Town of Moraga
Ordinances,
Resolutions,
Requests for Action
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Agenda Item
10. E.

Meeting Date: May 11, 2022
TOWN OF MORAGA

STAFF REPORT_

To:

Honorable Mayor and Councilmembers

From:

Cynthia Battenberg, Town Manager
Annie To, Administrative Services Director

Subject:

Employee Compensation and Benefits Packages, Memoranda
of Understanding Salary Schedules and Conforming
Amendments to the Town of Moraga Salary Schedule
Consider Resolutions Establishing Compensation Packages
and Approving the Memoranda of Understanding for Town of
Moraga Employees Effective July 1, 2022 through June 30, 2025
1. Resolution ____ - 2022 Establishing the Compensation
Package for Department Directors Effective July 1, 2022
to June 30, 2025; and
2. Resolution ____ - 2022 Establishing the Compensation
Package for Mid-Management/Professional Employees
Effective July 1, 2022 to June 30, 2025; and
3. Resolution ____ - 2022 Approving the Memorandum of
Understanding between the Town of Moraga and the
Moraga Employees Association Effective July 1, 2022 to
June 30, 2025; and
4. Resolution ____ - 2022 Approving the Memorandum of
Understanding between the Town of Moraga and Moraga
Police Officers Association Effective July 1, 2022 to June
30, 2025; and
5. Resolution ____ - 2022 Amending the Town of Moraga
Salary Schedule for Fiscal Year 2022/23 Consistent with
the Provisions in the Memoranda of Understanding
between the Town of Moraga and the Moraga Employees
Association and the Town of Moraga and the Moraga
Police Officers Association, and Compensation
Resolutions Covering Department Directors and MidManagement/Professional Employees Effective July 3,
2022
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Request
Consider resolutions establishing compensation packages for Department
Directors and Mid-Management/Professional Employees; a resolution approving
the Memorandum of Understanding (MOU) between the Town of Moraga and the
Moraga Employees Association (MEA); and a resolution approving the
Memorandum of Understanding (MOU) between the Town of Moraga and the
Moraga Police Officers Association (MPOA), effective July 1, 2022 through
June 30, 2025. Consider resolution amending the Town’s corresponding salary
schedule reflecting salary provisions as provided for in the tentative employee
agreements effective July 3, 2022 (the first full pay period of Fiscal Year (FY)
2022/23).
This recommendation aligns with the Town’s goals of exercising continued fiscal
prudence while enabling the Town to attract and retain qualified employees,
thereby stabilizing the workforce, providing continuity, retaining institutional
knowledge, and allowing the Town to make progress on priority projects and
initiatives.
Background
In 2019, the Town Council adopted four compensation resolutions covering all its
employee groups that expire on June 30, 2022.
To enable FY 2022/23 budgeting, with direction from the Town Council, the Town
Manager began negotiations in February with representatives for the Moraga
employee
groups;
Department
Directors
(Directors),
MidManagement/Professional Employees (Mid-Managers), Moraga Employees
Association (MEA) and Moraga Police Officers Association (MPOA). Tentative
agreements regarding a salary and benefits package to replace the former
compensation packages and agreements have been reached.
Discussion
One of the pressing opportunities and challenges that the Town will continue to
address in the coming months is continuing to find ways to maintain the Town’s
quality of services by retaining the skilled, experienced staff who provide these
services.
Institutional knowledge and experience are important to the success and
productivity of any organization. High employee retention reduces or eliminates
training costs, recruitment costs, costs for consultants or temporary employees,
and the loss of institutional knowledge. Retention of employees also eliminates
temporary holds and stoppages on critical Town projects.
Competition between public agencies for talented, experienced employees is
extremely high in the current job market. The Town’s challenges are exacerbated
by the need to identify and attract employees who possess the unique set of skills
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that enable them to fulfill the wide range of job responsibilities required by Moraga
staff who perform the responsibilities of multiple different positions in other
organizations.
As part of the 2019 labor negotiations process, the Town retained the services of
Koff & Associates (K&A), experienced human resources and recruiting
professionals who specialize in public sector agencies, to complete a
compensation study comparing Department Director positions to similar positions
in ten comparable agencies. The following ten comparable agencies were
selected based on: organization type and structure; similarity of population, staff
and operational budgets; scope of services provided; and labor market and
geographic location.
City of El Cerrito
City of Piedmont
City of Emeryville
City of Pinole
City of Hercules
City of Pleasant Hill
City of Lafayette
City of San Pablo
City of Orinda
Town of Danville
K&A collected and analyzed salary and benefit data were through comparator
agency website, conversations with human resources, accounting, and/or finance
personnel and careful review of agency documentation such as classification
descriptions, memoranda of understanding and organization charts. K&A’s
methodology is to analyze each class description and the whole position by
evaluation factors such as:
• Definition and typical job functions;
• Distinguishing characteristics;
• Level within a class series;
• Reporting relationship structure;
• Education and experience requirements;
• Knowledge, abilities, and skills required to perform the work;
• Scope and complexity of the work;
• Independence of action/responsibility;
• Contacts with others (inside and outside of the organization); and,
• Consequences of action and decisions.
The salary compensation study compared the salary ceiling for each position to
determine the median top salary, with the thought being that by matching the
median top salaries, the Town will be able to successfully recruit for and retain
employees. This is not to suggest that everyone get paid top salary, but rather
that the top salary is a consideration in every candidate’s decision regarding
employment. The market median salary is recommended (as opposed to the
average salary) because the median is not skewed by extremely high or low salary
values.
The Town has continued to apply the above compensation methodology and in the
past few years has adjusted the salary of numerous positions, including: the
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engineering series; Public Works/Parks Maintenance Supervisor; Senior Planner
and Principal Planner; Senior Accountant; and Police Lieutenant.
During this negotiating cycle, K&A completed a salary survey for the Department
Directors and a salary survey was performed inhouse for the Moraga Police
Officers. The Mid-Management group was offered the option of a salary survey
which they declined and instead requested a Cost of Living Adjustment (COLA).
Negotiations were challenging during this cycle considering the current economic
situation, rising inflation rates, and employees’ desires to increase or maintain their
buying power. Staff recommends that the Town budget to engage a professional
to complete a salary survey of the ten comparable cities in FY 2024/25 for all
positions prior to the 2025 negotiations.
CalPERS retirement program costs are a major consideration for all California
public agencies. The Town provides employees with some of the lowest available
CalPERS pension plans and does not provide any Other Post-Employment
Benefits (OPEB). Additionally, employees pay the full employee share of the
employee pension contribution along with 4% of the employer’s (Town’s) share for
those employees designated as classic members. This cost sharing by the Town’s
employees which was phased in over multiple years is a collaboration between the
Town and staff, honoring our tradition of fiscal prudence.
Key Provisions
The terms of the tentative agreements are summarized below.
TERMS

GROUP

DESCRIPTION

Agreement
Length

All

3 year term - July 1, 2022 to June 30, 2025

Directors

Adjustment to Median Salary of Comparable Cities
and elimination of bonus program (see
compensation study information below)
Adjustment of 8% towards median salary of
comparable cities

Year 1 Salary
Adjustment

MPOA
Mid-Managers,
MEA

5.2% Cost of Living Adjustment for all classifications
(except Police Lieutenant)

Year 2 Salary
Adjustment

Directors,
3% Cost of Living Adjustment for all classifications
MPOA, MidManagers, MEA
Year 3 Salary
Directors,
3% Cost of Living Adjustment for all classifications
Adjustment
MPOA, MidManagers, MEA
Comp Time Off MPOA
Increased accrual by 20 hours to 60 hours per fiscal
Accrual
year
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Comp Time Off MEA
Cash-Out
Detective
Differential
Vacation and
Administrative
Leave CashOut Timing
Salary
Adjustments

Job
Classification
Changes
Other MOU
Terms
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Added comp time cash out option of 60 hours per
fiscal year

MPOA

Increased detective differential pay to 5% for Officer,
Corporal or Sergeant
Directors, MidAs required by the IRS, employees to submit an
Managers, MEA annual leave sell-back irrevocable election form by
December 15 of the prior year to sell back leave in
the upcoming calendar year.
MEA
Base salary of the Assistant Planner and
Engineering Technician/Inspector Classifications
adjusted to market differential between the Associate
Planner and Assistant Engineer respectively. Equity
adjustment to the part-time hourly Accounting
Technician Classification.
Mid-Managers
Revised the Recreation Coordinator II name to
Recreation Supervisor (job description and salary to
remain the same)
MEA

The COLA provided to the bargaining group will be
the same as the COLA provided to all other
bargaining groups during the term of this MOU.

