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BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk of the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Administration – Kyria Martinez/Sarah Poots 
 
SUBJECT: CLAIM FOR DAMAGES FILED BY WALTER ESPINOZA CEJA  
 
SUMMARY: 
 

Overview: 
Upon receipt of the Claim for Damages, Administration investigated the allegations of the claimant and 
determined that the incident is unsubstantiated and is being brought before the Board for consideration.  

 
Recommendation: 
Deny the Claim for Damages filed by Wilshire Law Firm, on behalf of Walter Espinoza Ceja.   
 
Fiscal Impact: 
None with this action.  
 

BACKGROUND: 
On September 5, 2023, a Claim for Damages was filed by Wilshire Law Firm on behalf of Walter Espinoza 
Ceja claiming he sustained injuries while in the back of a patrol car. After investigation of the claim, it was 
determined that there is no proper charge against the County. Pursuant to Government Code section 912.6, staff 
recommends the Board find that the claim is without merit and deny the claim.   
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COUNTY OF KINGS 
BOARD OF SUPERVISORS 

GOVERNMENT CENTER HANFORD, CALIFORNIA 93230  (559) 852-2362 
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BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk to the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Administration – Kyria Martinez/Matthew Boyett 
  
SUBJECT: AMENDMENT WITH HOME GARDEN COMMUNITY SERVICE DISTRICT 

FOR UTILITY ARREARAGES 
SUMMARY: 
 

Overview: 
The COVID-19 pandemic brought many economic challenges to the residents of Kings County. To 
ensure the equitable recovery of the county and to provide economic relief to those negatively impacted 
by the pandemic, the Board authorized $500,000 of American Rescue Plan Act (ARPA) funding to be 
allocated towards residents’ utility arrearages in the community service districts (CSDs) of Armona, 
Home Garden, Kettleman City, and Stratford. On April 5, 2022 the Board approved an agreement with 
Home Garden CSD for utility arrears from January 2020 through August 2021. An amendment is being 
recommended to extend coverage through March 2022 and to account for previously paid sewer charges 
by the County.  

 
Recommendation: 
Approve the amendment with the Home Garden Community Services District for residential 
customer utility arrearages.  
 
Fiscal Impact: 
There is no impact to County General Fund. The agreement amount for Home Garden Community 
Service District is $93,675 for water and trash arrearages. This amount does not include late fees, 
overage charges, streetlights, and commercial accounts. This agreement will be paid from the County’s 
ARPA funding allocation as approved by the Board.     

 
BACKGROUND: 
On May 11, 2021, ARPA was signed into law to provide support to state, local, and tribal governments in 
responding to the health and economic impacts of COVID-19. To ensure the equitable recovery of the county 
and to provide economic relief to those negatively impacted by the pandemic, the Board authorized $500,000 of  
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ARPA funding to be allocated towards residents’ utility arrearages in the CSDs of Armona, Home Garden, 
Kettleman City, and Stratford.  
 
The County met with all four CSDs, identified the utilities eligible for ARPA funding, and gathered residential 
client utility arrearages amounts from CSD databases.  
 
As part of the initial agreement for utility arrears, funding was allocated for arrears from charges occurring 
January 27, 2020 to August 31, 2021 (Round 1). The date of January 27, 2020, is the date attributed to the date 
the United States Department of Treasury interim rules declares ARPA funds can be used and considered a 
public emergency. Home Garden has not been paid from the initial Round 1 agreement due to the proper 
documentation not being received in addition to sewer charges owed to the City of Hanford being paid directly 
by the County on Home Garden’s behalf.  
 
In the meantime, all other CSDs have completed agreements for additional arrears from September 1, 2021 and 
March 31, 2022 (Round 2). All other CSDs have been paid for both Round 1 and Round 2 arrear agreements. 
 
The County has continued to work closely with Home Garden since April 2022 to ensure proper documentation 
was submitted for this ARPA program. Home Garden has now submitted all required documentation as it 
relates to this program. As such, an amendment is being brought forward for consideration to adjust the arrears 
paid to Home Garden to account for sewer charges the County paid directly to the City of Hanford on Home 
Garden’s behalf and to also include Round 2 arrears all in a single agreement.    
 
This agreement has been reviewed and approved by County Counsel as to form.       
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BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk to the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Administration – Kyria Martinez/Megan Vega 
 
SUBJECT: AGREEMENTS WITH PRIVATE ATTORNEYS FOR DEFENSE SERVICES 

TO THE INDIGENT ACCUSED 
 
SUMMARY: 
 

Overview: 
The Board of supervisors approved the 26 agreements for Fiscal Year (FY) 2023-24 on June 27, 2023 
for indigent defense.  Due to the termination of two agreement by the previous attorneys on September 
30, 2023, staff is proposing two new agreements to continue services to the indigent accused of the rest 
of the fiscal year 

 
Recommendation: 

a. Approve the agreement with Matthew Andrews to provide indigent defense services 
retroactively effective from October 1, 2023 through June 30, 2024; 

b. Approve the agreement with Jamil Nushwat to provide indigent defense services 
retroactively effective from October 1, 2023 through June 30, 2024. 

 
Fiscal Impact: 
The total amount of the two agreements is $132,390. Expenses are included in FY 2023-24 Adopted 
Budget, in Budget Unit 302500.  Agreements are listed as follows: 
 
Type 
 Misdemeanor: Matthew Andrews @ $61,383  
 Conflict: Jamil Nushwat @ $71,007       
 

BACKGROUND: 
Pursuant to the Trial Court Funding Act, certain services related to the trial courts were defined as either a Court  
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or a County function.  One County function is to provide for Indigent Defense Services. Due to not having a 
Public Defender Office, the County enters into individual contracts with private local attorneys.  The County 
also developed a resolution that was last updated in 2016.  This resolution establishes a fee schedule for 
appointment of non-contracted conflict counsel for defense of the accused and for indigent accused contracted 
panel with respect to parole revocation hearings resulting from 2011 realignment legislation.  Each attorney that 
works on cases that do not fall under the terms of the agreement submits a claim for reimbursement up to a 
certain amount as stated in the resolution. The term of each agreement is for nine months retroactively 
commencing on October 1, 2023.  They are retroactive due to the timing of the termination of the two previous 
agreements and the time review process for agreements. 
 
The agreements have been reviewed and approved by County Counsel as to form. 
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AGREEMENT 
INDIGENT DEFENSE SERVICES 

MISDEMEANOR 
 

THIS AGREEMENT is made and entered into on   , 2023, by and 
between MATTHEW ANDREWS, hereinafter “Attorney”, and the County of Kings, 
hereinafter “County”. 

 
WITNESSETH: 

 
WHEREAS, the right of all persons to be represented by counsel in misdemeanor 

and felony criminal prosecutions is guaranteed by the Constitution of the United States and 
the Constitution of the State of California; and 

 
WHEREAS, the cost and expenses of counsel in the representation of indigent 

defendants, hereinafter “Clients”, is a proper and lawful charge upon the County; and 
 

WHEREAS, it is in the public interest that County contract with private counsel to 
render the usual and customary legal services for the defense of the accused; and 

 
WHEREAS, Attorney is ready, willing and able to provide indigent legal services 

to Clients as assigned. 
 

NOW, THEREFORE, the Parties agree as follows: 
 

1. TERM 
 

This Agreement shall take effect on October 1, 2023, and shall remain in effect 
through June 30, 2024, unless extended by mutual written consent or terminated earlier as 
set forth in Section 8 below. 

 
2. SCOPE OF ATTORNEY SERVICES 

 

A. General. Attorney shall represent Clients whom the Court has deemed 
indigent, pursuant to assignment to one or more Court departments as determined by the 
County’s Contract Administrator, hereinafter “Contract Administrator” and in accordance 
with the provisions of this Agreement. Attorney’s duties include, but are not limited to, 
those set forth in Exhibit A. 

 
B. Pending Cases; Transition. At the commencement of this Agreement, County 

shall cooperate fully with Attorney to cause the orderly transition of legal services from 
Attorney’s predecessor to Attorney. Upon termination of this Agreement, Attorney shall 
cooperate fully with County, Contract Administrator, and with any other 
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persons as may be designated by County to succeed Attorney to cause the orderly transition 
of legal services from Attorney to his or her successor. The cooperation specified in this 
subsection includes, but is not limited to, the releasing of such files, papers and records as 
may be required to carry out the provisions of this Agreement and any subsequent 
agreement with a successor attorney and to ensure the continued adequate legal 
representation of Clients. 

 
If Attorney has continuing obligations regarding any Clients assigned by the Court 

prior to the commencement of Attorney’s duties pursuant to this Agreement, Attorney shall 
continue to represent such Clients under the terms of this Agreement. 

 
C. Rotating Appointments. Attorney expressly acknowledges that County has 

contracted with other attorneys for the same or similar contractual responsibilities, 
hereinafter “Other Attorneys”. Appointments shall be made on a rotating basis to Attorney 
and to Other Attorneys who may have the same or similar contractual responsibilities. 

 
D. Cooperative Efforts. The Parties intend that through the cooperative efforts 

of Attorney with Other Attorneys and with the Contract Administrator that a 
comprehensive representation of the indigent system of Clients will be provided and that 
all necessary court appearances in connection therewith will be made in a timely and 
efficient manner. Attorney shall cooperate with Other Attorneys to provide conflict 
coverage for each other which may occur due to conflict of interest or other appropriate 
absence. No additional compensation shall be charged to County by Attorney for coverage 
for Other Attorneys. In order to facilitate court coverage, Attorney will obtain and carry a 
cell phone or other such device and provide the Court, County, and Contract Administrator 
with the number to devices. 

 
E. Conflicts; Procedure and Duties. Attorney shall establish a system for 

screening new appointments upon intake to discover potential conflicts of interest. In the 
event Attorney has a conflict preventing representation of any Client pursuant to this 
Agreement, Attorney shall advise the Court and the Contract Administrator of the conflict 
and to assist in the transfer of the case to Other Attorney to provide indigent legal services 
of the same type. Non-contracting counsel shall not be appointed to provide indigent legal 
services unless and until all Other Attorneys who have contracted to provide services of 
the type in question have each individually declared a conflict, or have otherwise been 
disqualified from providing the legal services. 

 
F. Continuation of Services After Termination. Unless otherwise notified by 

County or by mutual agreement, upon termination of this Agreement for any reason, 
Attorney shall nevertheless continue to represent existing Clients through finality of the 
trial court phase. Services shall be provided in such cases in the same manner as provided 
in this Agreement. Compensation for such services shall be at the prevailing 
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rate as established by the Court. 
 

3. MINIMUM PROFESSIONAL QUALIFICATIONS 
 

Attorney represents that he or she is an active member of the California State Bar in 
good standing and has the necessary professional qualifications and abilities to provide the 
indigent legal services as required by this Agreement. Attorney represents that he or she 
will comply with all federal, state and local statutes, regulations and ordinances regarding 
such professional qualifications. 

 
4. STANDARDS OF REPRESENTATION 

 

Attorney shall meet the legal standards required for providing competent 
representation in California pursuant to California and Federal law consistent with 
constitutional and professional standards including the California Rules of Professional 
Conduct and the Business and Professions Code. 

 
5. COMPENSATION 

 

A. Rate. Attorney shall be compensated in the amount of $61,383.42 in full 
satisfaction for all services rendered by Attorney under this Agreement. In the event that 
Attorney commences his or her duties under this Agreement, or this Agreement is 
terminated for any reason, on other than a monthly or annual anniversary date, the 
compensation shall be prorated based upon a thirty (30) day month. 

 
B. Payment. Compensation shall be paid in nine (9) equal monthly payments of 

$6,820.38 on the tenth (10th) day of each month for services rendered in the preceding 
month. 

 
Attorney shall record the time and activities reflecting legal services rendered in 

increments of at least one-quarter (1/4) of an hour, indicating the court’s case number, brief 
activity narrative, date of work, hours spent, courtroom, and judge. The County shall pay 
the contractor in arrears, up to the maximum amount provided in the compensation 
mentioned above. The contractor shall invoice the county and include a description of 
services rendered, to whom, and the dates of services. All invoices must  be submitted 
electronically at risk@co.kings.ca.us. Invoices must be submitted by the first of the 
following month. 

 
Attorney is under no obligation to submit any attorney/client privileged information. 

Attorney may use the time record form attached this Agreement as Exhibit B to satisfy this 
section. 

mailto://(null)risk@co.kings.ca.us
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In accordance with Sections 14 and 15, Attorney shall make such records available 
to County in any proceedings to recover such costs from whoever may be obligated to 
reimburse County pursuant but not limited to the provisions of Sections 987.4, 987.6, 
987.8, 4750, and 4751 of the Penal Code and Government Code section 27712. 

