
 
 

 
 
 

 
BETWEEN AND FOR 

 
 

 

 
 
 
 
 
 

JULY 1, 2024 - JUNE 30, 2027 
 
 
 
 
 
 
 
 
 

Adopted by the 
 

Coalinga-Huron Library District Board of Trustees 



 2  

TABLE OF CONTENTS 
ARTICLE 1: INTRODUCTION ..................................................................................................................... 3  
ARTICLE 2: PURPOSE .................................................................................................................................. 3  
ARTICLE 3: RECOGNITION ........................................................................................................................ 3  
ARTICLE 4: REPRESENTATIVE ACCESS ................................................................................................. 3  
ARTICLE 5: DISTRICT RIGHTS .................................................................................................................. 3  
ARTICLE 6: REPRESENTATION RIGHTS ................................................................................................. 4  
ARTICLE 7: SALARIES ................................................................................................................................ 4  
ARTICLE 8: HEALTH AND WELFARE BENEFITS .................................................................................. 6 
ARTICLE 9: BULLETIN BOARDS ............................................................................................................... 7 
ARTICLE 10: HOLIDAYS ............................................................................................................................. 7  
ARTICLE 11: VACATIONS .......................................................................................................................... 8  
ARTICLE 12: BEREAVEMENT LEAVE ...................................................................................................... 9  
ARTICLE 13: JURY DUTY ........................................................................................................................... 9  
ARTICLE 14: SICK LEAVE .......................................................................................................................... 9  
ARTICLE 15: INDUSTRIAL ACCIDENT AND ILLNESS LEAVE ......................................................... 10 
ARTICLE 16: NO REASON DAYS ............................................................................................................. 11  
ARTICLE 17: HOURS AND OVERTIME ................................................................................................... 11  
ARTICLE 18: GRIEVANCE PROCEDURE ................................................................................................ 13  
ARTICLE 19: EVALUATION PROCEDURE ............................................................................................. 15  
ARTICLE 20: SAFETY AND HEALTH ...................................................................................................... 16  
ARTICLE 21: PERSONNEL FILES ............................................................................................................. 16  
ARTICLE 22: JOB SECURITY .................................................................................................................... 16  
ARTICLE 23: DISCIPLINARY ACTION .................................................................................................... 17  
ARTICLE 24: STEWARDS .......................................................................................................................... 17  
ARTICLE 25: CONTINUITY OF SERVICE ............................................................................................... 17 
ARTICLE 26: EMPLOYEE APPEALS ........................................................................................................ 18  
ARTICLE 27: LAYOFF AND REEMPLOYMENT .................................................................................... 18 
ARTICLE 28: CONCERTED ACTIVITIES................................................................................................. 19  
ARTICLE 29: CONVERSION OF UNUSED SICK LEAVE ...................................................................... 19 
ARTICLE 30: SEVERABILITY ................................................................................................................... 19  
ARTICLE 31: FULL UNDERSTANDING .................................................................................................. 20  
ARTICLE 32:  PROFESSIONAL CODE OF CONDUCT ........................................................................... 20  
ARTICLE 33:  TUBERCULOSIS ................................................................................................................. 21  
ARTICLE 34:  DRUG AND ALCOHOL POLICY ...................................................................................... 21 
ARTICLE 35: DURATION AND EFFECT OF AGREEMENT .................................................................. 21 
APPENDIX A ................................................................................................................................................ 23  
APPENDIX B ............................................................................................................................................... 24  
 



 3  

ARTICLE 1: INTRODUCTION 

 
We, the undersigned, duly appointed representatives of the Coalinga-Huron Library District 
hereinafter referred to as “District” and Stationary Engineers Local 39, hereinafter referred to as 
“Union” having met and conferred in good faith, do hereby jointly prepare and execute the following 
written Agreement. It is understood the provisions herein set forth the full and complete 
understanding between the District and District employees whose classifications are listed in 
Appendix A Salary Schedule. 

ARTICLE 2: PURPOSE 

 
It is the purpose of the Agreement to promote and provide for harmonious relations, cooperation, 
and understanding between management and the employees covered herein; to provide an orderly 
and equitable means of resolving any misunderstanding or differences which may arise under this 
Agreement; and to set forth the full and entire understanding of the parties reached as a result of 
meeting and conferring in good faith regarding wages, hours and other terms and conditions of 
employment of the employees covered hereby, which understanding the parties intend jointly to 
submit and recommend for approval and implementation to the District’s Board of Trustees. 
 

ARTICLE 3: RECOGNITION 

 
Pursuant to the provisions of the District Employer-Employee Relations Policy, the certification of 
the Board of Trustees, and appropriate state law, the District hereby recognizes the Union as the 
exclusive representative for all employees whose classifications have been certified for inclusion 
by the Board of Trustees in the unit covered by this Agreement, as well as such classifications as 
may be added to the unit herein after by the Board of Trustees. 
 

ARTICLE 4: REPRESENTATIVE ACCESS 

 
Authorized Union representatives will be granted reasonable access to work locations with 
approval of the appropriate management representative for the purpose of conducting grievance 
investigations and observing working conditions. Except upon invitation by management, to gain 
such access, Union representatives shall obtain permission in advance from the Director of Library 
Services head or an individual designated by the Director of Library Services. No other Union 
business access shall be permitted. Once access permission is granted and the representative 
arrives, the representative shall confine activity specifically to the stated reason for requesting 
access. 
All new employees of the District shall be given at least 30 minutes without loss of compensation 
to meet with the Shop Steward or Business Representative within 3 business days of employment. 
 

ARTICLE 5: DISTRICT RIGHTS 

 
A. In order to maintain the efficiency of District operations, the District, through its management 

representative, shall retain the right, in accordance with applicable laws and regulations, to 
manage and supervise its’ employees as follows: 
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1. To hire, promote, transfer, assign, classify positions, retain employees and to 

suspend, demote, discharge or take other disciplinary action against employees. 
 

2. To layoff or demote employees from duties because of lack of work, lack of funds, in 
the interest of economy, or other legitimate reasons. 

 
3. To determine the policies, standards, procedures, methods, means and personnel 

by which District operations are to be conducted. 
 

4. To take whatever actions may be necessary to carry out the mission of the District 
in situations of emergency. 

 
5. To name and exclude “managerial” and “confidential” employees. Such employees 

shall be prohibited from representing any organization which represents other non-
managerial or non-confidential employees of the District. 

 
B. Nothing in this article shall be construed to interfere with the District’s right to manage its 

operations in the most economical and efficient manner consistent with the best interests 
of all the citizens of the Coalinga-Huron geographical area. 

 
C. The exercise of such rights shall not preclude employees or their representatives from 

consulting about the practical consequences that decisions of these matters may have on 
wages, hours and other terms and conditions of employment. 

 
D. The District will notify the Union’s authorized representatives, in writing, of any transfer, 

position reclassification, pension changes, demotions, discharges, disciplinary actions or 
layoffs no later than thirty (30) days prior to initiating such action or as soon thereafter as 
the District may have knowledge of such occurrence. 

 

ARTICLE 6: REPRESENTATION RIGHTS 

 
When the Union wishes to be represented by a District employee, rather than a non-employee 
representative, at meetings within the scope of representation which affect the represented unit, 
the employee will have release time with prior department head approval for presentations to 
Boards Committees, and Commissions; or for meeting with management at the department.   All 
requests for release time must be submitted through a written request to the District at least twenty-
four (24) hours prior to the scheduled meeting unless waived by mutual agreement. Reasonable 
time off will be approved if it does not interfere with the performance of District services as 
determined by the Director of Library Services. 
 