In conclusion, the above provisions align with the Town’s goals of balancing
continued fiscal prudence in planning for potential impacts of employee wage and
benefit adjustments, while also beginning to align the Town as a competitive
employer in the increasingly robust job market in the Bay Area.
Director Salary Survey
Consistent with the Director’s Compensation Resolution 30-2019, the Directors
were provided the option of a salary survey in December 2021. Directors opted
for a salary survey with the understanding that each position would then be
adjusted to the median of the comparator cities and that the salary adjustments
would vary by position dependent upon the market. The resulting salary
adjustments in year one for the Department Director positions follow:
Administrative Services Director
Parks and Recreation Director
Planning Director
Police Chief
Public Works Director/Town Engineer
Town Clerk/Asst to Town Manager

% Increase
1.8%
3.5%
12.3%
10.3%
5.9%
7.8%

Police Officer Equity Adjustment
It is well established that Moraga has the lowest per capita cost of polices services
in Contra Costa County. In FY 2021/22, 81% of the Police Department costs are
for personnel. A comparison of the Police Officer salary to the salary in the seven
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of the ten comparable cities that don’t contract with the Contra Costa County for
police services, revealed that Moraga’s police officers are also the lowest paid and
provided with the lowest CALPERS retirement plan. The Moraga Police Officers
Association agreed to an 8% equity adjustment which is less than the 13.3%
adjustment that would be necessary to increase the salary to median market.
Cost of Living Adjustments
High inflation was a significant employee concern. The 2021 Social Security Costof-Living Adjustment (COLA) was 5.9%, significantly higher than the 0 – 3.6%
COLA for the previous ten years and the highest since 1981.
The year 1 Cost of Living Adjustment (COLA) provided to the Mid-Managers and
MEA is based on the Consumer Price Index for All Urban Consumers, San
Francisco Area and took into consideration not just the most recent inflation rate
but also inflation for the past three years and COLA provided to Moraga employees
in the 2019-2022 agreements.
CPI (a)
Moraga
Feb 2018 – Feb 2019
3.5%
3.0%
Feb 2019 – Feb 2020
2.9%
2.5%
Feb 2020 – Feb 2021
1.6%
2.5%
Feb 2021 – Feb 2022
5.2%
5.2%
Cumulative Increase
13.83%
13.84%
The years 2 and 3 COLA of 3% are projections based on the economy and in line
with what other communities have agreed to or are negotiating. Most of the Town’s
comparable cities are currently negotiating. For example, the City of Piedmont
agreed to a 3.25% COLA in 2023 and 2024.
Fiscal Impact
The tentative agreements, including changes in CalPERS, health benefits,
insurance, and workers’ compensation rates result in a projected fiscal impact of
$317,000 in FY 2022/23. The FY 2021/22 Operating Budget projected a $131,000
increase in personnel costs and a $258,630 operating surplus in FY 2022/23.
Alternatives
The Town Council has the following options to consider in this matter:
1) Approve the compensation packages and MOUs as proposed and adopt
the salary schedule to be effective July 3, 2022; or
2) Do not approve the proposed compensation packages, MOUs and/or salary
schedule and provide direction to staff.
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Recommendation
Staff recommends that the Town Council adopt resolutions establishing
compensation packages for Department Directors and Mid-Management/
Professional Employees; a resolution approving the Memorandum of
Understanding between the Town of Moraga and the Moraga Employees
Association; a resolution approving the Memorandum of Understanding between
the Town of Moraga and the Moraga Police Officers Association, effective July 1,
2022 through June 30, 2025; and a resolution Amending the Associated Salary
Schedule for Town of Moraga Classifications effective July 3, 2022 reflective of the
new agreements.
Agreements reviewed by: Charles Zuver, Labor Attorney, BWS Law Firm
Attachments:
A.
Resolution ___-2022 Establishing the Compensation Package for
Department Directors Effective July 1, 2022 to June 30, 2025
B.

Resolution ___-2022 Establishing the Compensation Package for
Mid Management/Professional Employees Effective July 1, 2022 to
June 30, 2025

C.

Resolution ___-2022 Approving the Memorandum of Understanding
(Exhibit A) between the Town of Moraga and the Moraga Employees
Association Effective July 1, 2022 to June 30, 2025

D.

Resolution ___-2022 Approving the Memorandum of Understanding
(Exhibit A) between the Town of Moraga and the Moraga Police
Officers Association Effective July 1, 2022 to June 30, 2025

E.

Resolution ____ - 2022 Amending the Town of Moraga Salary
Schedule for Fiscal Year 2022/23 (Exhibit A) Consistent with the
Provisions in the Memoranda of Understanding between the Town of
Moraga and the Moraga Employee Association and the Town of
Moraga and the Moraga Police Officers Association, and
Compensation Resolutions Covering Department Directors and MidManagement/ Professional Employees Effective July 3, 2022

F.

Redline Version of Resolution ___-2022 Establishing the
Compensation Package for Department Directors Effective July 1,
2022 to June 30, 2025

G.

Redline Version of Resolution ___-2022 Establishing the
Compensation
Package
for
Mid-Management/Professional
Employees Effective July 1, 2022 to June 30, 2025

7

1
2
3
4
5
6
7
8

H.

Redline Version of the Memorandum of Understanding between the
Town of Moraga and the Moraga Employees Association Effective
July 1, 2022 to June 30, 2025

I.

Redline Version of the Memorandum of Understanding between the
Town of Moraga and the Moraga Police Officers Association Effective
July 1, 2022 to June 30, 2025
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ATTACHMENT A
Resolution ___-2022 Establishing the Compensation
Package for Department Directors
Effective July 1, 2022 to June 30, 2025

BEFORE THE TOWN COUNCIL OF THE TOWN OF MORAGA
In the Matter of:
Establishing the Compensation Package )
for Department Directors Effective July 1, )
2022 to June 30, 2025
)
________________________________

Resolution No. __ - 2022

WHEREAS, Resolution 31-2019 dated April 24, 2019 establishing the
compensation package for Department Directors will expire on June 30, 2022; and
WHEREAS, it is a goal of the Town to recruit and retain exceptional and loyal staff
to stabilize the workforce and make progress on priority projects and initiatives while
containing current and future costs and maintaining a balanced and sustainable budget;
and
WHEREAS, the Town Manager and Town Council have reviewed and discussed
the compensation package applicable to the Department Directors; and
WHEREAS, the Town Manager and Department Directors have met, conferred,
and come to agreement on the provisions of this successor resolution.
NOW, THEREFORE, BE IT RESOLVED by the Town Council of the Town of
Moraga that the following compensation and benefits package applies to these positions
effective July 1, 2022 through June 30, 2025:
Administrative Services Director
Parks and Recreation Director
Planning Director
Police Chief
Public Works Director/Town Engineer
Town Clerk/Assistant to the Town Manager
BE IT FURTHER RESOLVED THAT the Town Council does approve the following
compensation and benefit plan as follows:
I.