 
C. Non-Appropriation. Notwithstanding anything to the contrary herein, 

County shall not be liable to pay Attorney any amounts whatsoever under this Agreement, 
and Attorney shall have no obligation to provide service hereunder, unless and until the 
Board of Supervisors of Kings County budgets and appropriates funds for such purpose. 
Both Parties understand, acknowledge and agree that during the term of this Agreement 
due to State and County Budget issues it is possible that the Board of Supervisors may be 
required to amend the County Budget and reduce the amount budgeted and appropriated 
for the purpose of paying Attorney hereunder, and consequently the amount of 
compensation due Attorney hereunder may be reduced accordingly by County. 

 
D. Closure of Courts. Both Parties understand, acknowledge, and agree that due 

to State budget issues it is possible that the Court may close its operations either for portions 
of days, or for an entire day or days. If at any time during the term of this Agreement, the 
Court does close for portions of days or for an entire day or days, then the compensation 
provided may be subject to appropriate reduction. Such percentage reduction shall be 
calculated by dividing the number of hours by which the Court’s operation is reduced by 
the number of hours the Court was open prior to the partial closure. 

 
E. Compensation is Sole Source of Income For Services. Attorney shall not 

accept directly or indirectly anything of value as consideration or as a gift for services 
rendered pursuant to this Agreement, except for compensation under this Agreement from 
County. Attorney shall neither charge nor receive any fee or payment directly or indirectly 
from any Client or Client’s relative, employer, friend, employee, or agent for services 
rendered pursuant to this Agreement. 

 
6. ADMINISTRATION OF AGREEMENT 

 

County shall designate Contract Administrator who shall ensure the enforcement of 
the terms of this Agreement and coordinate the duties of Attorney with that of Other 
Attorneys. Attorney expressly agrees to comply with any and all courtroom assignments 
and coordination of duties as determined by the Contract Administrator. 

 
Contract Administrator at the time of execution of this Agreement is Marianne 

Gilbert, 103 West Grangeville, Hanford, California 93230, (559) 816-2997. 
 

If County at any time during the term of this Agreement designates another person 
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as Contract Administrator, County shall immediately notify Attorney in writing of the 
replacement Contract Administrator’s name and contact information. 

 
7. INDEPENDENT CONTRACTOR 

 

Attorney is an independent contractor and not an agent, officer, or employee of 
County, Contract Administrator, or of any Other Attorney with whom County has 
contracted to provide indigent legal services. The Parties mutually understand that this 
Agreement is by and between two independent contractors and is not intended to and shall 
not be construed to create the relationship of agent, servant, employee, partnership, joint 
venture or association. Attorney shall have no claim against County for employee rights or 
benefits. 

 
Any persons employed by Attorney shall be under Attorney's exclusive direction, 

supervision, and control. Attorney has exclusive responsibility for the acts of Attorney’s 
employees and agents as they relate to the services to be provided under this Agreement. 
Attorney’s employees and agents shall not be entitled to any rights or privileges of 
employees of County and shall not be considered in any manner to be officers, agents, or 
employees of the County or the Contract Administrator. 

 
8. TERMINATION 

 

A. No Cause. Either Party may without cause terminate this Agreement by 
giving ninety (90) days prior written notice of termination to the other Party. 

 
B. Cause. Either Party may terminate this Agreement as a result of a material 

breach. The Non-defaulting Party shall provide written notice to the other Party, declaring 
a default in the performance of this Agreement. Such notice shall specify with particularity 
the basis of such default. Provided the default is not a violation of Section 4 above and is 
remediable, the Defaulting Party may be allowed to undertake a cure or propose a cure to 
such default within ten (10) working days after notice and shall proceed diligently to correct 
the default to the Non-defaulting Party’s satisfaction. Should 1) the default be a violation 
of Section 4; 2) the default not be remediable; or 3) the cure can not be accomplished or 
undertaken in good faith, the Non-defaulting Party may elect to terminate this Agreement, 
which termination shall be effective and final upon ten (10) days prior written notice. 

 
C. Failure to Perform. County also reserves the right to terminate this 

Agreement in the event that Attorney is unable to perform services under this Agreement 
due to the failure or inability of the Court to regularly appoint Attorney to represent Clients. 
Such termination shall be effective upon ten (10) days prior written notice. 
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9. LIMITED PRIVATE PRACTICE PERMISSIBLE 
 

Attorney shall be available for assignment of Clients at all times in which the Court 
is in session. 

 
Attorney shall not be prohibited from engaging in private civil or criminal legal 

work providing that no private case shall be knowingly accepted or work done in 
connection therewith which would cause a conflict of interest to arise. Attorney shall not 
allow any legal work or work of any kind to interfere with the quality, timeliness, or 
efficient rendering of legal services under this Agreement. 

 
10. TIME OFF AND SUBSTITUTE ATTORNEYS 

 

Attorney may take up to ten (10) days off per fiscal year (July-June) without charge 
or set-off provided that Attorney makes timely arrangements with substitute counsel to 
perform the services for Attorney during the absence and has coordinated the substitution 
in a timely manner with Contract Administrator. Substitute counsel chosen by Attorney 
shall meet the same standards and comply with the provisions of this Agreement and shall 
be approved by the Court for appearances before the Court as temporary substitute counsel. 

 
For the period from October 1, 2023, through June 30, 2024, County will pay 

substitute counsel $245.30 for each actual day worked by substitute counsel, not to exceed 
a total $2,453.00for the ten (10) days. Both Attorney and the substitute counsel shall sign 
a statement verifying the substitution. The substitute counsel shall set forth the claimed 
days worked, signed under penalty of perjury, and turn in the claim to Contract 
Administrator at the end of the month worked or at the end of the following month. The 
days off shall be whole days but need not be consecutive. 

 
11. COSTS AND EXPENSES; INVESTIGATION AND EXPERT 

ASSISTANCE 
 

Attorney shall be solely responsible for all costs and expenses incurred in 
performing legal services pursuant to this Agreement except for court reporter fees, court 
interpreter fees, investigator fees, filing fees, transcript fees, and witness fees paid out of 
the Court’s budget. 

 
Attorney may obtain such expert assistance, interpreters, and investigators after 

obtaining approval and appointment by the Court. Attorney, in making the request for 
appointment, shall present to the Court a detailed statement outlining the reason such an 
appointment is necessary as well as a statement of the cost that will be incurred by County 
in approving such an appointment. If County establishes a contract for investigative 
services, court interpreter services, or other professional services, Attorney 
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will utilize the services of said contracted professionals in the performance of his or her 
legal services under this Agreement. 

 
12. INDEMNIFICATION 

 

Attorney shall indemnify, defend, and hold harmless County, its agents, officers, 
and employees, from and against any and all liability, expense, including defense costs and 
legal fees, and claims for damages of any nature whatsoever, including, but not limited to, 
bodily injury, death, personal injury, or property damage arising from or connected with 
Attorney’s operations or services provided hereunder, including, but not limited to, any 
workers’ compensation claims, suits, liability, or expense, arising from or connected with 
services performed on behalf of Attorney by any person pursuant to this Agreement. 

 
Attorney shall also indemnify, defend and hold harmless the County, its elected 

members of the Board of Supervisors, its agents, officers, and employees, from and against 
any and all liability, expense, including defense costs and legal fees, and claims for 
damages of any professional error, omission or negligent act of Attorney. 

 
13. INSURANCE 

 

Attorney shall obtain and maintain insurance at all times while performing services 
hereunder, and demonstrate proof of insurance to the County Risk Manager, with the 
following terms and limits: 

 
A. General liability insurance to cover Attorney’s office space to the extent that 

Attorney maintains an office in an amount of not less than one hundred thousand/three 
hundred thousand dollars ($100,000/300,000) combined single limit, which policy shall 
name County as an additional insured; 

 
B. Workers’ compensation if and as required by law; and 

 
C. Comprehensive Auto Liability insurance enforced for all owned and non- 

owned vehicles with a combined single limit of at least one hundred thousand/three 
hundred thousand dollars ($100,000/300,000) per occurrence. 

 
D. Professional liability insurance in an amount not less than one hundred 

thousand dollars ($100,000) per occurrence and three hundred thousand dollars ($300,000) 
annual aggregate limit covering Attorney's wrongful acts, errors and omissions. 

 
The cost of obtaining such insurance shall be borne by Attorney. All policies shall 

be endorsed to state that coverage shall not be canceled, reduced in coverage or limits, 
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except after thirty (30) days prior written notice being given to County. 
 

14. FINANCIAL ELIGIBILITY DETERMINATION 
 

Determination of financial eligibility or indigency evaluation is the sole 
responsibility of the Court. Non-privileged information subsequently obtained by Attorney 
which suggests that a Client is not eligible for appointment of counsel shall be provided to 
the Court. At the request of the Court, Attorney shall attend, as a witness,  any hearing 
regarding Client’s ability to reimburse County for the value of Attorney’s services. 
Attorney’s participation in such a hearing remains subject to appropriate claims of 
privilege. Upon commencement of representation, Attorney shall advise Client of the 
requirements of this section. 

 
15. RETENTION OF FILES AND AUDITS 

 

Attorney shall maintain all files and time records for each case in a safe and, if 
necessary, confidential storage consistent with applicable laws, regulations and ethical 
responsibilities. Attorney shall give County access to non-privileged portions of such files, 
whether in hard copy or electronic form, necessary for administration of this Agreement, 
such as time records, costs of litigation, court orders for appointment of counsel, 
subcontracts, books, ledgers, and payment of conflict counsel, or any other documents 
pertaining to administering this Agreement, for a period of at least five (5) years. Attorney 
may wish to obtain direction from Client in written form prior to commencement of 
representation regarding the ultimate disposition of the file. If such disposition includes 
authorization to destroy, Attorney must, at the very least, retain time records and documents 
that pertain to contract administration for a period of five (5) years. 

 
16. NO ATTORNEY-CLIENT RELATIONSHIP 

 

This Agreement does not create the relationship of attorney and client between 
Attorney and County. 

 
17. ASSIGNMENT; SUBCONTRACTING 

 

This Agreement is personal to Attorney and is not assignable in whole or in part 
by Attorney. 

 
Services to be provided by Attorney may be subcontracted with notice to the 

County and the permission of the Contract Administrator. 





































Agenda Item 
KINGS COUNTY’S FIVE-YEAR SYSTEM IMPROVEMENT PLAN FOR CHILD WELFARE 
SERVICES AND PROBATION 
October 3, 2023 
Page 2 of 2 
 

 

County Self-Assessment (CSA). The CSA is completed in collaboration with consumers, key partners, and 
stakeholders, and involves both quantitative (outcomes) and qualitative (Peer Case Review) assessments of the 
County’s performance. The CSA also explores other factors such as demographics, child maltreatment indicators, 
staffing, and stakeholders’ participation.  
 
The System Improvement Plan (SIP), after approval, becomes a five-year operational agreement between the 
California Department of Social Services (CDSS), the Kings County HSA, and the Kings County Probation 
Department. It guides the County’s planned improvement of the system of care for children served. Counties must 
complete this five-year cycle of self-assessment as well as ongoing monitoring and evaluation of the county’s SIP 
efforts using quarterly reports of data extracted from the Child Welfare Services/Case Management System 
(CWS/CMS) in an effort to strive toward continual practice improvement.  
 
HSA and Kings County Probation remain committed to supporting children, youth, and families by providing just 
and equitable opportunities to achieve family well-being and working collaboratively with community partners. 
For children and youth that enter the foster care system and juvenile justice system, there is an emphasis on 
reducing the impact of trauma that can come from the interaction with both of these systems. HSA and the Kings 
County Probation Department will continue to engage the community and youth with lived experience to provide 
equitable opportunities to contribute to change, identify disparities, and strengthen existing partnerships to 
maximize positive impacts in the community. 
 
In addition, full implementation of the SIP will support better outcomes related to foster youth achieving a 
permanent plan, whether children are reunified with their parents or caregivers or placed in safe and permanent 
homes as soon as possible after removal. The SIP is monitored throughout the year and updated annually.  
 
The planning and development of the five-year system improvement plan was impacted by the public health 
emergency, due to coronavirus disease 2019 (COVID-19). What traditionally would take place in person in the 
development and planning of the SIP, had to be redirected virtually. State personnel coverage to guide and 
approve the SIP plan once ready, was also a contributing factor to the delay of the plan. The State is aware of the 
delay in the five-year plan and is in full support of the efforts that have gone into the preparation. As of August 
30, 2023, CDSS gave formal approval to the plan. The next step is to bring it before the Board for final 
approval. To ameliorate the timeframe, CDSS is allowing HSA and the Probation Department to submit a three-
year combined SIP progress report with a due date of August 2024.  
 
HSA and the Probation Department jointly requests the Board to approve the 2021-26 SIP to be submitted to 
CDSS. 
 
The System Improvement Plan documents are on file with the Clerk of the Board. 
 