ARTICLE 7: SALARIES 

 
A. Salaries for all classifications included in the unit shall be as specified in Appendix A, this 

schedule shall become effective July 1, 2024. 
1. Effective July 1, 2024, the hourly compensation of the employees in the bargaining 
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unit shall increase for all classifications by five percent (5%). 
2. Effective July 1, 2025, the hourly compensation of the employees in the bargaining 

unit shall increase for all classifications by five percent (5%). 
3. Effective July 1, 2026, the hourly compensation of the employees in the bargaining 

unit shall increase for all classifications by five percent (5%). 
 

B. Beginning January 1, 2025, individual employees shall annually receive an 
enhancement to compensation, paid as wages, in the amounts stated below (subject 
to the withholding of taxes as wages) in recognition of the employee’s receipt of 
educational degrees from accredited educational institutions as of December 31 of 
the previous calendar year (beginning December 31, 2024) as follows: 

1. PhD:        $ 2,000 
2. Masters:    $ 1,500 
3. Bachelor of Arts or Science: $ 1, 000 
4. Associate of Arts or Science: $ 500 

 Conditions to the payment of these enhancements: 
a. An employee who requests this enhancement must present a copy of the 

diploma and the transcript showing that all credits have been earned for the 
award of the degree and the degree has been awarded. 

b. Only one enhancement will be paid for each level of educational degree. For 
the avoidance of doubt, an employee will not receive a second annual 
enhancement if they receive a second associate of Arts or Science if they are 
already receiving an annual enhancement for the receipt of an Associate of 
Arts or Science. 

c. Only one enhancement will be paid in any calendar year. For the avoidance of 
doubt, if an employee receives an Associate of Arts and a Bachelor of Science 
in the same year, the enhancement payable shall be for the degree earned first 
and no enhancement shall be paid for the second degree earned. If conferred 
on the same date, the degree with the higher enhancement shall be paid. 

d. Enhancements cannot be pyramided. For the avoidance of doubt, if an 
employee is receiving an enhancement for an Associate of Arts and then 
becomes eligible at any time to receive an enhancement for the Bachelor of 
Arts, the employee will receive the enhancement for the Bachelor of Arts in 
the next calendar year and will not receive an enhancement for the Associate 
of Arts in that same next calendar year or any subsequent year. 

e. Enhancements will be paid on or before January 15 of each calendar year 
beginning January 15, 2025. An enhancement payable for a degree earned 
January 1 or later shall not be payable until January 15 of the following year. 
For the avoidance of doubt, the first enhancement payable with respect to a 
degree earned March 1 will not be payable until January 15 of the following 
year. 

 
C. One-time payment: Employees in the bargaining unit shall receive a one-time 

payment of wages in the amount of $ 500.00. this payment shall be considered 
wages and shall have taxes withheld. This payment shall be made on or before 
December 15, 2024  
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D. Meal and Travel Allowance. 
 

1. Where members are authorized to conduct official district duties which occasions 
authorized travel and meal allowances, travel and meal allowances shall be 
reimbursed, under reasonable circumstances, without regard to the distance from 
normal work location. 

 
2. Allowances for meals shall normally be: breakfast $7.25, lunch $8.75, dinner 

$15.00. Where reasonable or necessary, the individual meal allowances may vary, 
but in no event shall exceed a $41.00 amount for the cumulative total of three 
meals.  No reimbursement will be made for any purchase of alcoholic beverages. 

 
E.  Longevity Pay: Additional pay for long term service is granted as a one-time bonus 

payment based on a percentage of annual salary for the number of years of 
completed service according to the employee’s hiring date as identified in the table 
below: 
 

Years of 
Service 

Bonus Pay Percentage If 
Hired on or After July 1, 2014 

Bonus Pay Percentage If 
Hired Prior to July 1, 2014 

10 2½ % 2½ % 
15 2½ % 5½ % 
20 2½ % 7½ % 
25 2½ % 2½ % 
30 2½ % 2½ % 
35 2½ % 2½ % 
40 2½ % 2½ % 

 

ARTICLE 8: HEALTH AND WELFARE BENEFITS 

 
Employee and Dependent Insurance Coverage. The District agrees to pay the Health and Welfare 
benefits premiums for the life of this agreement for all employees in the bargaining unit and their 
dependents for comprehensive programs of insurance as stated in this section, as set forth below: 
 

1. Major Medical and Prescription Drug Coverage:  The District shall pay ninety 
percent (90%) of the premiums for CVT PPO Plan 3/Rx-A.  
 
(Any portion of the premium’s set forth above not paid by the District must be paid 
by the employee in order for the employee to have major medical and prescription 
drug coverage.  Employee can decline to pay his/her portion of the premium, in 
which case the employee will not have medical insurance coverage. 

 
2. Dental Coverage:  100% paid by District. 

 
3. Vision Care Coverage:  90% paid by District. 

4. Employee Assistance Program:  100% paid by District. 
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5. $25,000 Group Life Insurance (Term):  90% paid by District. 
 
 6. Other Insurance Contribution (Opt Out Benefit):  

 
a. If an employee opts out of the District’s major medical and prescription drug 

coverage and has proof of other insurance, the Coalinga-Huron Library District 
shall contribute to the opting out employee the amounts specified in paragraph 
D, below. 

 
b.  Eligible employees (i.e., with proof of other insurance) may enroll in this benefit 

upon:  
 (1) employment with the Coalinga-Huron Library District;  
 (2) within thirty (30) days of a qualifying event; or,  
 (3) during the open enrollment period for the Health Plan.  
 

c.  An employee receiving the opt out benefit will be required to submit proof of 
other insurance to the Coalinga-Huron Library District on an annual basis and 
must notify the Coalinga-Huron Library District if that insurance is discontinued 
for any reason. Proof of insurance will be shown by a group health insurance 
employee benefits card. 

d.    The Coalinga – Huron Library District will pay an Opt Out Benefit of up to a 
maximum of three hundred dollars ($300) per month to those             
employees who qualify.  

ARTICLE 9: BULLETIN BOARDS 

 
A. The District shall provide space for and permit the installation of the Union bulletin boards 

(or provide reasonable space on District bulletin boards) for official Union notices at each 
central work location. Such bulletin boards shall be maintained in accord with provisions of 
the District Employee Relations Policy. 

 
B. No such bulletin boards shall be located in areas frequented by the public doing business 

with the District as determined by the District. 
 

ARTICLE 10: HOLIDAYS 

 
A. Scheduled Holidays: The District agrees to provide all full-time employees in the bargaining 

unit with the following paid holidays: 
 

 New Year’s Day    Admission Day 
 Martin Luther King Jr. Day   Columbus Day 
 President’s Day    Veteran’s Day 
 Caesar Chavez Day   Thanksgiving 
 Good Friday (4 hours)   Friday following Thanksgiving 
 Memorial Day    Christmas Eve (4 hours) 
 Juneteenth     Christmas 
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 Independence Day    New Years Eve (4 hours) 
 Labor Day 

 
 
B. Additional Holidays: Subject to CHLD Board approval, every day declared by the 

President of the United States or by the Governor of this state as public fast, mourning, 
thanksgiving, or paid holiday, or any day declared a paid holiday by the Governing Board, 
shall be paid a holiday for all full-time employees in the bargaining unit. 

 
C. Holidays Falling on Saturday or Sunday: When a holiday falls on a Saturday, that Saturday 

shall be deemed to be the holiday. When a holiday falls on a Sunday, the following calendar 
day on which the District Library would normally be scheduled to be open to the public shall 
be deemed to be that holiday. 