SALARY ADJUSTMENTS
A. Effective the first pay period of July 2022, the Town will implement an equity
salary adjustment to the median of comparable salaries as determined by a
compensation study that compared the Town’s Department Director positions
with those of comparable classifications in the following comparative agencies:
the Cities of El Cerrito, Emeryville, Hercules, Lafayette, Orinda, Piedmont,

Resolution No. XX-2022
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Pinole, Pleasant Hill, San Pablo and the Town of Danville. The revised FY
2022- 23 Salary Schedule, attached to this Resolution as Appendix A – Town
of Moraga Salary Schedule for Department Directors, reflects the median
salaries of the comparator agencies for the listed classifications.
B. Effective the first pay period of July 2023, the Town will implement a 3% Cost
of Living Adjustment (COLA) to base salary. The revised FY 2023-24 Salary
Schedule is included in Appendix A.
C. Effective the first pay period of July 2024, the Town will implement a 3% COLA
to base salary. The revised FY 2024-25 Salary Schedule is included in
Appendix A.
II.

RETIREMENT
A. For “Classic” members, as defined by the California Public Employees
Retirement System (CalPERS):
a. The Town participates in the “2% at 55” Miscellaneous retirement program
for non-sworn Department Directors.
b. Town participates in the “2% at 50” Police Safety retirement program for
sworn Department Directors (i.e., Police Chief).
c. The Town plan shall provide the “average of three years” benefit.
d. The Town plan shall provide the sick leave conversion benefit.
e. The Town plan shall include credit for military service time.
f. The Town plan shall include 1959 Survivor Benefits – Level 4.
g. The Employee will continue to pay 100% of the CalPERS-established
required employee’s contribution (7% of salary for the Miscellaneous Plan
and 9% for the Police Safety Plan) and the additional 4% cost sharing
required by the prior CalPERS contract amendment for a total of 11% for
the Miscellaneous Plan and 13% for the Police Safety Plan.
B. For “New” members, as defined by CalPERS, the Town will comply with the
California Public Employees’ Pension Reform Act of 2013 (PEPRA) that went
into effect on January 1, 2013:
a. The Town participates in the “2% at 62” Miscellaneous retirement program
for non-sworn Department Directors.
b. The Town participates in the “2% at 50 / 2.7% at 57” Police Safety retirement
program for sworn Department Directors.
c. The Town plan shall provide the “average of three years” benefit.
d. The Town and the Employee will share equally the normal cost of the
CalPERS contribution.
C. Retirement benefits are subject to all applicable CalPERS regulations and
relevant law, and the Town cannot provide retirement benefits that are
inconsistent with the Public Employees’ Retirement Law and related CalPERS

Resolution No. XX-2022
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rules and regulations. Employees should consult with CalPERS in calculating
the amount of benefits they will receive after retirement.
III.

DEFERRED COMPENSATION
A. Town employees may make a voluntary contribution to ICMA 457, up to the
maximum amount allowable by law.
B. Town employees may elect to contribute to an ICMA 401a “final payout” plan.
Employees must elect to participate in this Plan within the first thirty (30) days
of employment. Per IRS rules, election to participate and level of contribution
is irrevocable.

IV.

SICK LEAVE
A. Sick leave shall be earned at the rate of eight (8) hours per month.
B. All Department Directors may accrue unlimited sick leave.

V.

FAMILY AND MEDICAL LEAVE/BEREAVEMENT LEAVE

Family and Medical Leave shall be provided to eligible employees in accordance with
federal and state law.
In addition, employees shall be granted a maximum of three (3) days leave for each
incident relating to matters arising out of a major family illness or death of any immediate
family member in California. In cases where the death of an immediate family member is
outside California and the employee is required to travel out of state to attend to the death
of the family member, the employee shall be granted a maximum of five (5) days leave.
Employees requiring more than the leaves set forth in this section can utilize vacation
and/or other available leave for such purposes, subject to reasonable notice and the
operational needs of the department, as determined by the Town Manager. “Immediate
Family” is defined as wife, husband, domestic partner, son, daughter, mother, father,
brother, or sister of employee, parent of a spouse or domestic partner, and close blood
relatives or close relatives living in the member’s household.
VI.

ADMINISTRATIVE LEAVE
A. Accrual - Administrative leave shall be given at a rate in the amount of 104 hours
at the beginning of each fiscal year and is not accruable. Leave is prorated based
on the date hired or promoted and made available the first month following the
date of hire or promotion.
B. Administrative Leave Cash-Out Option – Employees may elect to cash-out up to
52 hours of accrued administrative leave each calendar year so long as the
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employee is in “good standing” within the past 12 months as verified by the Town
Manager.
a. In November 2022, up to 26 hours of administrative leave may be cashed
out.
b. Starting in calendar year 2023, as required by the Internal Revenue Service,
employees who wish to cash-out leave are required to pre-elect annual
leave cash-out amounts in the calendar year prior. Employees who wish to
sell-back leave must submit an annual Leave Sell-Back irrevocable election
form by December 15 of the prior year to sell-back leave in the upcoming
year. Sell-back requests will be processed twice annually, the last pay
period of the fiscal year and the last pay period of the calendar year. For
example, to sell-back leave in 2023, employees must complete a Leave
Sell-Back irrevocable election form by December 15, 2022 and indicate how
many hours they want to sell back in June 2023 and in December 2023 for
a total not to exceed 52 hours.
VII.

VACATION

A. Annual Accrual - Vacation leave shall be earned, beginning in year one of
employment at the rate of 3.08 hours per pay period (80 hours per year).
Subsequently, an additional 8 hours per year shall be earned per year of service,
up to a maximum of 200 hours per year.
Vacation Accrual Schedule:
Years of Service
0-1
Every additional year

Accrual Hours/Year
80
Additional 8 hours

B. Additional Vacation Accrual - Town Manager may authorize higher vacation
accrual for newly hired employees based on prior years of local agency
experience, difficulty in recruiting and retaining employees, and consideration of
internal equity and fairness.
If a higher vacation accrual is granted to a newly hired department director, the
additional annual vacation accrual of 8 hours shall begin once the employee
reaches the number of employment years equivalent to the vacation accrual
calculated according to section VII-A above. For example, if a new employee is
granted 120 hours of vacation annually, they would not start earning an additional
8 hours of additional vacation until year 6.
C. Employees are encouraged to take annual vacation leave equal to time accrued.

Resolution No. XX-2022
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D. Vacation Accrual Cap
a. For employees hired on or after July 1, 2017 - an employee may accrue a
maximum of 240 hours. Once the accrual maximum has been reached, no
additional vacation shall be earned or accrued until the balance falls below
the 240-hour maximum accrual amount.
b. For employees hired before July 1, 2017 - an employee may accrue a
maximum of 280 hours. Once the accrual maximum has been reached, no
additional vacation shall be earned or accrued until the balance falls below
the 280-hour maximum accrual amount.
E. Vacation Leave Cash-Out Option - Employees may request to cash-out up to 60
hours of accrued vacation leave each calendar year so long as the employee
maintains a 120-hour vacation accrual minimum after the vacation accrual cashout and the employee is in “good standing” within the past 12 months as verified
by the Town Manager.
a. In 2022, up to 30 hours of vacation leave may be cashed out in November
2022.
b. Starting in calendar year 2023, as required by the Internal Revenue Service,
employees who wish to cash-out leave are required to pre-elect annual
leave cash-out amounts in the calendar year prior. Employees who wish to
sell-back leave must submit an annual Leave Sell-Back irrevocable election
form by December 15 of the prior year to sell-back leave in the upcoming
year. Sell-back requests will be processed twice annually, the last pay
period of the fiscal year and the last pay period of the calendar year. For
example, to sell-back leave in 2023, employees must complete a Leave
Sell-Back irrevocable election form by December 15, 2022 and indicate how
many hours they want to sell back in June 2023 and in December 2023 for
a total not to exceed 60 hours.
VIII.