The agreement has been reviewed and approved by County Counsel as to form.  
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delays in placements and adoptions finalizations. Kings County had a reduction of 28.57% in finalized 
adoptions in 2020, when compared to 2019. Furthermore, in the months of March 2020 and April 2020, 
the Court only allowed one adoption per week to be finalized to avoid potential exposure to the covid-19 
virus. 

FIGURE 7: P3 - PERMANENCY FOR CHILDREN IN CARE OVER 24 MONTHS, 2016 – 2020 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

P4-Re-entry to Foster Care in 12 Months 

This measure is defined as “Of all children who enter foster care in a 12-month period who discharged 
within 12 months to reunification, living with a relative(s), or guardianship, what percent re-enter foster 
care within 12 months of their discharge?” 

The Performance Standard for P4 is 8.3%. During this period, April 1, 2018, to March 31, 2019, 11.8% (12 
of 102) of children re-entered after achieving permanency, not meeting the performance standard. Over 
the past five years, the County has fluctuated above and below the performance standard. 

Kings County understands the significance of this measure as it relates to the well-being and safety of 
children. Kings County has not met the standard as it may be connected to staff turnover rates, poor 
recruitment efforts, scarce resources/services, and lack of integration between County departments 
and/or community-based organizations. In researching specific cases, circumstances presented in which 
removal was not avoidable due to imminent risk. Furthermore, Kings County is a relatively small county, 
and any re-entry cases will cause an anomaly to the data variance, as Kings County has small numbers in 
the “child/youth in care” population. Minor changes in one or two cases will cause large fluctuations in 
the outcomes. 
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FIGURE 8: P4 - RE-ENTRY INTO FOSTER CARE, 2014 – 2019 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

2F-Monthly Visits (Out of Home) & Monthly Visits in Residence (Out of Home) 

There are two aspects of the performance measure on caseworker visits: timeliness and location. The 
required frequency is monthly. The data is defined as “the percentage of children in placement who are 
visited by caseworkers. Each child in placement for an entire month must be visited at least once.” The 
performance standard for 2F is 95%. At least 50% of those visits must be in the child’s residence to meet 
the standard. 

During the reporting period, April 1, 2020, to March 31, 2021, Kings County achieved timely caseworker 
visits on 88.6% of cases, not meeting the standard, and 93.6% of visits were in the residence, meeting the 
standard. Over the last five-year period, the County has fluctuated above and below the standard for 
timely monthly visits and exceeded the standard for percent of visits in the residence. 

Kings County has fluctuated over the last 5 years. A major factor was the onset of the COVID-19, where 
social workers were restricted from making in-person contact with dependent youth timely and the 
preferred location. ACL 20-25 issued guidance by the Administration for Children and Families (ACF) 
permitting monthly caseworker visits to be accomplished through virtually instead of being held at the 
home. COVID-19 accentuated staff shortages by placing staff on leave more frequently and adding to 
worker turnover rates. 
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FIGURE 9: 2F - TIMELY MONTHLY VISITS AND MONTHLY VISITS IN RESIDENCE, 2016 – 2021 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2019). CCWIP reports. from the University of California 
at Berkeley California Child Welfare Indicators Project website. URL: http://cssr.berkeley.edu/ucb_childwelfare 

STRATEGY #1 

P1 and P3 

Permanency in 12 months after entry into foster care and for youth in care for 12 months, 
permanency in 24 months 

Create and implement a retention plan for staff. 

Rationale 

Turnover among employees in public agencies, including among social workers and support staff, has 
historically been a challenge for agency leadership. In recent years, employee stability has exploded as a 
problem for the private sector as well. In the most recent CSA, turnover among social workers was 
identified in the Peer Review as a major challenge to successful permanency. In the opinion of social 
workers interviewed, turnover impacted the entire child welfare system in Kings County. Incorporating 
new social workers adds to the burden for supervisors who must provide the hands-on attention that is 
required by the new social workers in addition to supervising the work being done by their experienced 
staff. 

Research supports the shared belief that having numerous social workers during the life of a child welfare 
case seriously undermines family engagement and trust in the process and overall high turnover in the 
agency negatively effects permanency. Within the agency internal process, turnover undermines 
historical knowledge, continuity of service, and produces weak documentation. Research also supports 
the essential relationship between training, supervision, and job satisfaction. Meeting the demands of 
social work without adequate training in the face of high case load relates directly to turnover. 
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Casey Family Programs, which has been a central research source for assessing child welfare practice has 
produced seminal reports on the impact of social worker turnover on child welfare practice. 

“A high rate of workforce turnover is common in the child welfare field. High turnover affects not only the 
agency, primarily through higher costs, but also the children and families the agency serves. Not all 
turnover is preventable, but agencies can be aware of the factors that are predictive of high turnover and 
implement strategies to mitigate those factors.” In answering the question “Why retention matters?” the 
Casey Family Programs report cites the wide range of research that has established that “Investing in the 
child welfare workforce is an essential activity of any child welfare agency because a well-trained, highly 
skilled, well-resourced, and appropriately deployed workforce is foundational to a child welfare agency’s 
ability to achieve best outcomes for the vulnerable children, youth, and families it serves. The workforce 
is the agency’s public face. ...The actions of the workforce are what stakeholders use most to judge an 
agency’s competence and effectiveness.” 

Casey Family Programs, Information Packet Healthy Organizations, Oct. 2017 www.Casey.Org 

Although active recruitment is essential to maintaining staffing, research emphasizes that retention is 
more within the control of the agency or employer. Purposeful onboarding, phased gradual case 
assignments, teaming, coaching, phased training over 12 months, agency wide training plan, manageable 
supervisor to staff training, nurturing work setting, regular stay interviews, and validated culture 
assessments were identified as among the 10 keys to staff retention. Most of these are incorporated into 
this SIP strategy, directly or indirectly. 

Action Steps 

Action steps are based on the tools (10 keys to staff retention) cited above. 

A. The Staff Retention Workgroup will develop a staff retention survey and plan. (i.e. social workers, 
supervisors, program managers) 

B. The staff development supervisor will send the survey semi-annually to the line staff and gather data 
on exit interviews to prepare the outcome report for the Staff Retention Workgroup. 

C. The Staff Retention Workgroup will review the survey and exit data to prepare a recommendation to 
the Child Welfare Leadership Team (CWLT).  

D. CWLT will review the recommendation from the Staff Retention Workgroup. 

E. CWLT will report back to the Staff Retention Workgroup on their decision and what action steps will be 
required to achieve the desired outcomes.  

F. Induction training will be modified according to the plan to better meet the needs of the new social 
workers, including training on internal agency processes, unit expectations, and learning resources. 

Evaluation 

This plan will be evaluated through examining semiannual surveys as well as actual retention and hiring. 
Management will regularly review the surveys and share information gathered with the social services 
management team for recruitment, interviewing, screening, and hiring purposes. In addition, new 
employees will be surveyed at 3- and 6-month periods internally. The agency is committed to allocating 
the necessary resources to establish the work group and support new employees in hiring and tracking 
employees. Management will compare social worker retention rates with permanency rates to identify 
correlations. 
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STRATEGY #2 

P1  Permanency in 12 months after entry into foster care    

Establish and implement purposeful placement policy and procedures and practice tips. 

Implement a Permanency Solutions Team (PST) to provide solutions for youth and families with complex 
needs. 

Purpose/Rationale 

The strategies planned by Kings County are designed to work together to improve and expedite 
permanency for children in foster care. There are many factors that impact timely achievement of 
permanency. Research suggests that improving placement practices at the front end improves placement 
stability and timeliness to permanency. 

Making the right placement early in a child’s foster care experience can facilitate permanency, reduce a 
child’s trauma, and create more stability. A systematic review of research studies on kinship care found: 
(1) that the behavior, mental health, and well-being of children placed in kinship care is better than that 
of children placed in traditional/non-relative foster care, and that children placed with relatives are least 
likely to experience placement instability. (2) Multiple placements, while certainly time-consuming for 
caseworkers and costly to the agency, have also been found to lead to delayed permanency outcomes, 
academic difficulties, and struggles to develop meaningful attachments. (3) Potter and Klein-Rothschild 4 
found that, among other factors the number of placements was associated with achieving permanency 
within one year. Specifically, each additional placement a child experienced reduced the odds of attaining 
permanency within the year by 32 percent. 

While locating and notifying family members is required by state and federal law, it also has significant 
benefits to agencies and children. Early and thorough family finding so that there are a variety of potential 
placement options and/or extended family support for the child and family in the dependency process 
are important at the beginning of a child welfare case. As noted in the Peer Review, family finding needs 
to continue throughout the life of the case so that children and youth can benefit from the connections 
and stability even if they are further into their foster care journey. 

The strategies planned by Kings County are designed to work together to improve and expedite 
permanency for children in foster care, particularly those in care 24 months or more. These youth present 
complex needs and family circumstances that often combine to delay timely permanency. One area of 
practice identified in engagement with stakeholders was the need to develop a system that supports a 
more wholistic approach to these youth by involving expertise from different levels and areas within the 
agency. Having the capacity to elevate the analysis of these cases constitutes a significant additional 
resource for the case carrying social worker. The value of team analysis and problem solving is well 
recognized through the statutory adoption of the Child and Family Team (CFT) model. PST takes that 
model and refines participation to focus on those children with complex needs. This strategy incorporates 
the need to have policies and procedures in place and regular accountability to ensure that this resource 
is understood and used in appropriate cases and that the information gathered from the PST is captured 
and utilized in practice through policy changes and training. 

While the caseworkers currently engage in family finding in the initial stages of a case, the Permanency 
Solutions Team will provide more support by helping to troubleshoot in those cases where locating or 
engaging relatives or nonrelated extended family members are more challenging. After determining a 
referral criteria and process, the Team will be resource for caseworkers and supervisors to assess with 
cases that may not otherwise have options for a permanent family or a permanent connection. By 
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following up on cases, the team will also be able to monitor progress, identify effective practices, and 
disseminate them across the agency. 

Action Steps 

A. Update the Placement Decisions and Requirements policy and procedures for initial and ongoing 
placements. 

B. Incorporate the policy into the initial and ongoing training for resource families. I 

C. Train all staff on the revised policy, procedures, and practice. 

D. Establish a Permanency Solutions Team (PST) which will model CDSS’s Child Specific Technical 
Assistance calls. PST will review complex cases, when to identify barriers to placement, services, and 
preservation, and will allow for the collaborative creation of steps. 

E. PST will establish the criteria for cases, mirroring CDSS’s Child Specific TA calls, which will then be 
considered the process for reviewing these cases. 

F. Develop policy and train staff on the purpose and use of PST. 

G. PST will review cases according to policy and criteria to guide leadership and staff. 

H. Monitor progress using supervision, CFSR, case review and Safe Measures to create a feedback loop 
to help guide leadership and staff. 

I. PST will be reviewed quarterly to identify which practices are successful in meeting goals and will 
update policy and training as needed. 

J. Develop internal processes that make necessary adjustments to practice, including supervision and 
training to reinforce purposeful placement and the use of PST. 

Evaluation 

Time to permanency will be closely monitored monthly through data from Safe Measures and CCWIP. 
Supervisors will be required to work with social workers to ensure that they understand the policy and 
procedures and apply practice requirements. It is anticipated that no special training or additional 
resources or collaboration with outside partners will be required. Supervisors will confirm and document 
the application of purposeful placement strategies through their individual monthly conferences with 
social workers, spot checks in CMS, and review of court reports. The Child Welfare Case Review team, 
through their case review process, will confirm or identify areas of need regarding placement strategies. 
The Case Review team will share their findings with the Child Welfare Management team quarterly. 

Probation 

The section below includes an overview of Kings County’s current performance in outcome measures 
defined by State and Federal guidelines. Each section will include a definition of the measure, a data set, 
and an analysis of Kings County’s performance. Services available to families funded by CAPIT/CBCAP/PSSF 
dollars that have impacted outcomes will also be highlighted below. All data figures presented in this 
section are taken from data extract Q1 2021. Some data sets are clarified with information collected 
from the UC Berkeley California Child Welfare Indicators Project (CCWIP) website. 
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PROBATION OUTCOME DATA MEASURES ABOVE (OR BETTER THAN) THE PERFORMANCE  STANDARD 

As discussed in the Outcome Data Measures section of the CSA, Kings County Probation is performing 
better than the Performance Standard in the following outcomes: 

S1-Maltreatment in Foster Care 

This measure is defined as “Of all children in care during the 12-month period, what is the rate of 
victimization per day?” 

The performance standard for this measure is 8.5. During the reporting period, April 1, 2020 to March 31, 
2021, Kings County’s children experienced a maltreatment rate of zero (0 of 5,960 days), below, that is 
better than, the performance standard. Over the last five-year period, the County did not meet the 
performance standard one time from April 2018 – March 2019, with a rate of 29.9. Although the rate was 
high, due to small numbers, there was only one instance of substantiated maltreatment. 

