating.  

 

 

III. REASON FOR LEAVE 

Leave is only permitted for the following reasons: 

 

A. The birth of a child or to care for a newborn of an employee; 

 

B. The placement of a child with an employee in connection with the adoption or foster care of a child; 

 

C. Leave to care for a child, parent, spouse, or domestic partner who has a serious health condition;  

 

D. Leave because of a serious health condition that makes the employee unable to perform the functions 

of his/her position. 
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E. Leave for a “qualifying exigency” may be taken arising out of the fact that an employee’s spouse, son, 

daughter, or parent is on active military duty or has been notified of an impending call or order to 

active duty in support of a contingency operation involving the United States Armed Forces; or  

 

F. Leave to care for a spouse, son, daughter, parent, or “next of kin” service member of the Untied States 

Armed Forces who has a serious injury or illness incurred in the line of duty while on active military 

duty (this leave can run up to 26 weeks of unpaid leave during an employer’s 12-month period).  

 

 

IV. EMPLOYEES ELIGIBLE FOR LEAVE 

An employee is eligible for leave if the employee: 

 

A. Has been employed for at least 12 months; and 

 

B. Has been employed for at least 1,250 hours during the 12-month period immediately preceding the 

commencement of the leave.   

 

 

V. AMOUNT OF LEAVE 

Eligible employees are entitled to a total of 12 workweeks (or 26 weeks to care for an injured service 

member) of leave during any 12-month period.   

 

A. Minimum Duration of Leave 

If leave is requested for the birth, adoption or foster care placement of a child of the employee, leave 

must be concluded within one year of the birth or placement of the child.  In addition, the basic 

minimum duration of such leave is two weeks.  However, an employee is entitled to leave for one of 

these purposes (e.g., bonding with a newborn) for at least one day, but less than two weeks duration 

on any two occasions. 

 

If leave is requested to care for a child, parent, spouse or the employee him/herself with a serious 

health condition, there is no minimum amount of leave that must be taken.  However, the notice and 

medical certification provisions of this policy must be complied with.  

 

B. Spouses Both Employed By The City of Cathedral City 

In any case in which a husband and wife both employed the City of Cathedral City are entitled to 

leave, the aggregate number of workweeks of leave to which both may be entitled may be limited to 12 

workweeks during any 12-month period if leave is taken for the birth or placement for adoption or 

foster care of the employees’ child (i.e., bonding leave).  

 

In any case in which a husband and wife both employed by the City of Cathedral City are entitled to 

leave, the aggregate number of workweeks of leave to which both may be entitled may be limited to 26 

workweeks during any 12-month period if leave is taken to care for an injured service member.  

Except as noted above, this limitation does not apply to any other type of leave under this policy.   

 



 

Page 5 of 8 

H:\HR DIRECTORY\LOA\FMLA Forms\FamilyCareandMedicalLeave_061809.doc  

VI. EMPLOYEE BENEFITS WHILE ON LEAVE 

Leave under this policy may be paid or unpaid.  While on leave, employees will continue to be covered by 

the City of Cathedral City’s group health insurance to the same extent that coverage is provided while the 

employee is on the job.   

 

If an employee fails to return to work after his/her leave entitlement has been exhausted or expires, the 

City of Cathedral City shall have the right to recover its share of health plan premiums for the entire leave 

period, unless the employee does not return because of the continuation, recurrence, or onset of a serious 

health condition of the employee or his/her family member which would entitle the employee to leave, or 

because of circumstances beyond the employee’s control.  The City of Cathedral City shall have the right 

to recover premiums through deduction from any sums due the city of Cathedral City (e.g. unpaid wages, 

vacation pay, etc.).   

 

 

VII. SUBSTITUTION OF PAID ACCRUED LEAVES 

While on leave under this policy, as set forth herein, an employee may elect to concurrently use paid 

accrued leave.  Similarly, the City of Cathedral City may require an employee to concurrently use paid 

accrued leave after requesting FMLA and/or CFRA leave, and may also require an employee to use family 

and medical care leave concurrently with a non-FMLA/CFRA leave which is FMLA/CFRA-qualifying.  

 

A. Employee’s Right To Use Paid Accrued Leaves Concurrently With Family Leave  

Where an employee has earned or accrued paid vacation, compensatory time, or personal or sick 

leave, that paid leave may be substituted for all or part of any (otherwise) unpaid leave under this 

policy.  

  

As for sick leave, an employee is entitled to use sick leave concurrently with leave under this policy if:  

 

1. The leave is for the employee’s own serious health condition; or  

 

2. The leave is needed to care for a parent, spouse, child, or domestic partner with a serious health 

condition, and would be permitted as sick leave under the City of Cathedral City’s sick leave 

policy.  

 

B. City of Cathedral City’s Right to Require An Employee To Use Paid Leave When Using FMLA/CFRA 

Leave 

 

1. Employees are not required to use accrued compensatory time earned in lieu of overtime   

earned pursuant to the Fair Labor Standards Act; and  

 

2. Employees will only be required to use sick leave concurrently with FMLA/CFRA leave if the 

leave is for the employee’s own serious health condition.  

 

C. City of Cathedral City’s Right To Require An Employee To Exhaust FMLA/CFRA Leave Concurrently 

With Other Leaves 
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If an employee takes a leave of absence for any reason which is FMLA/CFRA-qualifying, the City of 

Cathedral City may designate that non-FMLA/CFRA leave as running concurrently with the 

employee’s 12-week FMLA/CFRA leave entitlement.  The only exception is for peace officers and 

firefighters who are on leave pursuant to Labor Code § 4850.  