 
D. Holiday Pay Eligibility: Except as otherwise provided in this Article, an employee must be in 

paid status on the working day immediately preceding or succeeding the holiday to be paid 
for the holiday. 

 
E. An employee may choose to not be paid for a holiday in the pay period in which the holiday 

occurs and may bank that holiday for use within the next 90 days.  Shifted holidays will be 
taken at the discretion of the employee’s supervisor with the approval of the Director of 
Library Services. 

F. Employees working a 5/8 schedule shall receive 8 hours pay per holiday and employees 
working a 4/10 schedule shall receive 10 hours pay per holiday. 

 

ARTICLE 11: VACATIONS 

 
A. Eligibility and Scheduling: Employees shall submit, in advance, written requests for 

vacation to the Director of Library Services or designee. Vacation approval is subject 
to operational needs of the District. Employees are not eligible to use vacation leave 
during their probationary period. 

 
B. Accumulation: Vacation time shall be earned and accumulated by regular full-time 

employees for each calendar month of employment as reflected in the table below:  
 

Years of Continuous Employment Accrual Rate (hrs./mo.) 

Less than 5 years 6.67 hours 

5 years but less than 10 10.0 hours 
10 years but less than 20 13.33 hours 
20 years but less than 30 18.0 hours 
30 years but less than 40 20.0 hours 

40 years and beyond 22.75 hours 
 
 

1. Any regular full-time employee who, due to lack of work or lack of funds or 



 9  

for other reasons acceptable and approved by the District, accepts a reduction in 
hours of work to that of less than regular full-time employee shall earn vacation time 
on a pro-rated basis according to the number of hours worked per day at the accrual 
rate applicable to their years of service. 

 
2. The maximum accrual of vacation shall be 150% of the employee’s annual accrual 

determined by the employee’s years of service.  Members of the bargaining unit may 
cash-out up to 25% of their accrued vacation as of the end of each calendar year. 

 
C. Vacation Pay Upon Separation of Service: An employee will be paid for the balance of 

their vacation leave remaining at the time of service separation. 
 

ARTICLE 12: BEREAVEMENT LEAVE 

 
A. Employees shall be granted a leave with full pay in the event of the death of any member 

of the employee’s immediate family. The leave shall be for a period of up to five (5) days. 
 

1. For purposes of this section, immediate family is defined as: spouse, mother, father, 
sister, brother, son, daughter, grandparent, father or mother-in-law, grandchild, foster 
parent, foster child, stepparent, stepchild, brother or sister-in-law, daughter or son-in-
law; or any relative of either spouse living in the immediate household of the employee. 
 

2. This bereavement leave shall be subject to California Government Code Section 
12945.7, as may be amended from time to time, unless there is a conflict between 
GC Section 12945.7 and this Article 12 in which case this Article 12 shall prevail 
on the specific provision in conflict. 

 
B. Employees shall be granted a leave with full pay in the event of the death of an aunt, uncle, 

niece or nephew. The leave shall be for a period of up to three (3) eight-hour days (24 
hours) in a fiscal year. 

 

ARTICLE 13: JURY DUTY 

 
An employee shall be entitled to leave without loss of pay for each day the employee is required to 
perform jury duty, up to a maximum of seven days. The District shall pay the employee the 
difference, if any, between the amount received for jury duty and the employee’s regular rate of 
pay. Any meal, mileage and/or parking allowance provided the employee for jury duty shall not be 
considered in the amount received for jury duty. 
 
 

ARTICLE 14: SICK LEAVE 

 
A. On July 1st of each fiscal year, all regular full-time employee of the District shall be granted 

104 hours leave of absence for illness or injury, exclusive of all days he/she is not required 
to render service to the District, with full pay for a fiscal year of service.  Any full-time 
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employee hired after July 1st in any year shall receive a prorated amount of 8.67 hours 
for each month or partial month of employment from the date of hire through June 
30th. 

 
1. Pay for any day of such absence shall be the same as the pay which would have 

been received had the employee served during the day of illness. 
 

2. If an employee does not take the full amount of leave allowed in any year under this 
section, the amount not taken shall be accumulated from year to year. 

 
3. Employees may use accrued sick pay to supplement worker’s compensation 

benefits.   
 
4. In addition to the employee’s own illness, up to fifty-two (52) hours of accrued sick 

leave may be used by the employee for personal necessity leave defined as follows: 
 
 a. The death of a member of the employee’s immediate family when additional 

leave is required beyond that otherwise provided under Article 12, 
Bereavement Leave provisions of this Agreement. 

 
 b. As a result of an accident or illness involving an employee’s person or property 

or the person or property of his/her immediate family. 
 

 c. When resulting from an appearance in any court or before any administrative 
tribunal as a litigant, party or a witness. 

 
 d. Examples of uses which will not be approved include, but are not limited to: 

concerted activities, organizational business, civic endeavor, occupational 
investigation and recreational activity. 

 
 e. An employee shall submit a request for this leave to his/her immediate 

supervisor twenty-four (24) hours prior to the employee’s absence from work 
or in case of unforeseen events, as soon as reasonably practical. 

ARTICLE 15: INDUSTRIAL ACCIDENT AND ILLNESS LEAVE 

 
A. In addition to any other benefits that an employee may be entitled to under the Worker’s 

Compensation laws of this state, employees shall be entitled to the following benefits: 
 

1. An employee shall be required to serve in the District in a paid status for eight (8) 
months to be eligible for industrial accident leave. Any such employee suffering an 
illness or injury arising out of, and in the course of, to leave up to sixty (60) working 
days in any one fiscal year for the same accident or illness. This leave shall not be 
accumulated from year to year, and when any leave will overlap a fiscal year, the 
employee shall be entitled to only that amount remaining at the end of the fiscal year 
in which the injury or illness occurred. 

 
2. Payment for wages lost on any day shall not, when added to an award granted the 
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employee under the Worker’s Compensation laws of this state, exceed the normal 
wage for the day. 

 
3. The industrial accident or illness leave under this section is to be used in lieu of 

normal sick leave benefits. When entitlement to Industrial accident or illness leave 
under this section has been exhausted, entitlement to other sick leave, vacation or 
other paid leave may then be used. If, however, an employee is still receiving 
temporary disability payments under the Worker’s Compensation laws of this state 
at the time of the exhaustion of benefits under this section, he/she shall be entitled 
to use only so much of his/her accumulated and available normal sick leave and 
vacation leave which, when added to the Worker’s Compensation award, provides 
for a day’s pay at the regular rate of pay. 

 
4. Any time an employee on industrial accident or illness leave is able to return to work 

in the same class, he/she shall be reinstated in his/her position without loss of pay, 
benefits, or seniority. 

 

ARTICLE 16: NO REASON DAYS 
 

A. A regular full-time employee of the District shall be granted 8 hours of leave per contract 
year to be known as “No Reason Days.”  No Reason Days shall be compensated time off 
at the employee’s regular rate of pay, taken in increments of no less than 4 hours, and 
subject to approval by the District Librarian upon 48 hours of the requested time. No 
Reason Days are accrued at the beginning of the contract year. No Reason Days that are 
not fully taken during a contract year shall accrue into the employee’s then existing bank of 
sick leave. As such, accrued No Reason Days shall not be paid out upon termination of 
employment. 
 

B. For clarity, the current language of Article XIV.A.4 referencing “Personal Necessity Leave” 
remains unchanged. 

 

ARTICLE 17: HOURS AND OVERTIME 

 
A. Workweek: The regular workweek of a full-time unit member shall consist of forty (40) hours 

per week. The workweek begins on Monday at 12:00 a.m. and ends the following 
Sunday at 11:59p.m. The scheduling of the hours shall be at the discretion of the District 
management and, in unusual circumstances, by mutual agreement between management 
and staff. All employees shall work the above forty (40) hour workweek, to be considered a 
full-time employee. 