FIGURE 10: S1 - MALTREATMENT IN FOSTER CARE PER 100,000 DAYS, 2016 – 2021 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

P4-Re-entry to Foster Care in 12 Months 

This measure is defined as “Of all children who enter foster care in a 12-month period who discharged 
within 12 months to reunification, living with a relative(s), or guardianship, what percent re-enter foster 
care within 12 months of their discharge?” 

The Performance Standard for P4 is 8.3%. During this period, April 1, 2018, to March 31, 2019, 0% (0 of 1) 
of youth re-entered after achieving permanency, exceeding the performance standard. Over the past five 
years, Probation has had no youth re-enter foster care. 
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This measure is defined as “Of all children who enter care in the 12-month period, what is the rate of 
placement moves per day?” 

The Performance Standard is less than or equal to 4.12 moves per 1,000 days. During the reporting period, 
April 1, 2020, to March 31, 2021, Kings youth experienced a zero rate of placement moves per 1,000 
placement days (zero placement moves over 268 placement days), exceeding the performance standard. 
The rate has remained at zero over the past four years, with a rate of 2.95 from April 1 2016 to March 31, 
2017, exceeding the performance standard. 

PROBATION OUTCOMES NEEDING IMPROVEMENT 

As described in the CSA, the following outcomes were found to be below standard and needing 

improvement: 

P1-Permanency in 12 months (Entering in Foster Care) 

This measure is defined as “Of all children who enter foster care in a 12-month period, what percent 
discharged to permanency within 12 months of entering foster care?” 

The Performance Standard for this measure is 40.5%. The most recent performance, April 1, 2019, to 
March 31, 2019, is 0% (0 of 7) which is below (not meeting) the performance standard. Kings County 
Probation has not met the performance standard in the last five-year period. 

FIGURE 11: P1 – PERMANENCY WITHIN 12 MONTHS, 2015 – 2020 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

P2 – Permanency in 12 months for children in Foster Care 12-23 months 

This measure is defined as “Of all children in foster care on the first day of the 12-month period who had 
been in foster care (in that episode) between 12 and 23 months, what percent discharged from foster 
care to permanency within 12 months of the first day of the 12-month period?” 

40.5 40.5

0(0 of 6) 0(0 of 2) 0(0 of 5)

20(2 of 10)

0(0 of 7)
0

5

10

15

20

25

30

35

40

45

Apr2015-Mar2016 Apr2016-Mar2017 Apr2017-Mar2018 Apr2018-Mar2019 Apr2019-Mar2020

National Standard % of Exits to Permanency



 

KINGS COUNTY — STATE OF CALIFORNIA — 2022 19 

The Performance Standard is 43.6% of children will exit to permanency. During this period of reporting, 
April 1, 2018 to March 31, 2019, 0% (0 of 2) children in care 12-23 months exited to permanency, not 
meeting the performance standard. 

Figure 2 shows that the County has fluctuated above and below the performance standard over the past 
five years. 

FIGURE 12: P2 – PERMANENCY TIME IN CARE 12 TO 23 MONTHS, 2016 – 2020 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

P3-Permanency in 12 Months (In Care 24 Months or More) 

This measure is defined as “Of all children in foster care on the first day of a 12- month period, who had 
been in foster care (in that episode) for 24 months or more, what percent discharged to permanency 
within 12 months of the first day of the 12-month period?” 

The performance standard for this measure 30.3%. During the reporting period, April 1, 2020 to March 
31, 2021, 16.7% (1 of 6) of children exited to permanency, below (not meeting) the performance standard. 
The County has fluctuated above and below the performance standard over the past five years. 
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FIGURE 13: P3 – PERMANENCY FOR CHILDREN IN CARE OVER 24 MONTHS, 2016 – 2020 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2020). CCWIP reports. Retrieved from University of 
California at Berkeley California Child Welfare Indicators Project website. URL: <http://cssr.berkeley.edu/ucb_childwelfare 

2F-Monthly Visits (Out of Home) & Monthly Visits in Residence (Out of Home) 

This report is defined as “the percentage of children in placement who are visited by caseworkers. Each 
child in placement for an entire month must be visited at least once.” 

The Performance Standard for 2F is 95%. During the reporting period, April 1, 2020 to March 31, 2021, 
Kings County achieved timely caseworker visits on 63.8% of cases, not meeting the performance standard. 
The Performance Standard for 2F (in the residence) is 50%. During the reporting period, April 1, 2020 to 
March 31, 2021, Kings County achieved timely caseworker visits in the residence in 78.8% of cases, 
exceeding the standard. 

Figure 6 shows that over the last five years, Kings County Probation has remained above the performance 
standard for visits in the residence and has fluctuated above and below the standard for timely monthly 
visits. 
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FIGURE 14: 2F – TIMELY MONTHLY VISITS AND MONTHLY VISITS IN RESIDENCE, 2016 – 2020 

 
Source: Webster, D., Lee, S., Dawson, W., Magruder, J., Exel, M., Cuccaro-Alamin, S., Putnam-Hornstein, E., Wiegmann, W., Saika, 
G., Chambers, J., Hammond, I., Williams, C., Miramontes, A., Ayat, N., Sandoval, A., Benton, C., Hoerl, C., McMillen, B., Wade, B., 
Yee, H., Flamson, T., Hunt, J., Carpenter, W., Casillas, E., & Gonzalez, A. (2019). CCWIP reports. From University of California at 
Berkeley California Child Welfare Indicators Project website. URL: http://cssr.berkeley.edu/ucb_childwelfare 

STRATEGY #1 

 P1 Permanency within 12 months from entry into foster care 

Strengthen internal capacity of the Juvenile Probation placement unit to improve permanency 
outcomes for youth with a placement order as an ongoing process and for on-boarding. 

Purpose/Rationale 

Kings County Juvenile Probation is a relatively small unit within a larger department where the focus is on 
adults and adult supervision. Strategy 1 identified has the dual purpose of improving outcomes for youth 
under probation supervision and strengthening the infrastructure of the unit and the professionalism of 
juvenile placement. 

During the recent CSA Peer Review, peer reviewers described Juvenile Probation placement as 
“understaffed and under supported”. The reviewers identified several related challenges for Juvenile 
Probation including the high number of cases assigned to each PO, the absence of an experienced 
supervising placement officer, and a three-year assignment which means that the specialized knowledge 
gained in this position is lost. Recommendations were made about internal structure including adding a 
second placement officer which would reduce the current (23 cases) caseload, which was accomplished, 
assigned from a dedicated supervisor familiar with the complexities of the placement process for youth 
and adding a support staff person. The single placement officer was responsible for STRTPS, eligibility 
paperwork, RFA, traveling to visit youth throughout the state, and writing Court reports. “There is so much 
more that can be done but with a high caseload there is not enough time…sometimes youth need to see 
you more than once a month.” Assignment to this position should be less than a three-year requirement 
due to the extensive requirements and the placement officer would benefit from more access to social 
services staff. Peers also noted that Probation Officers (POs) received little or no placement training prior 
to entering the unit. Peers recommended ‘shadowing’ senior placement officers prior to transfer and 
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making prior Placement officers available to mentor and provide in house training. Participation in all 
county Placement Advisory Committee training was recommended as a means of developing a peer 
network outside of the county as well. 

At the conclusion of each case review, Probation Officers also were asked for recommendations that 
would help Kings County and Juvenile Probation better meet the needs of youth and improve outcomes. 
Recommendations were solicited in the areas of training, resources, and policies and procedures. 
Probation Officers interviewed were interested in receiving more training on permanency, AB12, 
immigration, and the practices used by Social Services regarding assessment, working with families and 
accessing resources in the community. It was also recommended that training be brought into the 
placement unit and that the entire Juvenile Division be trained on the function of the Placement unit to 
ensure better coordination and consistent communication with families and the court. 

Action Steps 

A. Convene an internal work group to write policy and procedure related to Out of Home Placements to 
include Family Finding and Emergency RFA guide for placements. 

B. Probation Officers will be trained on Unit Policy and Procedures focusing on Family Finding strategies and 
Emergency RFA requirements. 

C. Supervisors will receive additional training in the use of CWS/CMS to assist in monitoring compliance with 
Unit Policy and Procedure regarding out of home placements, visitation, and documentation 
requirements. 

D. Probation Officers will participate in all County monthly Placement Advisory Committee meetings to 
gather information regarding RFA recruitment efforts, emergency placements and Family Finding 
processes. 

E. Reports will be provided quarterly to Division Manager on training completed, policy compliance, and 
progress on outcomes. 

Evaluation 

Adoption of a compressive policy and corresponding procedure setting expectations for the Placement 
unit and supervision will be the foundational measure by which this strategy is evaluated. Dates and 
participation in corresponding training for POs and supervisor will be reported to and monitored at 
Division level. Recommendations regarding Internal organization will be reported to Division Manager 
quarterly and will be measured by permanency outcomes and improved placement stability. 
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Prioritization of Direct Service Needs 

DHS used Kings County’s C - CSFR process, CSA data, and the PSSF funding requirements to prioritize direct 
service needs that would be funded with PSSF funds. The recent CSA shows that the most at-risk 
population for maltreatment continues to be children five years of age and younger. Children under one 
represented the highest number of entries into foster care and had the highest incidence of maltreatment. 
The rate of substantiations was the highest for this group. Ethnicity of these children matched the 
demographic of Kings County with most children being Hispanic. Challenges to families had not changed 
from the prior CSA, e.g., limited employment options, low wages, lack of affordable housing, service not 
distributed throughout the county, and inadequate services for persons primarily Spanish speaking. 

Kings County’s CSW demonstrated that continued attention is needed on the four outcomes that relate 
directly to family strength, capacity, and stability, P1, P2, P3 and P4. These outcomes relate directly to 
service needs and the allocation of CAPIT/CBCAP/PSSF funding. As a result, Kings County plans to allocate 
these funds accordingly. 

Parents As Teachers (PAT) Home Visitation Program 

The population at greatest risk of maltreatment in Kings County continues to be younger children (0 to 5 
years of age) as evidenced by the rate of entry into care. The economic challenges faced by unmarried 
women in Kings County and the significant number of families headed by a single mother, inadequate 
service infrastructure particularly in mental health, and increasing housing insecurity were identified by 
stakeholders as contributing causes (page 131). By providing home visitation services to young parents, 
we hope to identify the barriers and issues that further place this population at high risk of child 
maltreatment. We also hope to engage the parents into services early on to prevent the need for removal 
or court intervention. 

The purpose of this program is to utilize the 5 Protective Factors Framework while providing ongoing 
support to the families in Kings County. Kings County felt that the PAT Model provided the curriculum 
which would most target the needs of our community. The model is evidence-based and has four 
dynamic components to the model: 

1. Personal Visits, 

2. Group Connections, 

3. Resource Network and 

4. Child Screening. 

Parents As Teachers helps to strengthen and support families in order to prevent child abuse and neglect 
while targeting young parents. PAT aids families; provides early, comprehensive support for parents; and 
promotes the development of parenting skills, especially in young parents and parents with very young 
children. The parties will work together to enhance and support the program 's mission, support and 
encourage parents need to help their children develop optimally during the crucial early years of life. The 
PAT program will utilize individuals who are professionally trained in child development and parenting to 
provide services. The PAT educator must complete the PAT foundational and model implementation 
training before delivering PAT services. The PAT educator must possess education equivalent to 
completion of a two-year degree with a minimum of 12 units in early childhood education and 2 years 
of paid or volunteer experience related to community organizing, early childhood education or a 
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related field. The educators must also participate in 2 hours of reflective supervision monthly, at least 
2 hours of staff meetings monthly, obtain competency-based professional development and renew 
parent educator certification annually and participate in continuous quality improvement. 

The goals of PAT are: 

 Increase parent knowledge of early childhood development and improve parenting practices. 

 Provide early detection of developmental delays and health issues. 

 Prevent child abuse and neglect. 

 Increase children's school readiness and school success. 

The primary source of the referrals are made through the Human Services Agency such as from the 
Emergency Response, Family Maintenance, ILP units. We have plans to increase the referral entries 
to include our CALWORKS populations, specifically targeting our young parents being served through 
the CALEARN program. 

Evaluation of the PAT program includes: 

Desired Outcome 

Prevent child maltreatment and injury and improve children’s cognitive and socio-emotional development 
and increase at least one of the protective factors within the family unit. 

Indicators: 

70% of families will increase support and connections within their natural family. 

70% of families will have an increased knowledge of parenting education and child development 

70% of families will complete the recommended timeframe of the voluntary services agreement 

Measures to be used include: 

The Protective Factors Survey (PFS), Ages & Stages Questionnaire (ASQ3), Ages & Stages. 