HOLIDAYS

A. Holidays Observed - Employees shall receive a total of 13 paid days off: eleven
scheduled holidays and two floating holidays per year. Employees regularly
assigned a “9/80” work schedule shall receive a nine-hour holiday when the holiday
is observed on a regularly scheduled nine-hour work day, and an eight-hour
holiday when the holiday is observed on a regularly scheduled eight-hour work
day.
The following are paid holidays:
1) New Year’s Day (January 1st)
2) Martin Luther King Jr Day
3) Presidents’ Day
Resolution No. XX-2022
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4)
5)
6)
7)
8)
9)
10)
11)
12)

Memorial Day
Independence Day (July 4th)
Labor Day
Veterans Day
Thanksgiving Day
Day after Thanksgiving
Christmas Eve (December 24th)
Christmas (December 25th)
Floating Holiday (2)

Floating Holiday – A floating holiday may be scheduled with the consent of the Town
Manager. The holiday is observed as nine-hour holidays when the holiday is observed
on a regularly scheduled nine-hour work day, and an eight-hour holiday when the holiday
is observed on a regularly scheduled eight-hour work day.
The Floating Holidays do not accrue from year to year, are not payable upon separation
from Town service, and must be used within the fiscal year.
IX.

MEDICAL BENEFIT

The Town will provide at least three (3) options for medical insurance coverage, including
the Kaiser HMO – Gold level plan, for employees and their eligible dependents
(employee, employee/spouse, employee/child(ren) or employee/family) through the term
of this agreement.
A. Employer Contribution - The Town will contribute monthly toward the medical
insurance premium for medical coverage for each employee and eligible
dependents up to a maximum of the Kaiser HMO – Gold level plan for the 2022
plan year.
B. Employee Contribution - If an employee chooses a plan other than the Kaiser HMO
– Gold level plan, the Town agrees to contribute the value of the full monthly
premium cost for the employee and eligible dependents as established under the
Kaiser HMO – Gold level plan, for the 2022 plan year, toward the premium of one
of the other medical plan options as selected by the employee. If the monthly
premium for the plan option and coverage level selected by the employee exceeds
the Town’s monthly contribution as described in paragraph IX. D. for the same
coverage level (i.e., employee, employee/spouse, employee child(ren), or
employee/family), the employee shall pay the balance of the premium cost through
a pre-tax payroll deduction.
C. In the event the Kaiser HMO – Gold level plan is discontinued or no longer
available, the Town will offer a mutually agreeable plan equivalent to the Kaiser
HMO-Gold level.
D. Change in Premium Rates - For the term of this agreement, the Town agrees to
contribute up to the monthly premium rates established under the Kaiser HMO –
Resolution No. XX-2022
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Gold level plan for the January 1, 2022 – December 31, 2022 plan year for medical
insurance coverage for each employee and eligible dependents. For each
subsequent plan year, the Town’s contribution shall include the amount of any
premium increases for the Kaiser HMO – Gold level plan not to exceed twelve
percent (12%) for each employee and their eligible dependents. Any increase
exceeding twelve percent (12%) and less than twenty (20%) will be paid by the
employee. If the Kaiser HMO-Gold level plan premium increase is twenty percent
(20%) or greater, the Town Council agrees to reconsider section IX.D. of this
Resolution.
E. Medical Insurance Opt-Out - With proof of alternative medical insurance, an
employee may opt to receive $600 per month as cash in-lieu of medical coverage
or as a contribution into the individual’s deferred compensation (ICMA 457)
account in lieu of medical benefits.
F. Regular (Permanent) Part-time Employees – The Town will pay pro-rated amounts
for medical insurance coverage for regular (permanent) part-time employees who
are regularly scheduled to work at least 60 hours but less than 80 hours in a twoweek period, or at least 1,560 hours but less than 2080 hours per fiscal year.
X.

DENTAL BENEFIT

The Town agrees to pay the entire premium for the level of coverage selected by the
employee (e.g., employee only, employee plus one or family) for a Dental Plan of the
Town's choice, which has substantially the same benefits as the dental plan in effect on
June 30, 2022.
For regular (permanent) part-time employees who are regularly scheduled to work at least
60 hours but less than 80 hours in a two-week period, or at least 1,560 hours but less
than 2,080 hours per year, the Town will pay pro-rated amounts for dental insurance
coverage.
XI.

VISION BENEFIT

The Town agrees to pay the entire premium for the level of coverage selected by the
employee (e.g., employee only, employee plus one or family) a Vision Plan through ‘VSP’
or comparable, which has an annual twenty-five dollar ($25) co-pay that is paid by the
employee for services rendered through the plan.
For regular (permanent) part-time employees who are regularly scheduled to work at least
60 hours but less than 80 hours in a two-week period, or at least 1,560 hours but less
than 2,080 hours per year, the Town will pay pro-rated amounts for vision insurance
coverage.
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XII.

LIFE INSURANCE BENEFIT

The Town shall provide a life insurance policy in the sum of $200,000 for full-time
employees. For regular (permanent) part-time employees, the Town will provide a life
insurance policy in the sum of $100,000.
XIII.

LONG-TERM DISABILITY/ SHORT-TERM DISABILITY BENEFITS

The Town provides for group long-term and short-term disability insurance.
XIV.

UNIFORMS

Sworn Department Directors shall receive $1,200 annually for the purchase, cleaning and
maintenance of their uniform. This benefit is to be paid in 26 equal payments, one in
each pay period.
XV.

AUTO ALLOWANCE

Non-sworn Department Directors will receive a $500 per month auto allowance to be paid
in 26 equal payments, one in each pay period. Sworn Department Directors will be issued
a Town-owned vehicle in lieu of receiving an auto allowance.
XVI.

TECHNOLOGY ALLOWANCE

Non-sworn Department Directors, who are not issued a Town-owned cell phone, will
receive a $50 per month technology allowance to be paid in 26 equal payments, one in
each pay period. Sworn Department Directors will be issued a Town-owned cell phone
in lieu of receiving a technology allowance. All Directors must have access to work related
email and phone calls with chosen technology.
XVII. WORK HOURS
Each Department Director shall set a weekly work schedule with the Town Manager
according to the needs of his/her Department that ensures a continued level of high
quality service to the public. Generally, the regular work schedule shall be a “9/80” work
schedule.
XIII.

SEVERANCE PACKAGE

In recognition that all employees in this group are “at will” employees and therefore serve
at the discretion and pleasure of the Town Manager, the Town offers a severance
package of three (3) months’ salary upon involuntary termination.
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XIX.

CONFIDENTIALITY

In the event of termination of employment, the Parties agree that neither the Town nor
the Department Director shall, for a period of six months, make any statement, orally, in
writing or otherwise, regarding the reasons for or circumstances of termination, to any
person or organization other than:
a) In the case of the Town: its legal counsel and/or Town Council
b) In the case of the Department Director: to legal counsel and/or immediate family.
This provision shall expressly include communication to prospective future employers,
unless otherwise required by law.
PASSED AND ADOPTED by the Town Council of the Town of Moraga at a regular
meeting held on May 11, 2022 by the following vote:
AYES:
NOES:
ABSTAIN:
ABSENT:
____________________________
Renata M. Sos, Mayor

Attest:
______________________________
Marty C. McInturf, Town Clerk
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APPENDIX A
TOWN OF MORAGA
SALARY SCHEDULE FOR DEPARTMENT DIRECTORS
Classification
FY 2022-23 Effective July 3, 2022

Type

Step A

Step B

Step C

Step D

Step E

Administrative Services Director (Confidential)
Parks & Recreation Director
Planning Director
Police Chief
Public Works Director/Town Engineer
Town Clerk/ Assistant to Town Manager

M
M
M
M
M
M

13,899
12,352
13,515
16,552
14,017
9,730

14,594
12,970
14,191
17,380
14,718
10,217

15,324
13,618
14,900
18,249
15,454
10,727

16,090
14,299
15,645
19,161
16,226
11,264

16,894
15,014
16,428
20,119
17,038
11,827

Administrative Services Director (Confidential)
Parks & Recreation Director
Planning Director
Police Chief
Public Works Director/Town Engineer
Town Clerk/ Assistant to Town Manager

M
M
M
M
M
M

14,316
12,723
13,920
17,049
14,438
10,022

15,032
13,359
14,616
17,901
15,159
10,523

15,783
14,027
15,347
18,796
15,917
11,049

16,573
14,728
16,115
19,736
16,713
11,602

17,401
15,464
16,920
20,723
17,549
12,182

Administrative Services Director (Confidential)
Parks & Recreation Director
Planning Director
Police Chief
Public Works Director/Town Engineer
Town Clerk/ Assistant to Town Manager