 
B. Workday: The workday shall begin at 12:00 a.m. each calendar day. The length of the 

workday shall be designated by the District for each bargaining unit employee’s assignment 
in accordance with the provisions set forth in this Agreement. Each bargaining unit 
employee shall be assigned a fixed, regular and ascertainable minimum number of hours 
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per day. 
 
C, Lunch Periods: All employees covered by this Agreement shall be entitled to an 

uninterrupted lunch period of no longer than one (1) hour nor less than one-half (1/2) hour 
and such period must be scheduled at or about the mid-point of each work shift, or at a 
time mutually agreed upon. 

 
D. Rest Periods:  All full-time bargaining unit employees shall be granted rest periods which, 

insofar as practicable, shall be in the middle of each work period as mutually agreed upon 
at the rate of forty-five (45) minutes as assigned, normally fifteen (15) minutes a.m. and 
thirty (30) minutes p.m. worked. The break period shall not occur during the first or last hour 
of the workday. Rest periods are a part of the regular workday and shall be compensated 
at the regular rate of pay for the employee. 

 
E. Overtime: Overtime is defined to include any time worked over eight (8) hours in a 

workday or over forty (40) hours in any workweek or any time worked on a regularly 
scheduled day off. Overtime shall be compensated in accordance with provisions set 
forth by this MOU as described herein: 

 
1. Employees shall be assigned a 5/8 schedule consisting of five (5) eight-hour 

days with two (2) consecutive days off. An employee shall be compensated for 
any work required to be performed on either scheduled day off in a workweek at 
a rate equal to one and one-half (1 1/2) times the regular rate of pay. 

 
2. If an employee is required to work during the employee's meal period at the 

direction of the employee's supervisor, and if no alternate meal period is taken, 
said time shall be compensated at the applicable overtime hourly rate of pay if 
the time worked exceeds that of the employee's normal schedule/shift and one  

 additional hour shall be payable to the employee as a penalty. 
 

F.  Compensatory Time Off: An employee in the bargaining unit shall have the option of taking 
compensatory time off (CTO) in lieu of cash compensation for overtime work at the same 
pro-rated ratio as overtime cash compensation, i.e. CTO shall be accumulated at the 
applicable rate of pay for the time worked. Except as noted in paragraph 2, below, 
employees may accrue a balance of no more than eighty (80) hours of compensatory time 
during any portion of the fiscal year, July 1 through June 30. Employees who have reached 
the maximum accrual of (80 hours) shall be given cash payment for additional 
overtime hours worked until such balance has been reduced below the maximum 
allowable amount of eighty (80) hours. Compensatory time off shall be granted at times 
mutually acceptable to the employee and his/her immediate supervisor. All compensatory 
time accrued during a fiscal year must be taken by the following October 30th. 

 

 Based on the operational needs of the District, an employee may accrue more than 80 hours 
of compensatory time during the fiscal year. The Director and the employee shall work 
together to bring the accrual of compensatory time below 80 hours by October 30th. If the 
accrual is not brought below 80 hours by October 30th, the District shall pay the employee 
at the applicable hourly rate for all hours accrued above 80 hours. 
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G. Minimum Call-In Time: Only in the event  a member of the bargaining unit is given less 
than 72 hours notice, any employee called in to work on a day when the employee is not 
scheduled to work shall receive a minimum of two (2) hours pay at the appropriate rate of 
pay under this Agreement. 

 
H. Call-Back Time: Any employee called back to work after the completion of his/her regular 

shift (including receiving phone calls and responding to electronic communications 
at the direction of management) shall receive pay for a minimum of two (2) hours at 
the applicable rate of pay, irrespective of the actual time less than that required to be 
worked. If an employee is called back after the completion of his/her regular shift, 
travel time to the work location, if travel is required, shall be considered time worked. 

 

ARTICLE 18: GRIEVANCE PROCEDURE 

 
A. The purpose of this procedure is to secure, at the lowest possible administrative level, 

equitable solutions to the problems which may from time to time arise concerning the 
interpretation or application of this Agreement. Both parties agree that these proceedings 
will be kept as informal and confidential as may be appropriate at any level of the procedure. 
It is intended that this grievance procedure shall be utilized only after other means to 
satisfactorily resolve problems have been unproductive. At least one private conference 
between employee and supervisor shall take place prior to initiation of the grievance 
procedure. 

 
1. A grievance is defined as a claim by an employee that there has been a violation, 

misinterpretation or misapplication of a provision of this Agreement, which adversely 
and personally affects the grievant. 

 
2. A grievant may be any employee of the District covered by the terms of this 

Agreement. 
 

3. Days shall mean days that the libraries are open for business unless otherwise 
specified in this Agreement. 

 
B. Grievances shall be handled in the following manner 
 

1. Step One. An aggrieved employee shall discuss the grievance informally with the 
Director of Library Services. If the grievance is not satisfactorily adjusted informally, 
the grievant may proceed to Step Two within twenty (20) days after the grievant knew 
or should have known of the act or condition giving rise to the grievance. 

 
2. Step Two. If not satisfied with the disposition of the grievance at Step One, an 

aggrieved employee may present a formal grievance in writing to the Director of 
Library Services. This statement shall include: 

 
a. The specific grounds of the grievance, including names, dates, and place 

necessary for complete understanding of the grievance. 
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b. A listing of the provisions of this Agreement which are alleged to have been 
violated or misapplied. 

 
c. The reason why the solution proposed in Step One is unacceptable. 

 
d.  The specific action requested to remedy the grievance. 

 
At Step Two the grievant may elect in writing to represent himself/herself rather than 
have the Union provide representation. If the grievant elects to represent 
himself/herself at this step, or at any later step, the Union shall be relieved of any 
further obligation to share in any further expense of the grievance procedure. The 
Director of Library Services shall communicate his/her written decision within ten 
(10) days after receipt of the written grievance. 

 
3. Step Three.  Board of Adjustment: If the grievance is not satisfactorily adjusted in 

Step Two, it may be submitted for Board of Adjustment. The Board of Adjustment 
shall be selected in the following manner:  Two (2) representatives to be appointed 
by the Employer and (2) representatives to be appointed by the Union. The Board 
of Adjustment shall be formed and meet within 10 days of the submission of the 
grievance. The Board of Adjustment shall issue its decision within 10 days of 
meeting. In the event that there is not a majority decision by the Board of 
Adjustment, either party may present the grievance to the Board within 10 days. 

 
4. Step Four. If the grievance is not satisfactorily adjusted by a majority vote of the 

Board of Adjustment,, the grievant may submit the grievance and a request for a 
hearing, including information required in the previous steps, in writing to the 
Governing Board within ten (10) working days of the receipt of the response of the 
decision of the Board of Adjustment or within ten (10) working days of the failure of 
the Board of Adjustment to issue a decision in accordance with Step Three. Subject 
to timely inclusion on the agenda, the Governing Board shall respond in writing within 
five (5) working days after the first regularly scheduled board meeting following the 
appeal. The Board reserves the right to designate a hearing officer to conduct the 
conference at Step Four. An individual representing himself/herself may elect to take 
his/her case to the Governing Board. In such instance, he/she shall follow the 
procedures of this section. The decision of the Governing Board shall be final. 

 
 
C. The District reserves the right to separate grievances filed by two or more employees. 
 
D. An employee covered by this Agreement may present a grievance directly and be provided 

copies of any grievance filed by employees directly and any written responses by the 
District. Prior to any resolution of any grievance at Step Two or higher, the Union shall be 
given an opportunity to state its’ views on the grievance. 