Questionnaire: Social Emotional (ASQSE), Adult Adolescent Parenting Inventory (AAIP-2) and Parents as 
Teachers Database (Penelope) 

Family Plan Intervention Services 

There are several social, economic, individual, relational, and societal factors that have been shown to 
contribute to the risk of child maltreatment. In Kings County of all children who entered foster care in 
2020, 53.1% (111 of 209) were aged five and under. The age range with the highest percentage of 
substantiations resulting in removal is children under one, at 84.7%. Although children aged 16-17 have a 
low percentage of allegations result in substantiations (4.8%), they have a high percentage of 
substantiations enter foster care (70%). (CSA pages 25-35). 

In addition, according to the Centers for Disease Control, a combination of individual, relational, 
community, and societal factors contribute to the risk of child maltreatment. Certain characteristics have 
been found to increase children’s risk of being maltreated. Risk factors are those characteristics associated 
with child maltreatment—they may or may not be direct causes. The County considers the following risk 
factors when identifying service needs and plans accordingly. 
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Kings County Human Services Agency Emergency Response Social Workers will be actively working with 
identified families with active thirty (30) day family plans. This program will help support families that are 
considered at risk and have one or more risk factors associated with child maltreatment, such as poverty, 
parental substance abuse, young parental age, parental mental health concerns, and parental or child 
disabilities. This program acknowledges that families require different approaches and provides options 
for using family involvement and community resources in case planning and service provision. 

The Emergency workers will be providing the additional services: 

 ER worker will dissect and examine previous child welfare history. They will get an insight to what 
services worked well and what did not in order to make appropriate referrals for services in the 
community. 

The families will be referred to services within the community to strengthen and maintain the 
children in the home. Additionally, the social worker will guide parents through community 
services and the requirements. 

 The ER social worker will make a minimum of 2 additional visits after the initial contact with the 
family. 

 The ER worker will assist the family in locating a strong network of family members or influential 
community members to continue encouraging families after the safety plan or family plan closes. 

If the initial safety plan or family plan is not working, a CFTM will be held in order to determine if additional 
barriers exist and to find solutions. 

The primary outcome of the Family Plan Intervention Services will be to assist families strengthen healthy 
relationships, build a supportive network to prevent further Agency intervention and removal. Families 
have increased access to support and services and strengthened their support network to prevent further 
Agency intervention and removal of children. 

The indicator will be that 70% of all families with family plans will develop strengths and skills without 
further intervention within 30days of initial plan development. This will be measured through the 
development of a Family Plan. A log will be kept of all families that are participating in this program and 
their names will be cross referenced with CWS/CMS to determine if further intervention was required 
after the families’ ER referral was closed. 

A monthly report will be maintained for all families receiving Family Plan Intervention Services. The 
monthly report will include: 

 Number of families served 

 Number of previous referrals/cases 

 Risk factors identified 

 Number of home visits conducted 

 Number of clients successfully exiting services 

 Services to which clients referred. 

Kings County Human Service Agency will have emergency response supervisors maintain the report and 
the assigned program specialist will assist in monitoring outcomes and performance of the program. 
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Champions Parenting Program 

Permanency measure P-4 is defined as “Of all children who enter foster care in a 12-month period who 
discharged within 12 months to reunification, living with a relative(s), or guardianship, what percent re-
enter foster care within 12 months of their discharge?” 

From April 1, 2018, to March 31, 2019, 11.8% (12 of 102) of children re-entered after achieving 
permanency, not meeting the performance standard. The Performance Standard for P4 is 8.3%. 
This is the second period within the past five years that Kings County has been above the 
performance standard (CSA page 115). 

Kings County has a lack of resources, especially mental health services, which serves as a major 
challenge to safety and permanency. As a result of youth needing more intensive services, due 
to the limited number of specialized homes within the county, youth were placed out of county 
which negatively impacted the ability of parents to visit and for the extended family to stay 
connected to the youth during placement (CSA page 96). 

In addition, stakeholders, focus groups, and peers agreed that there were significant gaps in the 
array of services currently available to children, youth, and families in Kings County. Despite the 
hard work and commitment of social workers and community providers, these gaps impact every 
component of child welfare in Kings County from Emergency Response (ER) and family 
maintenance, permanency planning, maintaining stable placements, adoption, and reentry to 
foster care. Lack of resources was a major challenge identified in the CFSR by all stakeholders. 

Champions Recovery Alternative Programs Inc. is an evidence-based family strengthening 
program for the substance use disorder impacted family. The focus is on the entire family unit 
dealing with the robust components of addiction, trauma, violence, and chaos. Focused on 
healthy living, sobriety, healing, boundaries, reunification, stability, and effective 
communication. 

Champions Recovery Alternative Programs has parenting curriculums where clients can be placed 
depending on their initial assessment and needs. The parenting curriculums are: 

 Celebrating Families, an evidence-based, family strengthening program for the substance use 
disorder impacted family. The focus is on the entire family unit dealing with the robust 
components of addiction, trauma, violence, and chaos. Focused on healthy living, sobriety, 
healing, boundaries, reunification, stability, and effective communication. The program is 16 
weeks in duration with a psychoeducational process group approach. 

 Nurturing Parenting is an evidence-based parenting program for mothers. The focus is to help 
mothers improve parenting skills, promote child development and healthy bonding, enhance 
parent-child relationships to improve treatment outcomes & reduce risk of relapse, reduce 
developmental or abuse/neglect risks to children, strengthen relationships, and teaching 
appropriate parenting skills and techniques. The program is 16 weeks in duration with 
psychoeducational process group approach. 

 Strengthening Father Involvement is an evidence-based parenting program for fathers. The focus 
is to help fathers have reduction in aggression and impulsivity in the parenting role, increased 
participation in the parenting role and responsibility taking, a greater empathy and moral 
sensitivity for their children, increased ability to cope with the life stressors, increased support of 
the child's needs, decrease in child abuse and neglect, reduction in intergenerational criminality 
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and violence, and a reduction in recidivism rates for men (including absence from children's life 
or poor role modeling). The program is 16 weeks in duration with psycho-educational process 
group approach. 

The primary outcome of these parenting programs is that parents will increase knowledge of child 
development, have tools to cope with stress, learn alternative forms of discipline and how to build and 
maintain a healthy relationship with their children. The indicator will be 70% of Parents show 
improvement in building supportive relationships with their children. The measure will be Pre & Post 
Adult-Adolescent Parenting Inventory surveys. The participants will be provided with a survey and will be 
offered in both English and Spanish. 

Kings County Human Service Agency has a dedicated program specialist assigned to monitoring 
outcomes and performance of the program. In addition, Kings County Human Services Agency 
has a policy that outlines how to handle programs that are not meeting expectations. The policy 
includes corrective action, mandatory technical assistance, and termination of contract. 

In addition, the following will be enacted: 

 Monthly reports will be shared between Champions Recovery Alternative Programs Inc and the 
Human Services Agency. 

 Monthly meetings will be scheduled to determine performance and to address barriers, referrals, 
and outcomes. 

AspiraNet REACH Program 

The Permanency 3 measure is defined as “Of all children in foster care on the first day of a 12- month 
period, who had been in foster care (in that episode) for 24 months or more, what percent discharged to 
permanency within 12 months of the first day of the 12-month period.” The performance standard for 
this measure 30.3%. During the reporting period, April 1, 2020, to March 31, 2021, 18.3% (11 of 60) of 
children exited to permanency, below (not meeting) the performance standard. Figure 16 shows the 
County has met the performance standard only one time in the past five years (CSA page 113). 

Adoption is an area identified in the focus groups as needing to be strengthened through implementing 
specific Policies and Procedures about state regulations, permanency requirements, and engagement. 
Staffing the adoptions unit with experienced social workers was recommended. Adoptions training is not 
provided prior to transfer into that assignment. Training by the prior social worker while that worker is 
transitioning to another assignment does not provide sufficient guidance to understand a process 
governed by state regulation and detailed procedural requirements. In working an adoption case, the 
impact of caseload on capacity to attune to what is going on in the home was noted. “All of the focus is 
put on people in crisis and all the families handling things a bit better are not getting needs met… if families 
voice concerns, they might not be able to adopt because they are seen as unfit.” Since the start of the 
COVID pandemic, adoption social workers faced extra challenges with finalizing adoptions, with some 
adoptions taking as long as 13 months (CSA page 98). 

AspiraNet REACH Program’s primary goal is to provide ongoing, comprehensive support services to 
families who adopt through child welfare and various other agencies in Kings County. Families who have 
been granted legal guardianship through Kings County are also eligible for services. REACH has the 
capacity to serve guardianship families, families who are considering adoption, families awaiting adoptive 
placement, families with children recently placed in their homes, and experienced adoptive parents. 
Referrals are provided by Kings County Adoptions, AspiraNet staff, other services providers, other REACH 
consumers and self-referrals. Kings REACH Pre and Post Adoption Services program concentrates on 
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providing direct services to families, Pre and Post adoption education, information and outreach, and 
trauma-based training. 

The desired outcomes are: 1) Participants will indicate that they feel more emotional and physical support. 
2) the program will Increase the number of families utilizing each other for support. 3) Adoptive 
parents/legal guardians will be provided with the tools and support to avoid placement disruptions. 

Indicators include: 1) 70% of participants indicate that they feel more emotional and physical support 
after receiving post adoption services. 2) 80% of participants in groups will indicate that they are using 
each other for support outside of support groups. 3) 90% of post-adoptive youth receiving services 
through the Adoption Promotion and Support Services will not be moved or re-enter foster care 
placements. 

Measures will include: 1) AspiraNet will administer the Parent Stress Index (PSI) assessment as a pre and 
post evaluative tool with parents. 2) Satisfaction surveys will be conducted to determine if families are 
utilizing each other for support. 3) AspiraNet REACH will track placement outcomes for children served in 
the Pre-Adoptive and Post-Adoption Support Program. 
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Child Welfare/Probation Initiatives 

Resource Family Approval Program (RFA) 

RFA is a family-friendly and child-centered caregiver approval process that combines elements of the 
current foster parent licensing, relative approval, and approvals for adoption and guardianship processes 
and replaces those prior processes. 

RFA: 

 Is streamlined and eliminates the duplication of existing processes, 

 Unifies approval standards for all caregivers, regardless of the child’s case plan, 

 Includes a comprehensive psychosocial assessment, home environment check, and training for all 
families, including relatives, 

 Prepares families to better meet the needs of vulnerable children in the foster care system; and, 

 Allows seamless transition to permanency. 

The RFA Unit includes foster care licensing, adoption, guardianship, and recruitment services for CWS. 
Kings County Child Welfare also processes applications and assists with the recruitment for our probation 
involved youth. In Kings County the RFA unit consists of one Social Service Supervisor that is experienced 
in multiple areas of Child Welfare. The RFA unit holds six full time Social Worker positions, and one full 
time Office Assistant to support the program. There are currently two vacant Social Worker positions in 
the RFA unit. Although the unit has struggled to maintain five staff, the goal is to maintain the five full-
time social worker positions. Some of the barriers have included staff retiring or resigning and having to 
prioritize staffing in other mandated service areas. 

Relative assessments, licensing standards, and home studies are utilized by CWS staff to ensure children 
are placed with resource families who can provide a safe environment for the child. Families and resource 
families, in partnership with the placing social worker and the RFA social workers work together to ensure 
the placement best meets each child’s individual needs. A suitability determination is completed at the 
time of each placement. The suitability determination is completed by the placing social worker in 
consultation with the RFA social worker. 

As part of retention and recruitment efforts, Kings County RFA Social Workers complete after hours duties. 
Retention and recruitment efforts is one area that Kings is looking at prioritizing in the upcoming years. 
Currently, much like the Emergency Response/Afterhours team, the RFA Social Workers are available to 
respond to the community 24/7. Although RFA Social Workers do not complete the Emergency Placement 
Assessments, they are available to consult with placement workers, establish contact with the family 
immediately after removal and support the family in filing out applications online in BINTI. They are also 
available to the family in the home to jump start the Resource Family Approval process by answering any 
questions they may have, aide the family in filing out applications in BINTI, and provide questions and 
answers regarding Resource Family Approval. 

There are many places where the RFA Program intersects with other program activities. During the initial 
assessment, the RFA Unit assesses the resource family and their supportive services. If a relative is 
identified for the placement of a child, RFA staff will assess the relatives’ ability to meet basic licensing 
standards for care. Training for resource families is valued and mandated by CWS. Each resource family 
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completes a basic training program called Foster Pride, which is vital to a child’s positive transition and 
adjustment to foster care. Foster Pride is offered primarily by RFA staff. Birth parents are welcome to 
partake in the resource family training. 

To help with the flow of communication, Kings County has implemented two key teaming approaches 
which involve RFA staff. Immediately after removal (withing 24-48 hours) a warm hand off is held. This is 
a time for the investigating Social Worker, the newly assigned case carrying social worker, and the RFA 
social worker to come together to talk about key information during the removal. Any known family is 
shared with RFA and RFA is responsible for mobilizing communication and next steps. The RFA unit has 
also implemented a structured RED Team approach to sharing information which brings RFA social 
workers, Emergency Response Social Workers, and Case Carrying Social Workers to the table to discuss 
complex cases, consult on barriers to approval, outline deadlines for approval, and brainstorm around 
how to best support the family throughout the approval process and the life of the case. 