M
M
M
M
M
M

14,745
13,104
14,338
17,560
14,871
10,323

15,483
13,759
15,055
18,438
15,614
10,839

16,257
14,447
15,808
19,360
16,395
11,381

17,070
15,170
16,598
20,328
17,215
11,950

17,923
15,928
17,428
21,344
18,075
12,547
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ATTACHMENT B
Resolution ___-2022 Establishing the Compensation
Package for Mid Management/Professional Employees
Effective July 1, 2022 to June 30, 2025

EFORE THE TOWN COUNCIL OF THE TOWN OF MORAGA
In the Matter of:
Establishing the Compensation Package
for Mid-Management / Professional
Employees Effective July 1, 2022 to
June 30, 2025
_________________________________

)
)
)
)

Resolution No. __ - 2022

WHEREAS, Resolution 32-2019 dated April 24, 2019 establishing the
compensation package for Mid-Management/Professional employees will expire on June
30, 2022; and
WHEREAS, it is a goal of the Town to recruit and retain exceptional and loyal staff
to stabilize the workforce and make progress on priority projects and initiatives while
containing current and future costs and maintaining a balanced and sustainable budget;
and
WHEREAS, the Town Manager and Town Council have reviewed and discussed
the compensation package applicable to the Mid-Management/Professional employees;
and
WHEREAS, the Town has designated the Accountant job classification as a
confidential employee pursuant to California Government Code 3507.5; and as the
confidential employee is privy to confidential information leading to decisions affecting
employee relations and matters that are used to contribute significantly to the
development of management positions, that the confidential employee is precluded from
representing the collective bargaining group; and
WHEREAS, the Town Manager and Mid-Management/Professionals have met,
conferred, and come to agreement on the provisions of this successor resolution.
NOW, THEREFORE, BE IT RESOLVED by the Town Council of the Town of
Moraga that the following compensation and benefits package applies to these positions
effective July 1, 2022 through June 30, 2025:
Accountant (designated as confidential employee)
Associate Engineer
Associate Planner
Police Lieutenant
Public Works/Parks Maintenance Manager
Public Works/Parks Maintenance Supervisor
Recreation Supervisor
Principal Planner
Senior Accountant (designated as confidential employee)
Senior Civil Engineer
Resolution No. XX-2022
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Senior Planner
Senior Planner/Economic Development Coordinator
As the confidential employees are privy to information leading to decisions of Town
management affecting employee relations or matters of confidential information that is
used to contribute significantly to the development of management positions, they are
therefore precluded from collective bargaining due to their proximity to labor
negotiations.
Job classifications may change if the Town finds it necessary for financial or program
needs.
BE IT FURTHER RESOLVED THAT the Town Council does approve the following
compensation and benefit plan as follows:
I.

SALARY ADJUSTMENTS
A. Effective the first pay period of July 2022, the Town will implement a 5.2% Cost of
Living Adjustment (COLA) to base salary. The Police Lieutenant salary that was
adjusted effective April 1, 2022 to reflect median market salary rate of comparable
cities in the area, will not be adjusted. The revised FY 2022-23 Salary Schedule is
attached to this Resolution as Appendix A – Town of Moraga Salary Schedule for
Mid-Management/Professionals.
B. Effective the first pay period of July 2023, the Town will implement a 3% COLA to
base salary. The revised FY 2023-24 Salary Sables is included in Appendix A.
C. Effective the first pay period of July 2024, the Town will implement a 3% COLA to
base salary. The revised FY 2024-25 Salary Schedule is included in Appendix A.

II.

RETIREMENT
A. For “Classic” members, as defined by the California Public Employees’ Retirement
System (CalPERS):
a. The Town participates in the “2% at 55” Miscellaneous retirement program for
non-sworn Mid-Management/Professional positions.
b. Town participates in the “2% at 50” Police Safety retirement program for sworn
Mid-Management/Professional positions.
c. The Town plan shall provide the “average of three years” benefit.
d. The Town plan shall provide the sick leave conversion benefit.
e. The Town plan shall include credit for military service time.
f. The Town plan shall include 1959 Survivor Benefits – Level 4.
g. The Employee will continue to pay 100% of the CalPERS-established required
employee contribution (7% of salary for the Miscellaneous Plan and 9% for the
Police Safety Plan) and the additional 4% cost sharing required by the prior
CalPERS contract amendment for a total of 11% for the Miscellaneous Plan
and 13% for the Police Safety Plan.
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B. For “New” members, as defined by CalPERS, the Town will comply with the
California Public Employees’ Pension Reform Act of 2013 (PEPRA) that went into
effect on January 1, 2013:
a.
b.
c.
d.

The Town participates in the “2% at 62” Miscellaneous retirement program for
non-sworn Mid-Management/Professional positions.
The Town participates in the “2% at 50 / 2.7% at 57” Police Safety retirement
program for sworn Mid-Management/Professional positions.
The Town plan shall provide the “average of three years” benefit.
The Town and the Employee will share equally the normal cost of the CalPERS
contribution.

C. Retirement benefits are subject to all applicable CalPERS regulations and relevant
law, and the Town cannot provide retirement benefits that are inconsistent with the
Public Employees’ Retirement Law and related CalPERS rules and regulations.
Employees should consult with CalPERS in calculating the amount of benefits they
will receive after retirement.
III.

DEFERRED COMPENSATION
A. Town employees may make a voluntary contribution to ICMA 457, up to the
maximum amount allowable by law.
B. Town employees may elect to contribute to an ICMA 401a “final payout” plan.
Employees must elect to participate in this Plan within the first thirty (30) days
of employment. Per IRS rules, election to participate and level of contribution
is irrevocable.

IV.

SICK LEAVE
A. Sick leave shall be earned at the rate of eight (8) hours per month.
B. All Mid-management/Professional employees may accrue unlimited sick leave.

V.

FAMILY MEDICAL LEAVE/BEREAVEMENT LEAVE

Family and Medical Leave shall be provided to eligible employees in accordance with
federal and state law.
In addition, employees shall be granted a maximum of three (3) days leave for each
incident relating to matters arising out of a major family illness or death of any immediate
family member in California. In cases where the death of an immediate family member
is outside California and the employee is required to travel out of state to attend to the
death of the family member, the employee shall be granted a maximum of five (5) days
leave. Employees requiring more than the leaves set forth in this section are able to
utilize vacation and/or other available leave for such purposes, subject to reasonable
notice and the operational needs of the department, as determined by the Department
Resolution No. XX-2022
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Head. “Immediate Family” is defined as wife, husband, domestic partner, son, daughter,
mother, father, brother, or sister of employee, parent of a spouse or domestic partner,
and close blood relatives or close relatives living in the member’s household.
VI.

ADMINISTRATIVE LEAVE
A. Accrual - Administrative leave shall be given at a rate in the amount of 80 hours
beginning each fiscal year and is not accruable. Leave is prorated based on the
date hired or promoted and made available the first month following the date of
hire or promotion.
B. Administrative Leave Cash-Out Option - Employees may elect to cash-out up to
40 hours of accrued administrative leave each calendar year so long as the
employee is in “good standing” within the past 12 months as verified by employee’s
respective Department Director.

VII.

i.

In November 2022, up to 20 hours of administrative leave may be cashed out.

ii.

Starting in calendar year 2023, as required by the Internal Revenue Service,
employees who wish to cash-out leave are required to pre-elect annual leave
cash-out amounts in the calendar year prior. Employees who wish to sell-back
leave must submit an annual Leave Sell-Back irrevocable election form by
December 15 of the prior year to sell-back leave in the upcoming year. Sellback requests will be processed twice annually, the last pay period of the fiscal
year and the last pay period of the calendar year. For example, to sell-back
leave in 2023, employees must complete a Leave Sell-Back irrevocable
election form by December 15, 2022 and indicate how many hours they want
to sell back in June 2023 and how many hours they want to sell back in
December 2023 for a total not to exceed 40 hours.