 
E. Any employee required by the District to appear as witness for either party in connection 

with this Article shall suffer no loss of pay as a result. 
 
F. The parties shall make a good faith effort to process grievances at times which do not 
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interfere with District operations or assigned duties. 
 
G. Records pertaining to an employee’s grievance shall be kept in a file separate from the 

employee’s personnel file. 
 
H. The filing or pendency of any grievance shall in no way operate to impede, delay or interfere 

with the right of the District to take the action complained of. 
 
I. A decision rendered at any step in these procedures becomes final unless appealed within 

the time limit specified. If a decision is not given within the time limit, an appeal may be 
taken directly to the next level. 

 
J. The limits given in these procedures may be extended only by written agreement signed 

between the parties. 
 

ARTICLE 19: EVALUATION PROCEDURE 

 
A. District evaluation of any employee shall not be placed in the employee’s District personnel 

file without an opportunity for discussion between the employee and the evaluator. 
Evaluations shall be based upon direct observation or signed written statements. Any 
negative evaluation shall include specific recommendation for improvement and provisions 
for assisting the employee in implementing any recommendations made. The employee 
shall have the right to review and respond to any evaluation. 

 
1. Probationary employees shall be evaluated quarterly during the first twelve (12) 

months of employment. Permanent employees shall be evaluated annually prior to 
May 1st of each year. 

 
2. The completed evaluation form shall be shown to the employee being evaluated and 

each item discussed. Both parties will sign the evaluation form, and each may 
attach any comments deemed necessary. Signing the report does not indicate that 
the employee agrees with the report, but that the employee has seen the evaluation 
report and has discussed the report with the immediate supervisor/administrator. 

 
3. Employees shall be provided with copies of the evaluation and any supporting 

documentation. The employee shall have the right to prepare a written response 
to such material and have it attached to the evaluation.  Upon request from the 
employee, all derogatory documents will be removed from all files no sooner than 
two years after issuance, provided that no similar incidents have occurred. 

 
4. Subject to reasonable regulation, an employee shall have the right to examine and/or 

obtain copies of any material from the employee’s personnel file with the exception 
of material that includes ratings, reports or records which were obtained prior to the 
employment of the employee involved. 

 
5.  The timeframe for which the employee is being evaluated shall be clearly 

stated on the evaluation form. 
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ARTICLE 20: SAFETY AND HEALTH 

 
It is the duty of management to make reasonable efforts to provide and maintain a safe and healthy 
place of employment. The Union will cooperate by encouraging all employees to perform their work 
in a safe manner. It is the duty of all employees in the course of performing their regularly assigned 
duties to be alert to unsafe and/or unhealthy practices, equipment, and report such conditions to 
their immediate supervisor. 
 
 

ARTICLE 21: PERSONNEL FILES 

 
Each employee’s personnel file is strictly confidential, without the employee’s written permission, 
only management shall have access to the file. Employees, or their representatives with written 
permission, shall have access to their own personnel file and be entitled to copies of anything 
therein except letters of reference. 
 
 

ARTICLE 22: JOB SECURITY 

 
A. When advanced knowledge of the impact of pending changes in function, organization or 

operations is available which will result in the abolition of positions, or when there is any 
major reassignment of functions from one department to another or to another agency, 
within the scope of the Personnel Rules, management will make a reasonable effort to either 
reassign or transfer affected employees to other positions in order to retain their services. 

 
B. Further, that in the event the District enters into any agreement with another public employer 

or private entity which involves the transfer of functions now being performed by employees 
in this represented unit or the law provides for the transfer of functions now being performed 
by employees in this unit to a private entity, the District will advise that entity of the existence 
and terms of this Agreement and will immediately advise the Union of such agreement or 
law. It is mutually understood and agreed that such notification Is simply for informational 
purposes and shall in no way be construed as obligating the new employer to recognize the 
Union as a bargaining agent for its employees and that the intent of this notification is not 
to require that the new employer abide by terms of this Agreement but rather as an 
assistance in apprising the new employer of working conditions which have been in effect 
with the District. 

 
C. The District recognizes its lawful obligation to meet and confer with the employees’ duly 

elected representatives prior to implementing any such changes. The District further agrees 
to provide said representatives with written notification no later than thirty (30) days prior to 
the implementation of such changes. 
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ARTICLE 23: DISCIPLINARY ACTION 

 
Employees facing disciplinary action as defined by the District’s personnel policies implementing 
either disciplinary suspension, administrative salary reduction, disciplinary demotion or dismissal,  
may elect to be accompanied by a representative of their choosing at any administrative proceeding 
conducted prior to the imposition of such discipline. 
 

ARTICLE 24: STEWARDS 

 
The District recognizes the need and affirms the right of the Union to designate job stewards from 
employees in the unit. 
 
A. The Union may select one steward for each library where employees in the unit are located. 

Upon request and approval from his or her immediate supervisor, the steward will be given 
reasonable time off to notify the Union’s business representative of grievances or violations 
of this Agreement. 

 
B. Stewards will not process grievances. The employer agrees that the Union business 

representative will have reasonable access (after notification to the person in charge) to the 
job steward and concerned member or members upon receiving a report of a grievance or 
alleged violation of this Agreement. 

 
C. The Union shall provide in writing a list of all job stewards to the Director of Library Services. 

Further, the Union shall notify the Director of Library Services each time there is a change 
of stewards. 

ARTICLE 25: CONTINUITY OF SERVICE 

 
A. The employer is engaged in rendering services to the citizens of the District and the Union, 

and the District recognize that there is an obligation on each party for the continuous 
rendition and availability of such services. 

 
B. The duties performed by the employees for the employer as part of their employment pertain 

to and are essential to the operations of the District and the welfare of the public. During the 
term of this Agreement employees shall not partially or totally abstain from performance of 
their duties for the employer. The Union shall not call upon or authorize employees 
individually or collectively to circumstances to dissuade employees from engaging in such 
activities, and the employer shall not cause any lockout. 

 
C. Employees who are members of the Union shall perform loyal and efficient work and 

service, and shall use their influence and best efforts to protect the properties of the 
employer and its service to the public, and shall cooperate in promoting and advancing the 
welfare of the employer and in preserving the continuity of its’ service to the public at all 
times. 
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ARTICLE 26: EMPLOYEE APPEALS 

 
A. When an employee believes he/she has been adversely affected as a consequence of an 

action by the District, he/she may appeal the consequence, where applicable, through: 
 

1. Discussion informally with the Director of Library Services. 
 

2. The grievance procedure, when the alleged adverse action falls within the definition 
of a grievance, as specified in the procedure. 

 
B. Nothing contained herein above shall be construed to limit the rights of management as 

specified in this Agreement. This is not intended to modify those rights which have been 
granted to employees following procedures specified in Government Code Sections 3500 
et.seq. 

 

ARTICLE 27: LAYOFF AND REEMPLOYMENT 

 
A. Employees may be subject to layoff for lack of work or lack of funds. 
 

1. Layoffs will occur in the following order: 
a. Part-Time Employees 
b. Probationary Employees 
c. Permanent Full-Time Employees 

 
B. Seniority - When the layoff must be of one or more employees in the same job 

classification, the layoff shall be done by reverse seniority (i.e., last hired, first laid 
off, within that job classification). For the purposes of layoff, seniority in job 
classification is defined as continuous time in service in the job classification. An 
employee accrues seniority from the time the employee is appointed (hire date) to a 
position in the job class. 