 

D. City of Cathedral City’s and Employee’s Rights If An Employee Requests Accrued Leave Without 

Mentioning Either the FMLA or CFRA 

 

If an employee requests to utilize accrued vacation leave or other accrued paid time off without 

reference to a FMLA/CFRA-qualifying purpose, the City of Cathedral City may not ask the employee if 

the leave is for a FMLA/CFRA-qualifying purpose.  However, if the City of Cathedral City denies the 

employee’s request and the employee provides information that the requested time off is for a 

FMLA/CFRA-qualifying purpose, the City of Cathedral City may inquire further into the reason for the 

absence.  If the reason is FMLA/CFRA-qualifying, the City of Cathedral City may require the employee 

to use accrued leave as described above.  

 

 

VIII. MEDICAL CERTIFICATION 

Employees who request leave for their own serious health condition or to care for a child, parent or spouse 

who has a serious health condition must provide written certification from the health care provider of the 

individual requiring care if requested by the City of Cathedral City. 

If the leave is requested because of the employee’s own serious health condition, the certification must 

include a statement that the employee is unable to work at all or is unable to perform the essential 

functions of his/her position.  

 

Employees who request leave to care for an injured service member who is a child, spouse, parent, or 

“next of kin” of the employee must provide written certification from a health care provider regarding the 

injured service member’s serious injury or illness.  

 

A. Time To Provide A Certification  

When an employee’s leave is foreseeable and at least 30 days notice has been provided, if a medical 

certification is requested, the employee must provide it before the leave begins.  When this is not 

possible, the employee must provide the requested certification to the City of Cathedral City within the 

time frame requested by the City of Cathedral City (which must allow at least 15 calendar days after 

the employer’s request), unless it is not practicable under the particular circumstances to do so despite 

the employee’s diligent, good faith efforts.  

 

B. Consequences For Failure To Provide An Adequate Or Timely Certification  

If an employee provides an incomplete medical certification the employee will be given a reasonable 

opportunity to cure any such deficiency.  

 

However, if an employee fails to provide a medical certification within the time frame established by 

this policy, the City of Cathedral City may delay the taking of FMLA/CFRA leave until the required 

certification is provided.  
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C. Recertification  

If the City of Cathedral City has reason to doubt the validity of a certification, the City of Cathedral City 

may require a medical opinion of a second health care provider chosen and paid for by the City of 

Cathedral City.  If the second opinion is different from the first, the City of Cathedral City may require 

the opinion of a third provider jointly approved by the City of Cathedral City and the employee, but paid 

for by the City of Cathedral City.  The opinion of the third provider will be binding.  An employee may 

request a copy of the health care provider’s opinions when there is a recertification.  

 

D. Intermittent Leave Or Leave On A Reduced Leave Schedule  

If an employee requests leave intermittently (a few days or hours at a time) or on a reduced leave 

schedule to care for an immediate family member with a serious health condition {“serious health 

condition”}, the employee must provide medical certification that such leave is medically necessary.  

“Medically necessary” means there must be a medical need for the leave and that the leave can best 

be accomplished through an intermittent or reduced leave schedule.  

 

 

IX. EMPLOYEE NOTICE OF LEAVE 

Although the City of Cathedral City recognizes that emergencies arise which may require employees to 

request immediate leave, employees are required to give as much notice as possible of their need for 

leave.  If leave is foreseeable, at least 30 day’s notice is required.  In addition, if an employee knows that 

he/she will need leave in the future, but does not know the exact date(s) (e.g. for the birth of a child or take 

care of a newborn), the employee shall inform his/her supervisor as soon as possible that such leave will 

be needed.  Such notice may be orally given.  If the City of Cathedral City determines that an employee’s 

notice is inadequate or the employee knew about the requested leave in advance of the request, the City 

of Cathedral City may delay the granting of the leave until it can, in its discretion, adequately cover the 

position with a substitute. 

 

 

X. REINSTATEMENT UPON RETURN FROM LEAVE 

A. Right To Reinstatement  

Upon expiration of leave, an employee is entitled to be reinstated to the position of employment held 

when the leave commenced, or to an equivalent position with equivalent employment benefits, pay, 

and other terms and conditions of employment.  Employees have no greater rights to reinstatement, 

benefits and other conditions of employment than if the employee had been continuously employed 

during the FMLA/CFRA period.  

 

If a definite date of reinstatement has been agreed upon at the beginning of the leave, the employee 

will be reinstated on the date agreed upon.  If the reinstatement date differs from the original 

agreement of the employee and City of Cathedral City, the employee will be reinstated within two 

business days, where feasible, after the employee notifies the employer of his/her readiness to return.  

 

B. Employee’s Obligation To Periodically Report On His/Her Condition  

Employees may be required to periodically report on their status and intent to return to work. This will 

avoid any delays to reinstatement when the employee is ready to return.  
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C. Fitness-for-Duty Certification  

As a condition of reinstatement of an employee whose leave was due to the employee’s own serious 

health condition, which made the employee unable to perform his/her, job, the employee must obtain 

and present a fitness-for-duty certification from the health care provider that the employee is able to 

resume work.  Failure to provide such certification will result in denial of reinstatement.   

 

D. Reinstatement of “Key Employees”  

The City of Cathedral City may deny reinstatement to a “key” employee (i.e., an employee who is 

amongst the highest paid 10 percent of all employed by the City of Cathedral City within 75 miles of 

the work site) if such denial is necessary to prevent substantial and grievous economic injury to the 

operations of the City of Cathedral City, and the employee is notified of the City of Cathedral City’s 

intent to deny reinstatement on such basis at the time the employer determines that such injury would 

occur.  

 

 

XI. REQUIRMENTS  

Provide your Department Head and Human Resources with sufficient time of your need to take FMLA. 