VACATION

A. Vacation Accrual – Vacation leave shall be earned, beginning in year one of
employment at the rate of 3.08 hours per pay period (80 hours per year).
Subsequently, an additional 8 hours per year shall be earned per year of service,
up to a maximum of 200 hours per year.
Vacation Accrual Schedule:
Years of Service
0-1
Every additional year

Accrual Hours/Year
80
Additional 8 hours

B. Additional Vacation Accrual -Town Manager may authorize higher vacation accrual
for newly hired employees based on prior years of local agency experience,
difficulty in recruiting and retaining employees, and consideration of internal equity
and fairness.
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If a higher vacation accrual is granted to a newly hired employee, the additional
annual vacation accrual of 8 hours shall begin once the employee reaches the
number of employment years equivalent to the vacation accrual calculated
according to Section VII-A above.
C. Employees are encouraged to take annual vacation leave equal to time accrued.
D. Vacation Accrual Cap
a) For employees hired on or after July 1, 2017 - an employee may accrue a
maximum of 240 hours. Once the accrual maximum has been reached, no
additional vacation shall be earned or accrued until the balance falls below the
240-hour maximum accrual amount.
b) For employees hired before July 1, 2017 - an employee may accrue a
maximum of 280 hours. Once the accrual maximum has been reached, no
additional vacation shall be earned or accrued until the balance falls below the
280-hour maximum accrual amount.
E. Vacation Cash Out - Employees may request to cash-out up to 60 hours of accrued
vacation leave each calendar year so long as the employee maintains a 120 hour
vacation accrual minimum after the vacation accrual cash-out and the employee is
in “good standing” within the past 12 months as verified by the employee’s
respective Department Director.
i. In November 2022, up to 30 hours of vacation leave may be cashed out.
ii. Starting in calendar year 2023, as required by the Internal Revenue
Service, employees who wish to cash-out leave are required to pre-elect
annual leave cash-out amounts in the calendar year prior. Employees
who wish to sell-back leave must submit an annual Leave Sell-Back
irrevocable election form by December 15 of the prior year to sell-back
leave in the upcoming year. Sell-back requests will be processed twice
annually, the last pay period of the fiscal year and the last pay period of
the calendar year. For example, to sell-back leave in 2023, employees
must complete a Leave Sell-Back irrevocable election form by
December 15, 2022 and indicate how many hours they want to sell back
in June 2023 and how many hours they want to sell back in December
2023 for a total not to exceed 60 hours.
VIII.

HOLIDAYS

Holidays Observed - Employees shall receive a total of 13 paid days off (eleven scheduled
holidays and two floating holidays per year). Employees regularly assigned a “9/80” work
schedule shall receive a nine-hour holiday when the holiday is observed on a regularly
scheduled nine-hour work day, and an eight-hour holiday when the holiday is observed
on a regularly scheduled eight-hour work day.
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The following are paid holidays:
1)
2)
3)
4)
5)
6)
7)
8)
9)
10)
11)
12)

New Year’s Day (January 1st)
Martin Luther King Jr Day
Presidents’ Day
Memorial Day
Independence Day (July 4th)
Labor Day
Veterans Day
Thanksgiving Day
Day after Thanksgiving
Christmas Eve (December 24th)
Christmas (December 25th)
Floating Holidays (2)

Floating Holidays - may be scheduled with the consent of their respective Department
Director as nine-hour holidays when the holiday is observed on a regularly scheduled
nine-hour work day, and an eight-hour holiday when the holiday is observed on a regularly
scheduled eight-hour work day.
Floating holidays do not accrue from year to year, are not payable upon separation from
Town service and must be used within the fiscal year.
IX.

MEDICAL BENEFIT

The Town will provide at least three (3) options for medical insurance coverage, including
the Kaiser HMO – Gold level plan, for employees and their eligible dependents
(employee, employee/spouse, employee/child(ren) or employee/family) through the term
of this agreement.
A. Employer Contribution - The Town will contribute monthly toward the medical
insurance premium for medical coverage for each employee and eligible
dependent up to a maximum of the Kaiser HMO – Gold B level plan for the 2022
plan year.
B. Employee Contribution - If an employee chooses a plan other than the Kaiser HMO
– Gold B level plan, the Town agrees to contribute the value of the full monthly
premium cost for the employee and eligible dependents as established under the
Kaiser HMO – Gold B level plan, for the 2022 plan year, toward the premium of
one of the other medical plan options as selected by the employee.
If the monthly premium for the plan option and coverage level selected by the
employee exceeds the Town’s monthly contribution as described in paragraph IX.
D. for the same coverage level (i.e., employee, employee/spouse, employee
child(ren), or employee/family), the employee shall pay the balance of the premium
cost through a pre-tax payroll deduction.
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C. In the event the Kaiser HMO – Gold B level plan is discontinued or no longer
available, the Town will offer a mutually agreeable plan equivalent to the Kaiser
HMO-Gold B level.
D. Change in Premium Rates - For the term of this agreement, the Town agrees to
contribute up to the monthly premium rates established under the Kaiser HMO –
Gold B level plan for the January 1, 2022 – December 31, 2022 plan year for
medical insurance coverage for each employee and eligible dependent. For each
subsequent plan year, the Town’s contribution shall include the amount of any
premium increases for the Kaiser HMO – Gold B level plan not to exceed twelve
percent (12%) for each employee and their eligible dependents.
Any increase exceeding twelve percent (12%) and less than twenty (20%) will be
paid by the employee. If the Kaiser HMO-Gold B level plan premium increase is
twenty percent (20%) or greater, the Town Council agrees to reconsider Section
IX.D. of this Resolution.
E. Medical Insurance Opt-Out - With proof of alternative medical insurance, an
employee may opt to receive $600 per month as cash in-lieu of medical coverage
or as a contribution into the individual’s deferred compensation (ICMA 457)
account in lieu of medical benefits.
F. Regular (Permanent) Part-time Employees – The Town will pay pro-rated amounts
for medical insurance coverage for regular (permanent) part-time employees who
are regularly scheduled to work at least 60 hours but less than 80 hours in a twoweek period, or at least 1,560 hours but less than 2080 hours per year.
X.

DENTAL BENEFIT

The Town agrees to pay the entire premium for the level of coverage selected by the
employee (e.g., employee only, employee plus one or family) for a Dental Plan of the
Town's choice, which has substantially the same benefits as the dental plan in effect on
June 30, 2022.
For regular (permanent) part-time employees who are regularly scheduled to work at least
60 hours but less than 80 hours in a two-week period, or at least 1,560 hours but less
than 2080 hours per year, the Town will pay pro-rated amounts for dental insurance
coverage.
XI.

VISION BENEFIT

The Town agrees to pay the entire premium for the level of coverage selected by the
employee (e.g., employee only, employee plus one or family) a Vision Plan through ‘VSP’
or comparable, which has an annual twenty-five dollar ($25) co-pay that is paid by the
employee for services rendered through the plan.
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For regular (permanent) part-time employees who are regularly scheduled to work at least
60 but less than 80 hours in a two-week period, or at least 1,560 hours but less than the
2080 hours per year, the Town will pay pro-rated amounts for vision insurance coverage.
XII.

LIFE INSURANCE BENEFIT

The Town shall provide a life insurance policy in the sum of $150,000 for full-time
employees. For regular (permanent) part-time employees, the Town will provide a life
insurance policy in the sum of $100,000.
XIII.

LONG-TERM DISABILITY/ SHORT-TERM DISABILITY BENEFITS

The Town provides for group long-term and short-term disability insurance.
XIV.

UNIFORMS

The Police Lieutenant shall receive $1,200 annually and the Public Works/Parks
Maintenance Manager and Public Works/Parks Maintenance Supervisor shall receive
$850 annually for the purchase, cleaning, and maintenance of uniforms. This benefit will
be paid in 26 equal payments, one in each pay period.
XV.