 
C. Transfer and/or Demotion: 
  

 1. In the event an employee subject to layoff has previous service as a 
permanent employee in a lower job classification, and the employee’s 
employment has been continuous, the District shall demote the employee 
subject to lay off to a position in that lower class. 

 
 2. In the event an employee is demoted to a lower classification pursuant to 

Subsection C. (1) above, that employee shall have all time in classification the 
employee is being demoted from and all time in the classification the employee 
is returning to counted towards seniority in the lower classification. 

 
3. A permanent non-probationary employee transferred or demoted pursuant to 
the provisions of section (C) shall not be required to serve a probationary 
period in the employee’s new job classification. 
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D. Persons laid off or demoted because of lack of work or lack of funds will be placed on a 

replacement list and will be eligible for reemployment in the classification from which laid 
off or demoted from for a period of thirty-nine (39) months and shall be reemployed in 
preference to new applicants. 

 
E. Employees to be laid off and their duly elected Union representative shall be notified in 

writing by the District at least thirty (30) days prior to the effective date of layoff. The notice 
shall contain: 

 
1. The reason for layoff and its’ effective date. 
2. The employee’s displacement rights, if any. 
3. The employee’s reemployment rights. 

 

ARTICLE 28: CONCERTED ACTIVITIES 

 
A. It is agreed and understood that there will be no strike, work stoppage, slow down, picketing, 

or refusal or failure to fully and faithfully perform job functions and responsibilities, or other 
interference with the operations of the District by the Union or by its’ officers, agents or 
members during the term of this Agreement, including compliance with the request of other 
labor organizations to engage in such activity. 

 
B. The Union recognizes the duty and obligation of its’ representatives to comply with the 

provisions of this Agreement and to make every effort toward inducing all employees to do 
so. In the event of a strike, work stoppage, slow down or other interference with the 
operations of the District by employees who are represented by the Union, the Union agrees 
in good faith to take all necessary steps to cause those employees to cease such action. 

 
C. It is agreed and understood that any employee violating this article may be subject to 

discipline up to and including termination by the District. 
 

ARTICLE 29: CONVERSION OF UNUSED SICK LEAVE 

 
The employee may convert unused sick leave to retirement credit in accordance with 
Government Code Section 20862.5, or its’ successor, if the employee is filing a request for service 
retirement This article is subject to the current rules and regulations of the 
Public Employees Retirement System. 
 

ARTICLE 30: SEVERABILITY 

 
If, during the life of this Agreement, there exists any applicable law or any applicable rule, regulation 
or order issued by a governmental authority other than the District which shall render invalid or 
restrain compliance with or enforcement of any provision of this Agreement, such provision shall 
be immediately suspended and be of no effect hereunder so long as such law, rule, regulation or 
order shall remain in effect. Such invalidation of a part or portion of this Agreement shall not 
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invalidate any remaining portions which shall continue in full force and effect. 
 

ARTICLE 31: FULL UNDERSTANDING 

 
A. It is intended this Agreement set forth the full and entire understanding of the parties 

regarding the matters set forth herein, any other prior or existing understanding or 
agreements by the parties, whether formal or informal, regarding any such matters are 
hereby superseded, or terminated In their entirety. 

 
B. This Agreement shall govern in case of conflict with provisions of existing District 

ordinances, rules and regulations pertaining to wages, hours, and other terms and 
conditions of employment but otherwise such ordinances, rules and regulations shall be 
effective and the Board of Trustees retain the power to legislate pertaining to such matters 
subject to compliance with the Meyers-MiIias-Brown Act and other applicable provisions of 
law provided such actions are not in conflict with the provisions of this Agreement. 

 

ARTICLE 32:  PROFESSIONAL CODE OF CONDUCT 

 
It is agreed that the following professional code of conduct applies to the members of the 
bargaining unit covered by this MOU.  The members of the bargaining unit will: 

I. Provide the highest level of service to all library users through appropriate and 
usefully organized resources; equitable service policies; equitable access; and accurate, 
unbiased, and courteous responses to all requests. 

II. Protect each library user’s right to privacy and confidentiality with respect to 
information sought or received and resources consulted, borrowed, acquired or 
transmitted. 

III. Respect the protection of minors while ensuring this does not impact on the 
information rights of adults. 

IV. Treat co-workers and other colleagues with respect, fairness, and good faith, 
and advocate conditions of employment that safeguard the rights and welfare of all 
employees of our institutions. 

V. Not advance private interests at the expense of library users, colleagues, or our 
employing institutions. 

VI. Distinguish between our personal convictions and professional duties and do not 
allow our personal beliefs to interfere with fair representation of the aims of our institutions 
or the provision of access to their information resources. 

VII. Strive to earn a reputation and status based on their professionalism and 
ethical behavior. They do not compete with colleagues by the use of unfair methods. 

VIII. Share their professional experience with colleagues and they help and guide 
new professionals to enter the professional community and develop their skills. 

IX. Strive for excellence in the profession by maintaining and enhancing our own 
knowledge and skills, by encouraging the professional development of co-workers, and by 
fostering the aspirations of potential members of the profession. 

X. Accept responsibility for my actions, and decisions made along with upholding 
professional integrity while maintaining the highest stands of ethical conduct. 
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XI. Violations of this Professional Code of Conduct shall be subject to the 
disciplinary provisions of the Memorandum of Understanding arising on or after November 
1, 2014. 

ARTICLE 33:  TUBERCULOSIS 

 
The parties to this Agreement agree that: 
 

A.  All of the following persons shall be tested for tuberculosis at the expense of the District at 
a medical facility chosen by the District: 

1. Persons who have been given an offer of employment conditioned on being 
tested for tuberculosis; and 
2. Employees of the District upon achieving their second anniversary of 
employment at the District and every two years thereafter; and 
 

B.  Should any person listed in A.1 or A.2 test positive for tuberculosis, such person shall be 
placed on unpaid administrative leave until such time as he or she has received clearance 
from the medical facility chosen by the District. 

 

ARTICLE 34:  DRUG AND ALCOHOL POLICY 

 
 The parties to this Agreement adopt the Alcohol and Drug Policy attached hereto as 
Appendix “B”.  Any infraction and any grievance related thereto shall be subject to the provisions 
of this Agreement.   
 

ARTICLE 35: DURATION AND EFFECT OF AGREEMENT 

 
A. This Agreement shall become effective on July 1, 2024, and shall remain in full force and 

effect until June 30, 2027. 
 
B. It Is the intention of the parties that this Agreement sets forth the full and entire 

understanding of the parties regarding all matters set forth herein, and any prior or existing 
understanding or agreements by or between the parties, whether formal or informal, 
regarding any such matters are hereby superseded and terminated in their entirety. Unless 
otherwise specifically provided herein, it is agreed and understood that each party hereto 
voluntarily waives and unqualifiedly relinquishes its rights to meet and negotiate with 
respect to any subject or matter covered herein, or with respect to any matter that may not 
have been within the knowledge or contemplation of either or both of the parties at the same 
time they met and negotiated this Agreement, and even though such subject or matter was 
proposed and later withdrawn. 

 
 
 
 
 
 



 22 

Signed and entered into this ______ day of ______________________, ___________. 
 