To help support the tribal community, Kings County has two points of contact within the RFA unit for 
collaborating on all tribal homes and native children. This helps streamline communication and attend to 
worries communicated by the tribe or family. 

Memorandum of Understanding (AB 2083 MOU) 

The AB 2083 MOU is an agreement between Kings County Human Services Agency, Kings County 
Behavioral Health, Kings County Department of Probation, Kings County Office of Education, and the 
Central Valley Regional Center, commonly referred to as the “System Partners.” The local tribal partners 
were invited and declined to participate. The MOU is designed to implement an interagency system of 
care to ensure that all public programs for children, youth, and families will provide services in an 
integrated, comprehensive, culturally responsive, and evidence-based/best practice manner, regardless 
of how the family enters the system. 

Development of the MOU occurred with the System Partners in monthly workgroup sessions. System 
Partners continue to meet monthly through the Children’s Interagency Advisory Committee (CIAC) that 
includes executive level leadership to continue to implement and strengthen Kings system of care, address 
systemic barriers to the traditional provision of services and maintain an administrative team with 
collaborative authority over the interrelated services. The MOU established the Interagency Leadership 
Team (ILT), comprised of director level management from the five agencies, that governs the System 
Partners. The ILT meets on a quarterly basis and includes the CIAC who report on the work being done by 
the System Partners, provide information on new initiatives, regulations, programs, and funding sources, 
and discuss identified services barriers and gaps they are facing. 

Currently the CIAC has established a Universal Release of Information (ROI) workgroup. The ROI 
workgroup is developing a single ROI that will be utilized by System Partners to remove communication 
and information sharing barriers commonly experienced due to confidentiality regulations. The CIAC are 
developing interagency policy and procedures related to the Interagency Placement Committee (IPC) to 
ensure the required/appropriate System Partners attend the IPCs and strengthen the overall IPC process 
to better serve the children and families that have suffered severe trauma resulting in the need for 
specialized services, including the determination of placement needs for children exhibiting behaviors 
that are disrupting their placement stability. The CIAC are also addressing barriers related to the Child and 
Family Team (CFT) meetings to ensure that System Partners are at the table to team with the family and 
address emerging issues, provide integrated and coordinated intervention and refine the case plan. 
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Child and Adolescent Needs and Strength (CANS) 

KCHSA is in the initial phase of the implementation of Child and Adolescent Needs and Strength (CANS). 
The CANS Assessments can help guide CWS social workers in conversations among Child and Family Team 
members regarding the well-being of children and youth, identify their strengths and needs, inform and 
support care coordination, aid in case planning activities, and inform decisions about placement. 

All KCHSA Child Welfare social workers are being trained and expected to be certified to administrator the 
Child and Adolescent Needs and Strengths Assessment (CANS). Over 90% of CWS social workers attended 
training facilitated by UC Davis, CDSS, and the Praed Foundation, and have completed the online 
certification process. Child Welfare, Probation, and Behavioral Health Services and youth in out of home 
care with Specialty Mental Health services receive a CANS assessment through the local mental health 
provider. 

With the implementation of CalAim, in July 2022 local MHP will conduct CANS 3.0 Assessments for all 
dependent youth who are screened as needing a comprehensive mental health assessment. Child 
Welfare, Probation, and Behavioral Health are hosting conversations to promote a streamlined approach 
to CANS assessment. Further, County partners have run into barriers with attempting to administer one 
CANS assessment. This is in part due to local MHP completing the CANS 3.0 for their database (Mental 
Health Systems) and CWS completing those IP-CANS using the CARES database. The two versions of CANS 
are not interchangeable. This matter is currently being discussed further with CDSS and DHCS. 

Pathways to Mental Health 

KCHSA, Probation, Kings County Behavioral Health, and the CIAC team are developing a more sustainable 
and coordinated framework for services provided in the community for children, youth, and families. The 
implementation of the AB 2083 MOU and workgroup creation of a universal ROI (Release of Information) 
are important steps in strengthening Kings County’s commitment to a comprehensive approach to 
community services. The CIAC team also meets to clarify and provide guidance on state and federal laws 
and policies as needed to ensure greater consistency in policy and procedure. 

The CIAC team is working on improving the delivery of mental health services in a coordinated, 
comprehensive, community-based fashion that combines service access, planning, delivery, and transition 
consistent with the principles of the Core Practice Model (CPM) through Intensive Care Coordination (ICC), 
Intensive Home-Based Services (IHBS), and Therapeutic Foster Care (TFC). 

Level of Care (LOC) 

The Level of Care protocol commenced in KCHSA on April 1, 2021, for all children and youth in out of home 
care. LOC is a strength-based methodology designed to identify the individual care and supervision needs 
of children in home-based foster care. The score of the assessment translates to an appropriate payment 
rate to support placement. The Social Worker reviews all available documentation, including case records, 
Court reports, mental health assessments, medical and school records, and child and Family Team 
meeting notes. The LOC is completed within 45 days of the initial placement, at every placement change, 
and when requested by the substitute care providers. LOC is also to be completed when there is a change 
in a youth/child behavior or condition that indicates the need to provide a higher LOC and/or supervision. 
Aside from new social workers who are scheduled to receive this training, all KCKCHSA Child Welfare social 
workers and supervisors have been trained on the administration of the Level of Care Protocol. 
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Quality Parenting Initiative (QPI) 

The Quality Parenting initiative, a strategy of the Youth Law Center, is an approach to strengthening foster 
care — refocusing on excellent parenting for all children in the child welfare system. It was launched in 
2008 in Florida, and as of 2018, over 75 jurisdictions in ten states (California, Florida, Illinois, Louisiana, 
Minnesota, Nevada, Ohio, Pennsylvania, Texas, and Wisconsin) have adopted the QPI approach. 

Kings County believes in the QPI approach and philosophy. To thrive, all children and youth need excellent 
parenting. When parents can’t care for their children, Resource Parents must be able to provide the loving, 
committed, skilled care that the child needs, in partnership with the system, to ensure children and youth 
thrive. Both the caregiver’s parenting skills and the system’s policies and practices should be based on 
child development research, information, and tools. QPI is based on five core principles: 

1. Excellent parenting is the most important service we can provide to children and youth in care. 
Children need families, not beds. 

2. Child development and trauma research indicates that children need constant, consistent 
effective parenting to grow and reach their full potential. 

3. Each community must define excellent parenting for itself. 

4. Policy and practice must be changed to align with the definition. 

5. Participants in the system are in the best position to recommend and implement that change. 

Kings County has faced some challenges with full implementation of QPI. Prior to the Covid Pandemic, QPI 
quarterly meetings were taking place in person at the Agency. The meetings included Resources Families, 
agency staff, biological parents, youth, and other community partners. The quarterly meetings were 
facilitated in English and Spanish, and this helped strengthen the lines of communication and partnership 
with everyone at the table. Kings County started a Resource Parent Support Group that met monthly to 
continue intergraded approaches to supporting resource families. 

During the Covid Pandemic all the meetings ceased. Although a couple of meetings were scheduled 
virtually, Resource Parents preferred the in-person meetings. 

Family First Prevention Services Act (FFPSA) Part IV 

Kings County has fully adopted regulations under Act (FFPSA), Section 672(k)(4)(F) of Title 42 of the United 
States Code, which requires six months of aftercare services to be provided to youth exiting Qualified 
Residential Treatment Programs (QRTPs). Kings County implemented FFPSA Part IV congregate 
requirements on or before October 1, 2021. 

Kings County Human Services Agency will ensure CWS staff are following new requirements for youth 
being placed in residential treatment programs and ensuring that consistent oversight is being provided 
for intensive and trauma-based services. KCHSA has already updated policy and practice to come into 
compliance with the new regulations of part IV. KCHSA case plans are incorporating the provision that 
youth placed in STRTPs have a case plan supporting at least six months of post-discharge aftercare 
services. 

KCHSA has also partnered with Kings Behavioral Health to ensure that a full CANS assessment has been 
completed and utilized in CFTS, as well as having a qualified individual assessment performed on youth at 
the onset of STRTP placements. 
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In addition, KCHSA has submitted the County WRAPAROUND plan in collaboration with Kings County 
Behavioral Health and the Probation Department. KCHSA continues to work in collaboration with our 
community partners to develop a High-Fidelity Wrap program by October 1, 2023. The High-Fidelity Wrap 
Plan will follow guidance pursuant to statute and will align with the ten Wraparound Principles, comply 
with the California Wraparound Standards currently specified in ACIN I-52-15, and support each child’s 
permanency plan. 

Kings County has opted in to the FFPSA Part 1 and is in the process of developing the Comprehensive 
Prevention Plan (CPP). Kings County has identified the priority population for Family First Prevention 
Services as those families with children age 0-5 years who are at imminent risk of entering foster care. On 
November 26th Kings County convened a stakeholder meeting that was attended by approximately 40 
members of the Kings County community. This convening included participants from county agencies such 
as Behavioral Health, Probation, County Office of Education, First 5, community-based organizations, RFA 
parents, and youth and parents with lived experience. Tribal representative was unable to attend the 
convening but did add their feedback afterward and are invested in continuing their involvement in the 
FFPS process. 

At the stakeholder meeting a capacity assessment, needs assessment and asset mapping were conducted 
during this meeting which are being utilized to identify the services that will provide a continuum of 
primary, secondary, and tertiary prevention, intervention strategies and services for the selected priority 
population. 

Kings County has made a commitment to the stakeholder group to communicate the decisions made to 
complete the CPP and to establish ongoing stakeholder meetings to shared information on prevention 
services and other data related to the well-being of children and families in Kings County. 
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Performance Goals 

Child Welfare 

Priority Outcome Measure or Systemic Factor: 

P-1 Permanency in 12 months (Entering Foster Care) 

Of all children who enter foster care in a 12-month period, what percent discharged to 
permanency within 12 months of entering foster care? 

Performance Standard: 40.5% 

CSA Baseline Performance Q4 2020: 44.4% 

SIP Baseline Performance Q1 2021: 37.6 % 

Target Improvement Goal: 40.5% 

Year 1 – increase to 38.3% 

Year 2 – increase to 39.0% 

Year 3 – increase to 39.8% 

Year 4 – increase to 40.5% 

Priority Outcome Measure or Systemic Factor: 

P-3 Permanency in 12 months (24+ months) 

Of all children in foster care on the first day of a 12- month period, who had been in foster 
care (in that episode) for 24 months or more, what percent discharged to permanency within 
12 months of the first day of the 12-month period? 

Performance Standard: 37.3% 

CSA Baseline Performance Q4 2020: 22.0% 

SIP Baseline Performance Q1 2021: 18.3% 

Target Improvement Goal: 37.3% 

Year 1 – increase to 23.05% 

Year 2 – increase to 27.8% 

Year 3 – increase to 32.55% 

Year 4 – increase to 37.3% 
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Probation 

Priority Outcome Measure or Systemic Factor: 

P-1 Permanency in 12 months (Entering FC) 

Of all children who enter foster care in a 12-month period, what percent discharged to permanency 
within 12 months of entering foster care? 

Performance Standard: 40.5% 

CSA Baseline Performance Q4 2020: 12.5% 

SIP Baseline Performance Q1 2021: 0% 

Target Improvement Goal: 40.5% 
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Attachment A: Child Welfare SIP Chart 

CWS Strategy 1: 
Create and implement a retention plan for staff. 

 CAPIT 
 CBCAP 
 PSSF 

 NA 

Applicable Outcome Measure(s) and/or Systemic Factor(s): 
P-1 Permanency in 12 months (Entering Foster Care) 
P-3 Permanency in 12 months (24+ months) 

 Title IV-E Child Welfare Waiver Demonstration Capped 
Allocation Project. 

Action Steps: Implementation Date: Completion Date: Person Responsible: 

A. The Staff Retention Workgroup will develop a staff 
retention survey and plan. (i.e. social workers, 
supervisors, program managers) 

October 2023 November 2024 and 
ongoing 

Staff Retention Workgroup 

B. The staff development supervisor will send the survey 
semi-annually to the line staff and gather data on exit 
interviews to prepare the outcome report for the Staff 
Retention Workgroup.  

November 2023 November 2023 and semi-
annually 

Staff Development Supervisor  

C. The Staff Retention Workgroup will review the survey 
and exit data to prepare a recommendation to the Child 
Welfare Leadership Team (CWLT). 

December 2023 December 2023 and 
quarterly thereafter 

Staff Retention Workgroup 

D. CWLT will review the recommendation from the Staff 
Retention Workgroup.  

January 2024 February 2024 and 
quarterly thereafter 

Child Welfare Leadership Team 
(CWLT)  

E. CWLT will report back to the Staff Retention Workgroup 
on their decision and what action steps will be required 
to achieve the desired outcomes.  