WORK HOURS

Each Mid-Management/Professional employee shall set a weekly work schedule with the
respective Department Director according to the needs of the department that ensures a
continued level of high quality service to the public. Generally, the regular work schedule
shall be a “9/80” work schedule unless otherwise agreed upon between employee,
Department Director and Town Manager.
XVI.

MEET AND CONFER

To facilitate positive labor relations, the Town shall serve written notice prior to
implementing personnel changes, which may include modifications of existing policies
and procedures that will have a significant impact on work schedules or duties of a midmanagement/professional employee. Upon request by the Mid-Management Group, the
parties shall meet and confer prior to implementation of the proposed change.
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PASSED AND ADOPTED by the Town Council of the Town of Moraga at a regular
meeting held on May 11, 2022 by the following vote:
AYES:
NOES:
ABSTAIN:
ABSENT:
____________________________
Renata M. Sos, Mayor

Attest:
______________________________
Marty C. McInturf, Town Clerk
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APPENDIX A
TOWN OF MORAGA
SALARY SCHEDULE FOR MID MANAGEMENT/PROFESSIONALS
Classification
FY 2022-23 Effective July 3, 2022

Type

Step A

Step B

Step C

Step D

Step E

Accountant (Confidential)
Associate Civil Engineer
Associate Planner
PW/Parks Maint Manager/Supervisor
Police Lieutenant
Principal Planner
Recreation Supervisor
Senior Accountant (Confidential)
Senior Civil Engineer
Senior Planner
Senior Planner/Econ Dev Coord

M
M
M
M
M
M
M
M
M
M
M

7,317
8,763
7,476
8,292
12,736
10,317
6,188
8,780
10,517
8,597
8,597

7,682
9,201
7,849
8,706
13,373
10,833
6,497
9,219
11,043
9,027
9,027

8,067
9,661
8,242
9,142
14,041
11,374
6,822
9,680
11,595
9,478
9,478

8,470
10,144
8,654
9,599
14,744
11,943
7,163
10,164
12,175
9,952
9,952

8,893
10,652
9,087
10,079
15,481
12,540
7,521
10,672
12,783
10,450
10,450

Accountant (Confidential)
Associate Civil Engineer
Associate Planner
PW/Parks Maint Manager/Supervisor
Police Lieutenant
Principal Planner
Recreation Supervisor
Senior Accountant (Confidential)
Senior Civil Engineer
Senior Planner
Senior Planner/Econ Dev Coord

M
M
M
M
M
M
M
M
M
M
M

7,536
9,026
7,700
8,541
13,118
10,626
6,373
9,043
10,832
8,855
8,855

7,913
9,477
8,085
8,968
13,774
11,158
6,692
9,496
11,374
9,298
9,298

8,309
9,951
8,489
9,416
14,463
11,716
7,027
9,970
11,943
9,762
9,762

8,724
10,449
8,913
9,887
15,186
12,301
7,378
10,469
12,540
10,251
10,251

9,160
10,971
9,359
10,381
15,945
12,917
7,747
10,992
13,167
10,763
10,763

Accountant (Confidential)
Associate Civil Engineer
Associate Planner
PW/Parks Maint Manager/Supervisor
Police Lieutenant
Principal Planner
Recreation Supervisor
Senior Accountant (Confidential)
Senior Civil Engineer
Senior Planner
Senior Planner/Econ Dev Coord

M
M
M
M
M
M
M
M
M
M
M

7,762
9,297
7,931
8,797
13,512
10,945
6,565
9,315
11,157
9,120
9,120

8,150
9,762
8,327
9,237
14,187
11,493
6,893
9,780
11,715
9,577
9,577

8,558
10,250
8,744
9,699
14,897
12,067
7,238
10,269
12,301
10,055
10,055

8,986
10,762
9,181
10,183
15,641
12,671
7,599
10,783
12,916
10,558
10,558

9,435
11,300
9,640
10,693
16,423
13,304
7,979
11,322
13,562
11,086
11,086
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ATTACHMENT C
Resolution ___-2022 Approving the Memorandum of
Understanding (Exhibit A) between the Town of Moraga
and the Moraga Employees Association
Effective July 1, 2022 to June 30, 2025

BEFORE THE TOWN COUNCIL OF THE TOWN OF MORAGA
In the Matter of:
Approving
the
Memorandum
of
Understanding between the Town of
Moraga and the Moraga Employees
Association Effective July 1, 2022 to June
30, 2025
_________________________________

)
)
)
)
)

Resolution No. __- 2022

WHEREAS, Resolution 33-2019 dated April 24, 2019, approving the
Memorandum of Understanding (MOU) for the Moraga Employees Association (MEA) will
expire on June 30, 2022; and
WHEREAS, it is a goal of the Town to recruit and retain exceptional and loyal staff
to stabilize the workforce and make progress on priority projects and initiatives while
containing current and future costs and maintaining a balanced and sustainable budget;
and
WHEREAS, the Town Council has reviewed and discussed the terms of the MEA
MOU; and
WHEREAS, the Town Manager and MEA have met, conferred, and come to
agreement on the provisions of a successor MOU, attached as Exhibit A and incorporated
herein by reference.
NOW, THEREFORE, BE IT RESOLVED that the Town Council of the Town of
Moraga hereby approves, and authorizes the Town Manager to execute the
Memorandum of Understanding between the Town of Moraga and the Moraga
Employees Association, effective July 1, 2022 to June 30, 2025 in the form attached
hereto as Exhibit A with minor revisions that may be approved by the Town Manager and
the Town Attorney, and to execute any other necessary documents to effectuate the
terms of the MOU.
PASSED AND ADOPTED by the Town Council of the Town of Moraga at a regular
meeting held on May 11, 2022 by the following vote:
AYES:
NOES:
ABSTAIN:
ABSENT:
Attest:

Renata M. Sos, Mayor

Marty C. McInturf, Town Clerk
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ATTACHMENT D
Resolution ___-2022 Approving the Memorandum of
Understanding (Exhibit A) between the Town of Moraga
and the Moraga Police Officers Association
Effective July 1, 2022 to June 30, 2025

BEFORE THE TOWN COUNCIL OF THE TOWN OF MORAGA
In the Matter of:
Approving
the
Memorandum
of
Understanding between the Town of
Moraga and the Moraga Police Officers
Association Effective July 1, 2022 to June
30, 2025
_________________________________

)
)
)
)
)

Resolution No. __- 2022

WHEREAS, Resolution No. 34-2019 dated April 24, 2019, approving the
Memorandum of Understanding (MOU) for the Moraga Police Officers Association
(MPOA) will expire on June 30, 2022; and
WHEREAS, it is a goal of the Town to recruit and retain exceptional and loyal staff
to stabilize the workforce and make progress on priority projects and initiatives while
containing current and future costs and maintaining a balanced and sustainable budget;
and
WHEREAS, the Town Council has reviewed and discussed the terms of the MPOA
MOU; and
WHEREAS, the Town Manager and MPOA have met, conferred, and come to
agreement on the provisions of a successor MOU, attached as Exhibit A and incorporated
herein by reference.
NOW, THEREFORE, BE IT RESOLVED that the Town Council hereby approves,
and authorizes the Town Manager to execute the Memorandum of Understanding
between the Town of Moraga and the Moraga Police Officers Association, effective July
1, 2022 to June 30, 2025, in the form attached hereto as Exhibit A with minor revisions
that may be approved by the Town Manager and the Town Attorney, and to execute any
other necessary documents to effectuate the terms of the MOU.
PASSED AND ADOPTED by the Town Council of the Town of Moraga at a regular
meeting held on May 11, 2022 by the following vote:
AYES:
NOES:
ABSTAIN:
ABSENT:

Attest:

Renata M. Sos, Mayor

Marty C. McInturf, Town Clerk
Resolution No. XX-2022

May 11, 2022

ATTACHMENT E
Resolution ____ - 2022 Amending the Town of Moraga
Salary Schedule for Fiscal Year 2022/23 (Exhibit A)
Consistent with the Provisions in the Memoranda of
Understanding between the Town of Moraga and the
Moraga Employee Association and the Town of Moraga
and the Moraga Police Officers Association, and
Compensation Resolutions Covering Department
Directors and Mid-Management/ Professional
Employees
Effective July 3, 2022