For The International Union Of Operating 
Engineers, Stationary Engineers, Local 39:  

 For The Coalinga-Huron Library 
District: 

 
By: 
 
 
_______________________ 
Tim Eggen 
Business Manager/Secretary 

  
By: 
 
 
_______________________ 
Tom Crawford 
President 
   

 
 
 
_______________________ 
Jeff Gladieux 
President  

  
 
 
_______________________ 
Jay Rosenlieb, 
Attorney/Representative  

 
 
 
_______________________ 
Brandy Johnson 
Director of Public Employees 

  
 
 

 
 
 
 
_______________________ 
Terri Hauschel 
Business Representative 

  

 
 
 
 
 
        _______________________ 
        Nathan Vosburg 
        Negotiating Team Member 
 

 
 
 
 
 



 

 

APPENDIX A 

 
 

COALINGA-HURON LIBRARY DISTRICT 
Monthly Salary Schedule - Union Positions 

July 1, 2024 – June 30, 2027 
 

 

STEP CLASSIFICATION 7/1/2024 7/1/2025 7/1/2026 
1 Library Staff  $                16.80   $                17.64   $               18.52 
2 Library Staff  $                17.47   $                18.35   $               19.26 
3 Library Staff  $                18.18   $                19.08   $               20.04 
4 Library Staff  $                18.92   $                19.87   $               20.86 
5 Library Staff  $                19.68   $                20.66   $               21.69 
6 Library Staff  $                20.46   $                21.49   $               22.56 

 
 

STEP CLASSIFICATION 7/1/2024 7/1/2025 7/1/2026 
1 Specialist I  $                18.47   $                19.39   $               20.36 
2 Specialist I  $                19.19   $                20.15   $               21.16 
3 Specialist I  $                19.95   $                20.95   $               21.99 
4 Specialist I  $                20.74   $                21.77   $               22.86 
5 Specialist I  $                21.58   $                22.66   $               23.79 
6 Specialist I  $                22.95   $                24.10   $               25.31 

 
 

 

 
 

 

 

 

 

 

 

 

STEP CLASSIFICATION 7/1/2024 7/1/2025 7/1/2026 
1 Specialist II  $                21.13   $                22.18   $               23.29 
2 Specialist II  $                21.97   $                23.06   $               24.22 
3 Specialist II  $                22.84   $                23.98   $               25.18 
4 Specialist II  $                23.74   $                24.93   $               26.17 
5 Specialist II  $                24.70   $                25.93   $               27.23 
6 Specialist II  $                26.19   $                27.50   $               28.87 



 

 

APPENDIX B 
 
 
 

COALINGA-HURON LIBRARY DISTRICT 
DRUG AND ALCOHOL POLICY  

 
COALINGA HURON LIBRARY DISTRICT ALCOHOL MISUSE AND DRUG 
ABUSE POLICY 
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I.  Policy Statement 

 
A. The Coalinga Huron Library District (CHLD) is committed to maintain a safe and healthy 

work environment for all CHLD employees, free from alcohol and drugs, including misuse 
of prescription drugs.  All CHLD employees have the right to work in a healthy, safe, and 
productive environment that is free of drugs and alcohol.  This coincides with our respect 
for the law, responsibilities to the community, and our desire to protect employees and 
CHLD facilities.  In accordance with this statement, CHLD is also committed to ensure that 
employees of independent contractors and subcontractors are not impaired due to the 
effects of drug or alcohol use. 

 
B.  The use of drugs and/or alcohol in the workplace threatens the health, welfare and safety of 

the user, other employees and the public.  It adversely impacts the operation of our 
business by contributing to increased absenteeism, tardiness, medical costs and 
decreased productivity, as well as resulting in danger to, or loss of, equipment and 
property. 

 
C.  CHLD strictly prohibits the manufacture, distribution, possession, purchase, sale or use of 

any alcohol, controlled substance or contraband such as drug paraphernalia, etc. by any 
person while on or performing any work on CHLD premises or engaged in CHLD business.  
By definition, a "controlled substance" includes any prescription drug. Employees taking 
prescription drugs must notify CHLD management immediately so determination can be 
made if it impairs the employee's ability to perform their job.  CHLD premises include, but 
are not limited to, offices, libraries, parking lots, and vehicles. 

 
D.  All employees and subcontractors must comply with this policy on CHLD property whether 

they are on duty or not.  Reporting to duty while under the influence of drugs or alcohol is 
prohibited and subject to immediate termination. 

 
E.  All employees and Management will read this policy and certify their understanding by 

signing the Employee Certificate of Understanding and Agreement in Appendix A. 
 

 
 
 
 
 



 

 

F.  CHLD has reserved the right to: 
 

1. Search and/or screen employees before entering upon CHLD premises, engaging in 
CHLD business or operating vehicles owned or under contract to CHLD. 

2.  Conduct or require a drug or alcohol screen for reasonable cause on any person on 
CHLD premises or engaged in CHLD business. 

3.  Conduct or require a drug or alcohol screen for post incident on any person on CHLD 
premises or engaged in CHLD business. 

 
II.  Management Responsibility 

 
A.  It is management’s responsibility to inform all employees of this policy. 
 
B.  Management will attend supervisor training to be able to recognize symptoms of misuse 

and abuse of alcohol and drugs. 
 

Ill. Employee Responsibility 
 

A.   In order to fully protect employees, the policy also makes it the employee's responsibility to 
inform their supervisor immediately if they are taking any medication, this would include 
any prescribed medication or over the counter medication, which could interfere with the 
safe performance of their job duties or create a "false positive". 

 
B.  All employees are personally responsible for complying with this policy for their own safety, 

the safety of others and the protection of CHLD's property.  Any questions regarding this 
policy should be referred to your supervisor. 

 
C.  All employees are encouraged to take an active role in keeping drug and alcohol abuse 

from intruding into their work environment.  Passively accepting drug or alcohol abuse by 
coworkers is irresponsible.  Support of this policy will increase the health and safety of our 
workplace and ensure that the employees who need help receive it. 

 
D.  Violation of this policy by any person will be cause for disciplinary action up to and including 

termination.  Testing positive for drugs or alcohol or refusing to submit to required screening 
will be considered violations. 

 
IV.  Types of Testing for Drugs and Alcohol 

 
A.  All persons who work for CHLD will be subject to testing for drugs under appropriate 

circumstances.  The circumstances under which an employee may be tested are as follows: 
 

1. Pre-Employment: All applicants for initial employment must successfully pass a 
pre-employment drug test prior to working for CHLD.  All applicants will be notified, 
at the time they complete a job application, that they will be required to submit to a 
drug test if they are considered otherwise qualified for employment and that they 
will be subject to the terms and conditions of the policy if they are ultimately hired.   
No one will be hired that test positive. 

 
2.  Reasonable Cause: Reasonable suspicion that an employee is using or is under 

the influence of drugs will exist when there are specific, contemporaneous 
indicators of probable drug/alcohol use.  An employee will be required to submit to 
an alcohol and/or drug test when supervisor(s) determine or are informed by a 
qualified person that there is reasonable cause to believe that a specific employee 
is using a prohibited drug and/or alcohol, which belief is based upon specific 
physical, behavioral, performance or other indicators of performance or other 
indicators of probable alcohol or drug use. 



 

 

 

 
A test based upon reasonable cause should involve a supervisor or other qualified 
person, trained in the detection of probable alcohol and drug use, which must 
substantiate the decision that a test is necessary.  All supervisors who substantiate 
the decision to test the employee for reasonable cause should receive training in 
detection of possible alcohol and drug use signs and symptoms. 

 
In a reasonable cause circumstance, CHLD will assign a Supervisor or Manager to 
transport the employee to an approved collection facility and await the completion 
of the collection procedure.  The employee will then be transported back to CHLD's 
premises.  CHLD will attempt to contact a taxi or family member to transport the 
employee home.  If the employee refuses to agree to any of 
these procedures and attempts to operate a vehicle, CHLD will make appropriate 
efforts to discourage the employee from doing so, up to and including contacting 
local law enforcement officials.  Any employee failing to cooperate with any of 
these procedures described above will be subjected to immediate termination or 
other disciplinary action. 