February 2024 March 2024 and quarterly 
thereafter  

CWLT 

F. Induction training will be modified according to the plan 
to better meet the needs of the new social workers, 
including training on internal agency processes, unit 
expectations, and learning resources.  

April 2024 May 2024 Staff Development Supervisor  
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CWS Strategy 2: 
Establish and Implement Purposeful Placement 
Policy, procedures, and practice tips, to include 
Implementation a Permanency Solutions Team 
(PST) to provide solutions for youth and families 
with complex needs. 

 CAPIT 
 CBCAP 
 PSSF 
 N/A 

Applicable Outcome Measure(s) and/or Systemic Factor(s): 
P-1 Permanency in 12 months after entry into foster care. 
 
 Title IV-E Child Welfare Waiver Demonstration Capped Allocation 
Project. 

Action Steps: Implementation Date: Completion Date: Person Responsible: 

A. Update the Placement Decisions and 
Requirements policy and procedures for 
initial and ongoing placements.  

October 2023  November 2023 Child Welfare Leadership Team 

B. Incorporate the policy into initial and ongoing 
training for resource families. 

November 2023 November 2023 Child Welfare RFA Supervisor 

C. Train all staff on revised policy, procedures, 
and practice. 

December 2024 March 2024 Child Welfare Supervisors 

D. Establish a Permanency Solutions Team (PST) 
which will model CDSS’s Child Specific 
Technical Assistance calls. PST will review 
complex cases, when to identify barriers to 
placement, services, and preservation, and 
will allow for the collaborative creation of 
steps.  

January 2024 March 2024 Child Welfare Management Team & 
Child Welfare Leadership Team 

E. PST will establish the criteria for cases, 
mirroring CDSS’s Child Specific TA calls, which 
will then be considered the process for 
reviewing these cases.  

March 2024 June 2024 Child Welfare Management Team & 
Child Welfare Leadership Team 

F. Develop policy and train staff on the purpose 
and use of PST. 

September 2024 December 2024 Child Welfare Leadership Team 

G. PST will review cases according to policy and 
criteria.  

January 2025 June 2025 and Ongoing Child Welfare Leadership Team 

H. Monitor progress using supervision, CFSR 
case review and Safe Measures to create a 
feedback loop to help guide leadership and 
staff.  

January 2025  March 2025 and Ongoing  Child Welfare Case Review Team 

I. PST will be reviewed quarterly to identify 
which practices were successful in meeting 

April 2025 November 2025 and 
Ongoing 

Child Welfare Leadership Team  
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intended goals and update policy and training 
as needed.  

J. Develop internal processes that makes 
necessary adjustments to practice, including 
supervision and training to reinforce 
purposeful placement and use of PST. 

March 2025 June 2025 and Ongoing Child Welfare Case Review Team & Child 
Welfare Management Team 
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Attachment B: Probation SIP Chart 

Probation Strategy 1: 
Strengthen the internal capacity of the Juvenile Probation 
placement unit to improve permanency outcomes for youth 
with a placement order as an ongoing process and for on-
boarding. 

 CAPIT 

 CBCAP 

 PSSF 

 N/A 

Applicable Outcome Measure(s) and/or Systemic 
Factor(s): 

P-1 Permanency in 12 months (Entering Foster Care) 

 

 Title IV-E Child Welfare Waiver Demonstration 
Capped Allocation Project. 

Action Steps: Implementation Date: Completion Date: Person Responsible: 

A. Convene an internal work group to write policy and 
procedure related to Out of Home Placements to include 
Family Finding and Emergency RFA guide for placements.  

April 2023 October 2023 Placement Supervisor and 
Division Manager 

B. Probation Officers will be trained on Unit Policy and 
Procedures focusing on Family Finding strategies and 
Emergency RFA requirements.  

October 2023 February 2024 Placement Supervisor and 
Division Manager 

C. Supervisors will receive additional training in the use of 
CWS/CMS to assist in monitoring compliance with Unit 
Policy and Procedure regarding out of home 
placements, visitation, and documentation 
requirements.  

October 2023 December 2023 KCHSA CWS/CMS 

D. Probation Officers will participate in all County monthly 
Placement Advisory Committee meetings to gather 
information regarding RFA recruitment efforts, 
emergency placements and Family Finding processes.  

May 2023 Ongoing Placement Supervisor 

E. Reports will be provided quarterly to the Division 
Manager on training completed, policy compliance, and 
progress on outcomes. 

January 2024 Ongoing Placement Supervisor 
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Attachment C: CAPIT/CBCAP/PSSF Expenditure Workbook 

(1) DATE 
SUBMITTED: 

9/23/22   (2) DATES FOR THIS 
WORKBOOK 

7/1/22 thru 6/30/26 (3) DATE APPROVED BY 
OCAP 

11/18/22 

(4) COUNTY: Kings (5) PERIOD OF SIP: 8/1/21 thru 7/3/26  (6) 
YEARS:  

1-5 

Internal Use Only  

 

(7) ALLOCATION (Use the latest Fiscal or All County Information Notice for Allocation): 
 

CAPIT: 

$ 81,308 
 

CBCAP: 

 

$20,541 

 

PSSF: 

$167,472 
 

 
 

Program Name 
Applies to CBCAP 

Programs Only Name of Service Provider 

Service 
Provider is 
Unknown, 

Date 
Revised 

Workbook 
to be 

Submitted 
to OCAP 

CAPIT CBCAP PSSF OTHER 
SOURCES 

NAME OF 
OTHER 

TOTAL 

D
ollar am

ount to be spent on 
CAPIT Program

s 

CAPIT is used for 
Adm

inistration 

D
ollar am

ount to be spent on 
CBCAP Program

s 

CBCAP is used for 
Adm

inistration 

D
ollar am

ount to be spent on 
Fam

ily Preservation 

D
ollar am

ount to be spent on 
Fam

ily Support 

D
ollar am

ount to be spent on 
Tim

e-Lim
ited Reunification 

D
ollar am

ount to be spent on 
Adoption Prom

otion &
 

pport 

D
ollar am

ount of PSSF 
allocation to be spent on PSSF 
activities (Sum

 of colum
ns G

1- 
G4) 

PSSF is used for 
Adm

inistration 

Dollar 
amount 

from other 
sources 

List the 
name(s) of 
the other 
funding 

source(s) 

Total dollar 
amount to be 
spent on this 
Program (Sum 
of Columns E, 

F, G5) 

A B C D1 D2 E1 E2 F1 F2 G1 G2 G3 G4 G5 G6 H1 H2 I 
1 Aspiranet REACH  Aspiranet  $0  $0  $0 $0 $0 $34,494 $34,494  $0  $34,494 
2 Parents As Teachers (PAT) Parent Leadership Kings County First 5  $81,308  $20,541  $0 $0 $0 $0 $0  $0  $101,849 

3 Champions Parenting 
Program 

Champions Parenting 
Program 

Champions  $0  $0  $33,494 $0 $33,494 $0 $66,988  $0  $66,988 

4 
Family Plan Intervention 

Services  Human Services Agency  $0  $0  $0 $33,494 $0 $0 $33,494  $0  $33,494 

5       $0  $0 $0 $0 $0 $0  $0  $0 
6     $0  $0  $0 $0 $0 $0 $0  $0  $0 
7     $0  $0  $0 $0 $0 $0 $0  $0  $0 
8     $0  $0  $0 $0 $0 $0 $0  $0  $0 
9     $0  $0  $0 $0 $0 $0 $0  $0  $0 

10     $0  $0  $0 $0 $0 $0 $0  $0  $0 
11     $0  $0  $0 $0 $0 $0 $0  $0  $0 
12     $0  $0  $0 $0 $0 $0 $0  $0  $0 
13     $0  $0  $0 $0 $0 $0 $0  $0  $0 
14     $0  $0  $0 $0 $0 $0 $0  $0  $0 
15     $0  $0  $0 $0 $0 $0 $0  $0  $0 

 Totals    $81,308  $20,541  $33,494 $33,494 $33,494 $34,494 $134,976  $0  $236,825 

 25% 25% 25% 26% 100% Rev. 9/2013 
 

Source: https://d.docs.live.net/7c88d050e3cfbe75/Public/SVC OD Office Directory/SVC OD Office Directory Master/0 Counties/Kings (Kings)/Kings SIP/Master/Copy of Kings 
Expenditure Workbook CAPIT CBCAP Budget 2022.OCAPReview.12-5-2022.xlsx Page 1 of 1 
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Attachment D: CAPIT/CBCAP/PSSF Program & Evaluation Description 

PROGRAM DESCRIPTION 

PROGRAM NAME: 

Aspiranet REACH Program Family Plan Intervention Services – Line 14 of the Expenditure Workbook 

SERVICE PROVIDER 

Aspiranet 

Human Services Agency Emergency Response Social Workers 

PROGRAM DESCRIPTION 

Aspiranet REACH Program’s primary goal is to provide ongoing, comprehensive support services to 
families who adopt through child welfare and various other agencies in Kings County. Families who have 
been granted legal guardianship through Kings County are also eligible for services. REACH has the 
capacity to serve guardianship families, families who are considering adoption, families awaiting adoptive 
placement, families with children recently placed in their homes, and experienced adoptive parents. 
Referrals are provided by Kings County Adoptions, Aspiranet staff, other services providers, other REACH 
consumers and self-referrals. Kings REACH Pre- and Post-Adoption Services program concentrated on 
providing direct services to families, Pre- and Post-adoption education, information and outreach, and 
trauma-based training. 

Kings County Human Services Agency Emergency Response Social Workers will be actively 
working with identified families with active thirty (30) day family plans. This program will help 
support families that are considered at risk and have one or more risk factors associated with 
child maltreatment, such as poverty, parental substance abuse, young parental age, parental 
mental health concerns, and parental or child disabilities. This program acknowledges that 
families require different approaches and provides options for using family involvement and 
community resources in case planning and service provision. 

The Emergency workers will be providing the additional acute services: 

A. ER worker will dissect and examine previous child welfare history. They will get an insight 
to what services worked well and what did not in order to make appropriate referrals for 
services in the community. 

B. The families will be referred to services within the community to strengthen and maintain 
the children in the home. Additionally, the social worker will guide parents through 
community services and the requirements. 

C. The ER social worker will make a minimum of 2 additional visits after the initial contact 
with the family. 

D. The ER worker will assist the family in locating a strong network of family members or 
influential community members to continue encouraging families after the safety plan or 
family plan closes. 
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E. If the initial safety plan or family plan is not working, a CFTM will be held in order to 
determine if additional barriers exist and to find solutions. 

Definitions: 

Safety plan: A safety plan is co-created with the family (and any relevant 3rd party person who has 
significant access and connection to the child) that mitigates risk to the children by involving network 
members who support the family’s ability to take explicit actions that protect the children from danger. 
This safety plan will be monitored and “in place” until the referral is closed (30 days) or until it is replaced 
by either an ER Case Plan or until another intervention decision must be made. A safety plan involves 
having a CFTM prior with the family who had an identified safety threat on an investigation. 

FUNDING SOURCES 

SOURCE LIST FUNDED ACTIVITIES 

CAPIT  

CBCAP  

PSSF Family Preservation  

PSSF Family Support  

PSSF Family Reunification  

PSSF Adoption Promotion and Support  Case management 
 Peer support 
 Basic needs and concrete supports 
 Respite activities 

OTHER Source(s):  
 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

P3-Permanency in 12 Months (In Care 24 Months or More) 

This measure is defined as “Of all children in foster care on the first day of a 12- month period, who had 
been in foster care (in that episode) for 24 months or more, what percent discharged to permanency 
within 12 months of the first day of the 12-month period.” The performance standard for this measure 
30.3%. During the reporting period, April 1, 2020, to March 31, 2021, 18.3% (11 of 60) of children exited 
to permanency, below (not meeting) the performance standard. Figure 16 shows the County has met the 
performance standard one time in the past five years (CSA page 113). 

Adoption is an area identified in the focus groups as needing to be strengthened through implementing 
specific policies and procedures about state regulations, permanency requirements, and engagement. 
Staffing the adoptions unit with experienced social workers was recommended. Adoptions training is not 
provided prior to transfer into that assignment. Training by the prior social worker while that worker is 
transitioning to another assignment does not provide sufficient guidance to understand a process 
governed by state regulation and detailed procedural requirements. In working an adoption case, the 
impact of caseload on capacity to attune to what is going on in the home was noted. “All of the focus is 
put on people in crisis and all the families handling things a bit better are not getting needs met… if families 
voice concerns, they might not be able to adopt because they are seen as unfit.” Since COVID-19, adoption 
social workers faced extra challenges with finalizing adoptions, with some adoptions taking as many as 13 
months (CSA page 98). 
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TARGET POPULATION 

Adoptive family, a prospective adoptive family, or families where guardianship has been decided as the 
long-term plan. 