BEFORE THE TOWN COUNCIL OF THE TOWN OF MORAGA
In the matter of:
Amending the Town of Moraga Salary
Schedule for Fiscal Year 2022/23
Consistent with the Provisions in the
Memoranda of Understanding between
the Town of Moraga and the Moraga
Employee Association and the Town of
Moraga and the Moraga Police Officers
Association,
and
Compensation
Resolutions
Covering
Department
Directors
and
Mid-Management/
Professional Employees Effective July 3,
2022

)
)
)
)
)
)
)
)
)
)
)
)

Resolution No. __ - 2022

WHEREAS, the Town Council approves the salary schedule for Town of Moraga
employees; and
WHEREAS, the salary schedule establishes the salary ranges and steps for each
classification within the Town’s classification plan; and
WHEREAS, the salary schedule requires amendment for Town of Moraga
Department Director classifications based on equity salary adjustments to the median of
comparable salaries as determined by a compensation study, consistent with the
approval of the compensation resolution for Department Directors; and
WHEREAS, the salary schedule requires amendment for Town of Moraga
classifications in the Moraga Police Officers Association (MPOA) to provide for 8% equity
adjustments of the base salary towards the median salary of comparable cities, as
determined by a compensation study, consistent with the approval of the Memoranda of
Understanding (MOU) with MPOA; and
WHEREAS, the salary schedule requires amendment for Town of Moraga
classifications in the Moraga Employees Association (MEA) and the compensation
resolution covering Mid-Management / Professional employees to provide for a 5.2% Cost
of Living Adjustment to base salaries effective July 3, 2022, consistent with the approval
of the Memoranda of Understanding (MOU) with the MEA and employees covered in the
compensation resolution for Mid-Management/Professional employees.
NOW, THEREFORE, BE IT RESOLVED that the Town Council of the Town of
Moraga amends the salary schedule for Town of Moraga classifications effective July 3,
2022, as shown in Exhibit A and made a part of this resolution.

Resolution No. XX-2022
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May 11, 2022

PASSED AND ADOPTED by the Town Council of the Town of Moraga at a regular
meeting held on May 11, 2022 by the following vote:
AYES:
NOES:
ABSTAIN:
ABSENT:

Renata M. Sos, Mayor
Attest:
_______________________
Marty C. McInturf, Town Clerk

Resolution No. XX-2022
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May 11, 2022

EXHIBIT A
TOWN OF MORAGA - SALARY SCHEDULE PROPOSED JULY 3, 2022
Classification
Accountant (Confidential)
Administrative Assistant
Administrative Clerk
Administrative Services Director (Confidential)
Administrative Services Technician (Confidential)
Assistant Engineer
Assistant Planner
Associate Civil Engineer
Associate Planner
Community Services Officer
Engineering Technician/Inspector
Lead Maintenance Worker
Maintenance Worker
Parks & Recreation Director
Planning Director
Police Chief
Police Corporal
Police Corporal, Advanced
Police Corporal, Intermediate
Police Lieutenant
Police Patrol Officer
Police Patrol Officer, Advanced
Police Patrol Officer, Intermediate
Police Sergeant
Police Sergeant, Advanced
Police Sergeant, Intermediate
Police Services Technician
Principal Planner
Public Works Director/Town Engineer
PW/Parks Maint Manager/Supervisor
Recreation Coordinator
Recreation Supervisor
Senior Accountant (Confidential)
Senior Administrative Assistant
Senior Civil Engineer
Senior Construction Inspector
Senior Maintenance Worker
Senior Planner
Senior Planner/Econ Dev Coord
Support Services Coordinator
Town Clerk/ Assistant to Town Manager
Town Manager
Accounting Technician (PT Confidential)
Facilities Attendant (PT)
Intern (PT)
Maintenance Worker (PT)
Recreation Leader I (PT)
Recreation Leader II (PT)
Salary Schedule Effective 2022-2023 NEW Format

Step A

Step B

Step C

Step D

7,317
4,848
3,622
13,899
6,309
7,968
6,781
8,763
7,476
5,201
6,519
6,498
4,849
12,352
13,515
16,552
8,357
8,774
8,632
12,736
7,875
8,268
8,135
9,057
9,508
9,329
4,849
10,317
14,017
8,292
5,626
6,188
8,780
6,188
10,517
7,911
5,613
8,597
8,597
6,761
9,730

7,682
5,090
3,803
14,594
6,624
8,366
7,120
9,201
7,849
5,461
6,845
6,823
5,091
12,970
14,191
17,380
8,775
9,213
9,064
13,373
8,269
8,682
8,541
9,510
9,984
9,795
5,091
10,833
14,718
8,706
5,907
6,497
9,219
6,497
11,043
8,307
5,894
9,027
9,027
7,099
10,217

8,067
5,344
3,993
15,324
6,956
8,785
7,476
9,661
8,242
5,734
7,187
7,164
5,346
13,618
14,900
18,249
9,214
9,673
9,517
14,041
8,683
9,116
8,968
9,985
10,483
10,285
5,346
11,374
15,454
9,142
6,203
6,822
9,680
6,822
11,595
8,722
6,189
9,478
9,478
7,454
10,727

8,470
5,612
4,193
16,090
7,303
9,224
7,850
10,144
8,654
6,021
7,547
7,522
5,613
14,299
15,645
19,161
9,674
10,157
9,993
14,744
9,117
9,572
9,417
10,484
11,007
10,800
5,613
11,943
16,226
9,599
6,513
7,163
10,164
7,163
12,175
9,158
6,498
9,952
9,952
7,827
11,264

32.45
15.78
15.78
27.97
15.78
19.99

34.08
16.57
16.57
29.37
16.57
20.99

35.78
17.40
17.40
30.84
17.40
22.04

37.57
18.27
18.27
32.38
18.27
23.14

Step E
8,893
5,892
4,403
16,894
7,668
9,685
8,243
10,652
9,087
6,322
7,924
7,899
5,894
15,014
16,428
20,119
10,158
10,665
10,493
15,481
9,573
10,050
9,888
11,009
11,557
11,340
5,894
12,540
17,038
10,079
6,839
7,521
10,672
7,521
12,783
9,616
6,823
10,450
10,450
8,218
11,827
22,029
39.45
19.18
19.18
34.00
19.18
24.30

Employee Group
MidMgmt/Prof
MEA
MEA
Dept Dir
MEA
MEA
MEA
MidMgmt/Prof
MidMgmt/Prof
MEA
MEA
MEA
MEA
Dept Dir
Dept Dir
Dept Dir
MPOA
MPOA
MPOA
MidMgmt/Prof
MPOA
MPOA
MPOA
MPOA
MPOA
MPOA
MEA
MidMgmt/Prof
Dept Dir
MidMgmt/Prof
MEA
MidMgmt/Prof
MidMgmt/Prof
MEA
MidMgmt/Prof
MEA
MEA
MidMgmt/Prof
MidMgmt/Prof
MEA
Dept Dir
Contractual
MEA PT
Unrepresented
Unrepresented
Unrepresented
Unrepresented
Unrepresented

ATTACHMENT F
Redline Version of Resolution ___-2022 Establishing
the Compensation Package for Department Directors
Effective July 1, 2022 to June 30, 2025

ATTACHMENT G
Redline Version of Resolution ___-2022 Establishing
the Compensation Package for MidManagement/Professional Employees
Effective July 1, 2022 to June 30, 2025

ATTACHMENT H
Redline Version of the Memorandum of Understanding
between the Town of Moraga and the Moraga
Employees Association
Effective July 1, 2022 to June 30, 2025

ATTACHMENT I
Redline Version of the Memorandum of Understanding
between the Town of Moraga and the Moraga Police
Officers Association
Effective July 1, 2022 to June 30, 2025