 
3.  Post-Incident: An on-the-job incident or injury where the individual contributed to 

the incident or cannot be completely discounted as a contributing factor to the 
incident, will result in the employee being tested for drugs/alcohol.  An incident is 
defined as any incident that caused personal injury requiring treatment 
beyond first aid administered at the work site, or property damage 
(regardless of ownership) of more than $1,000 or an incident that carried the 
potential for serious injury to any personnel or significant property damage. 

 
Testing will be performed as soon as possible but no later than 32 hours after an 
incident on each employee and/or supervisor whose performance either 
contributed to an incident or cannot be completely discounted as a contributing 
factor to the incident. 

 
a.  CHLD's decision to not test after an incident will be based on the best 

information available immediately after the incident that the employee's 
performance could not have contributed to the incident, or that, because of 
the time between the performance and the incident, a drug test is useless 
to determine whether the performance was affected by drug use. 

 
The employee may be suspended pending availability of the test results.  If an 
employee tests positive as a results of a post-incident test that employee shall be 
removed from the job and will be subject to immediate termination or other 
disciplinary action.  If the employee's test result is negative, then the employee 
may return to work in his or her current position at the discretion of CHLD's 
management. 

 
B.  Alcohol and Drugs to be Tested 

 
1.  Alcohol and drugs to be tested or prohibited drugs are any of the following 

substances and threshold levels: 
 

Drug Screen Confirmation (ng/ml) 
Amphetamines 1000 500 
Barbiturates 300 200 
Benzodiazepines 300 200 
Cocaine Metabolites 300 150 
Marijuana Metabolites 20 15 
Methadone 300 200 



 

 

 
 

Opiates 2000 2000 
Phencyclidine (PCP) 25 25 
Propoxyphene 300 200 

   
EBT - evidential breath testing - device used to collect breath alcohol tests. 
Alcohol .01% BAC** .02% BAC ** 
** BAC - Blood Alcohol 
Content 

  

 
 
 
 
V. Alcohol and Drug Testing Method 

 
A.  Alcohol Testing- will be conducted by trained collection site personnel.  A saliva screen or 

breath test will be conducted as an initial screen.  If the results of this screen are positive, a 
confirmatory test will be conducted using an Evidential Breath Testing device (EBT). 

 
B.   Drug Testing- any person requested to undergo a drug test will be required to provide a 

urine specimen at a collection site approved by CHLD.  In order to ensure integrity of the 
specimen collection procedure, a standard Custody of Control Form will be used.  This form 
will be completed by the person responsible for collecting the urine specimen and will be 
forwarded along with the urine specimen to a nationally or state certified laboratory. 

 
C.   Collection Facility- The collection site will collect urine specimens in accordance with 

accepted industry practice and 49 CFR Part 40. 
 

D.   Laboratory Analysis- All urine to be tested for the presence of prohibited drugs will be 
analyzed by a state or nationally certified laboratory. 

 
 
 
 
VI. Employee's Right to Request Retest of Specimen 

 
A.   If it is determined that there is no legitimate medical explanation for a confirmed positive 

last result other than the unauthorized use of alcohol or a prohibited drug, the employee or 
applicant will be given the opportunity to request a retest of the original specimen at the 
same or another approved laboratory. 

 
B.  The employee must make a written request within ten (10) days from the date of the final 

test results.  All requests for retesting must be made in writing to CHLD's management. All 
retest costs will be paid by the employee or applicant unless the retest is negative. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 

VII.  Rehabilitation of Employees 
 

A. Employees testing positive for alcohol or drugs will be subject to immediate termination. 
Furthermore, employees who request rehabilitation in response to pending disciplinary 
action will be subject that disciplinary action. 

 
B.  Employees are encouraged to seek rehabilitation assistance prior to the onset of 

performance problems and/or a positive drug test.  Employees will be encouraged to utilize 
the drug and alcohol rehabilitation program covered under their medical insurance plan 
should one exist, or some other plan at their expense. 

 
C.   Rehabilitation of employees involved in drug or alcohol abuse is at the time and expense 

of the abusing employee. 
 

D.   Participating in, and completion of, rehabilitation does not guarantee continued 
employment.  CHLD reserves all rights to impose probation, last chance agreement, or to 
terminate the employment relationship in the event of a positive test.  Member of the 
bargaining unit may be represented in any disciplinary proceeding. Completion of 
rehabilitation does not guarantee employment. 

 
 
VIII.  Contractor Employees 

 
A.   CHLD will ensure that its contractors and subcontractors adhere to the CHLD's policy while 

working for CHLD on CHLD property.  Contractor's employees, agents, and subcontractors 
who violate this policy will be removed from the premises and may be denied future entry. 

 
 

IX. Training 

 
A.  CHLD will provide an education program for its employees which will include the following: 

 
1.  Informational material will be displayed on bulletin boards. 
2.  CHLD's policy and/or policy details regarding the use of alcohol and prohibited 

drugs will be distributed during new hire orientation. 
3.  All supervisory personnel responsible for determining whether an employee must 

be alcohol and/or drug tested based on reasonable cause will complete a training 
program.  This program will include the specific physical, behavioral and 
performance indicators of probable alcohol and drug use and the implementation 
of CHLD's policy on alcohol and drug abuse.  Nothing in this policy prohibits CHLD 
from utilizing appropriate third parties to determine reasonable cause. 

 
 
X.  Recordkeeping 

 
A.  Records will be kept confidentially by CHLD management for the following specified 

periods: 
 

1.  Records that demonstrate the collection process will be kept at least 3 years. 
 

2.  Records of failed drug test results will be kept at least five years and will include 
the following information: 

 
• Employee's name and last four digits of his or her Social Security number, 

• Types of tests failed (e.g., post-incident), 



 

 

 

 
• Records that demonstrate rehabilitation, if any 
• Functions performed by employees, 
• Prohibited drugs tests showed positive, 
• Disposition of employees (e.g., termination, rehabilitation, leave without 

pay), 
 

3.  Records of drug test results that show an employee passed a drug test will be 
kept for at least one year. 

 
4.  Records of the number of employees tested by type of test (e.g., post-incident), 

will be kept for at least five years. 

 
C.   Information regarding an individual's drug test results or rehabilitation may be released 

only upon the written consent of the individual, except to the District Librarian or a 
representative of a state agency, pursuant to a subpoena, as part of an incident 
investigation. 

 
D.  Statistical data related to drug testing and rehabilitation that is not name-specific and 

training records will be made available to the District Librarian or a representative of a 
state agency upon request. 

 
 
Appendix A- Employee Certificate of Understanding and Agreement 

 
I, the undersigned, certify that I have read and understand Coalinga Huron Library District Policy regarding alcohol misuse and 
drug abuse and have received a copy of said policy. 

 
I understand that a copy of the current alcohol and drug testing procedures regarding application of the policy is available to me 
at my request. 

 
I also consent to submit to alcohol and drug testing and agree to comply with all of the requirements of CHLD, and any federal, 
state, or local laws or client requirements concerning the use or abuse of alcohol, drugs, prescription medications, controlled 
substances, weapons and drug paraphernalia. 

 
I understand that my failure to honor the terms of this policy will be grounds for removal from CHLD 
property, the termination of my employment, or rejection of my application for employment. 

 
 
 
 Employee I Applicant Signature   Employee I Applicant Printed Name 
 
 
 

Date 
 
 
 
 

CHLD Representative Signature   CHLD Representative Printed Name 
 
 
 
 

Date 