Kings County had a lack of resources, especially mental health services as a major challenge to 
permanency. Youth needing more intensive services, due to the limited number of specialized homes, 
youth were placed out of county which negatively impacted the ability of parents to visit and for the 
extended family to stay connected to the youth during placement (CSA page 96). 

In addition, according to the Centers for Disease Control, a combination of individual, relational, 
community, and societal factors contribute to the risk of child maltreatment. Certain characteristics have 
been found to increase children’s risk of being maltreated. Risk factors are those characteristics associated 
with child maltreatment—they may or may not be direct causes. The County considers the following risk 
factors when identifying service needs and plans accordingly. There are a number of social, economic, 
individual, relational, and societal factors that have been shown to contribute to the risk of child 
maltreatment. In Kings County of all children who entered foster care in 2020, 53.1% (111 of 209) were 
aged five and under. The age range with the highest percentage of substantiations resulting in removal is 
children under one, at 84.7%. Although children aged 16-17 have a low percentage of allegations result in 
substantiations (4.8%), they have a high percentage of substantiations enter into foster care (70%). (CSA 
pages 25-35). 

TARGET POPULATION 

Vulnerable families at risk of entering the Child Welfare System due to abuse or neglect. 

TARGET GEOGRAPHIC AREA 

All Kings County regions (Hanford, Lemoore, Armona, Stratford, Corcoran, Avenal, and Kettleman City). 

TIMELINE 

Kings County Child and Family Services Review System Improvement Plan’s current timespan is December 
2022-December 20262025. 

EVALUATION 

PROGRAM OUTCOME(S) AND MEASUREMENT & QUALITY ASSURANCE (QA) MONITORING 

Desired Outcome Indicator Source of Measure Frequency 

Participants will indicate 
that they feel more 
emotional and physical 
support. 

70% of participants 
indicate that they feel 
more emotional and 
physical support after 
receiving post adoption 
services. 

The Contractor will 
utilize the Parent Stress 
Index (PSI) assessment 
as a pre and post 
evaluative tool with 
parents. 

At least twice every 
year. 

Increase the number of 
families utilizing each 
other for support. 

80% of participants in 
groups will indicate that 
they are using each 
other for support 
outside of support 
groups. 

Satisfaction surveys to 
determine if families are 
utilizing each other for 
support. 

At least twice a year. 
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Adoptive parents/legal 
guardians are provided 
with the tools and 
support to avoid 
placement disruptions. 

90% of post-adoptive 
youth receiving services 
through the Adoption 
Promotion and Support 
Services will not be 
moved or re-enter 
placement. 

Aspirant REACH will 
track placement 
outcomes for children 
served in the Pre-
Adoptive and Post-
Adoption Support 
Program. Intensive 
support services and 
linkages to community 
resources will be 
implemented to 
stabilize family systems 
and keep families intact. 

Monthly. 

Quality Assurance (QA) Monitoring 

Kings County Human Service Agency has a dedicated program specialist assigned to monitoring 
outcomes and performance of the program. In addition, Kings County Human Services Agency has a 
policy that outlines how to handle programs that are not meeting expectations. The policy includes 
corrective action, mandatory technical assistance, and termination of contract. 
In Addition, the following will be enacted: 

 Monthly reports will be shared between Aspiranet REACH Program and the Human Services 
Agency. 

 Monthly meetings will be scheduled to determine performance and to address barriers, 
referrals, and outcomes. 

 

CLIENT SATISFACTION 

Method or Tool Frequency Utilization Action 

Parent Stress Index (PSI) 
assessment. 
 

Pre and post evaluative 
tool with Adoption 
parents /legal guardian. 

Surveys will be reviewed 
with CAPCC during the 
monthly meetings and 
will feed into the OCAP 
yearly report. 

Kings County Human 
Agency will analyze 
suggestions, gaps in 
services and/or target 
population identified. 
This information will 
help inform future 
decisions such as where 
to outreach and how to 
modify training or 
resources. 
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PROGRAM DESCRIPTION 

PROGRAM NAME: 

Champions Parenting Program (Aspiranet REACH) – Line 31 of the Expenditure Workbook 

SERVICE PROVIDER 

 Champions Recovery Alternative Programs Inc 

 Aspiranet 

PROGRAM DESCRIPTION 

Aspiranet REACH Program’s primary goal is to provide ongoing, comprehensive support services to 
families who adopt through child welfare and various other agencies in Kings County. Families who have 
been granted legal guardianship through Kings County are also eligible for services. REACH has the 
capacity to serve guardianship families, families who are considering adoption, families awaiting adoptive 
placement, families with children recently placed in their homes, and experienced adoptive parents. 
Referrals are provided by Kings County Adoptions, Aspiranet staff, other services providers, other REACH 
consumers and self-referrals. Kings REACH Pre and Post Adoption Services program concentrates on 
providing direct services to families, Pre and Post adoption education, information and outreach, and 
trauma-based training. 

FUNDING SOURCES 

Champions Recovery Alternative Programs Inc. is an evidence-based family strengthening program for the 
substance use disorder impacted family. The focus is on the entire family unit dealing with the robust 
components of addiction, trauma, violence, and chaos. Focused on healthy living, sobriety, healing, 
boundaries, reunification, stability, and effective communication. 

Champions Recovery Alternative Programs has parenting curriculums where clients can be placed 
depending on their initial assessment and needs. The parenting curriculums are: 

Celebrating Families is an evidence-based family strengthening program for the substance use disorder 
impacted family. The focus is on the entire family unit dealing with the robust components of addiction, 
trauma, violence, and chaos. Focused on healthy living, sobriety, healing, boundaries, reunification, 
stability, and effective communication. The program is 16 weeks in duration with a psychoeducational 
process group approach. 

Nurturing Parenting is an evidence-based parenting program for mothers. The focus is to help mothers 
improve parenting skills, promote child development and healthy bonding, enhance parent-child 
relationships to improve treatment outcomes & reduce risk of relapse, reduce developmental or 
abuse/neglect risks to children, strengthen relationships, and teaching appropriate parenting skills and 
techniques. The program is 16 weeks in duration with psychoeducational process group approach. 

Strengthening Father Involvement is an evidence-based parenting program for fathers. The focus is to 
help fathers have reduction in aggression and impulsivity in the parenting role, increased participation in 
the parenting role and responsibility taking, a greater empathy and moral sensitivity for their children, 
increased ability to cope with the life stressors, increased support of the child's needs, decrease in child 
abuse and neglect, reduction in intergenerational criminality and violence, and a reduction in recidivism 
rates for men (including absence from children's life or poor role modeling). The program is 16 weeks in 
duration with psychoeducational process group approach. 
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FUNDING SOURCES 

SOURCE LIST FUNDED ACTIVITIES 

CAPIT  

CBCAP  

PSSF Family Preservation  Behavioral Health, Mental Health Services 

 Peer Support 

 Parenting Education 

 Basic Needs and Concrete Supports 

 Enhancing child development skills 

 Coping with stress 

PSSF Family Support  

PSSF Family Reunification  Behavioral Health, Mental Health Services 

 Peer Support 

 16-week parenting session 

 Self-referral process 

 Community referrals 

PSSF Adoption Promotion and Support  

OTHER Source(s):  

 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

P4-Re-entry to Foster Care in 12 Months 

The Performance Standard for P4 is 8.3%. During this period, April 1, 2018, to March 31, 2019, 11.8% (12 
of 102) of children re-entered after achieving permanency, not meeting the performance standard. Over 
the past five years, the Kings County has fluctuated above and below the performance standard (CSA page 
115). 

In addition, stakeholders, focus groups, and peers agreed that there were significant gaps in the array of 
services currently available to children, youth, and families in Kings County. Despite the hard work and 
commitment of social workers and community providers, these gaps impact every component of child 
welfare in Kings County from Emergency Response (ER) and family maintenance, permanency planning, 
maintaining stable placements, adoption, and reentry to foster care. Lack of resources was a major 
challenge identified in the CFSR by all stakeholders. 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

P3-Permanency in 12 Months (In Care 24 Months or More) 

This measure is defined as “Of all children in foster care on the first day of a 12- month period, who had 
been in foster care (in that episode) for 24 months or more, what percent discharged to permanency 
within 12 months of the first day of the 12-month period.” The performance standard for this measure 
30.3%. During the reporting period, April 1, 2020, to March 31, 2021, 18.3% (11 of 60) of children exited 
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to permanency, below (not meeting) the performance standard. Figure 16 shows the County has met the 
performance standard one time in the past five years (CSA page 113). 

Adoption is an area identified in the focus groups as needing to be strengthened through implementing 
specific Policies and Procedures about state regulations, permanency requirements, and engagement. 
Staffing the adoptions unit with experienced social workers was recommended. Adoptions training is not 
provided prior to transfer into that assignment. Training by the prior social worker while that worker is 
transitioning to another assignment does not provide sufficient guidance to understand a process 
governed by state regulation and detailed procedural requirements. In working an adoption case, the 
impact of caseload on capacity to attune to what is going on in the home was noted. “All of the focus is 
put on people in crisis and all the families handling things a bit better are not getting needs met… if families 
voice concerns, they might not be able to adopt because they are seen as unfit.” Since Covid, adoption 
social workers faced extra challenges with finalizing adoptions, with some adoptions taking as many as 13 
months (CSA page 98). 

TARGET POPULATION 

At risk families and families involved with CPS and Probation. 

Adoptive family, a prospective adoptive family, or families where guardianship has been decided as the 
long-term plan. 

TARGET GEOGRAPHIC AREA 

All Kings County regions (Hanford, Lemoore, Armona, Stratford, Corcoran, Avenal, and Kettleman City). 

TIMELINE 

Kings County Child and Family Services Review System Improvement Plan’s current timespan is December 
2022-December 2026.2025. 

EVALUATION 

PROGRAM OUTCOME(S) AND MEASUREMENT & QUALITY ASSURANCE (QA) MONITORING 

Desired Outcome Indicator Source of Measure Frequency 

Parents will increase 
knowledge of child 
development, have 
tools to cope with 
stress, learn alternative 
forms of discipline, and 
how to build and 
maintain a healthy 
relationship with their 
children. 

70% of parents show 
improvement in building 
supportive relationships 
with their children. 

Pre & Post Adult-
Adolescent Parenting 
Inventory Surveys. The 
participants are 
provided with a survey. 
The survey will be 
offered in both English 
and Spanish. 

Completed by 
participants at program 
entry & exit. 
The clients are 
monitored for 12 
months after 
completion of the 
program. 

Quality Assurance (QA) Monitoring 

Kings County Human Service Agency has a dedicated program specialist assigned to monitoring 
outcomes and performance of the program. In addition, Kings County Human Services Agency has a 
policy that outlines how to handle programs that are not meeting expectations. The policy includes 
corrective action, mandatory technical assistance, and termination of contract. 
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In Addition, the following will be enacted: 

 Monthly reports will be shared between Champions Recovery Alternative Programs Inc and the 
Human Services Agency. 

 Monthly meetings will be scheduled to determine performance and to address barriers, 
referrals, and outcomes. 

 

CLIENT SATISFACTION 

Method or Tool Frequency Utilization Action 

Satisfaction Survey. Completed by fathers 
after each parenting 
class & at end of 
session. 

Surveys reviewed after 
each session and also 
with CAPCC during the 
monthly meetings and 
will feed into the OCAP 
yearly report. 

Identified problem areas 
will be addressed by 
staff, as appropriate to 
resolve issues and 
ensure continuous 
quality improvement. 
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PROGRAM DESCRIPTION 

PROGRAM NAME: 

Family Plan Intervention Services Aspiranet REACH Program – Line 41 of the Expenditure Workbook 

SERVICE PROVIDER 

Human Services Agency Emergency Response Social Workers 

Aspiranet 

PROGRAM DESCRIPTION 

Aspiranet REACH Program’s primary goal is to provide ongoing, comprehensive support services to 
families who adopt through child welfare and various other agencies in Kings County. Families who have 
been granted legal guardianship through Kings County are also eligible for services. REACH has the 
capacity to serve guardianship families, families who are considering adoption, families awaiting adoptive 
placement, families with children recently placed in their homes, and experienced adoptive parents. 
Referrals are provided by Kings County Adoptions, Aspiranet staff, other services providers, other REACH 
consumers and self-referrals. Kings REACH Pre and Post Adoption Services program concentrates on 
providing direct services to families, Pre and Post adoption education, information and outreach, and 
trauma-based training. 

FUNDING SOURCES 

Kings County Human Services Agency Emergency Response Social Workers will be actively working with 
identified families with active thirty (30) day family plans. This program will help support families that are 
considered at risk and have one or more risk factors associated with child maltreatment, such as poverty, 
parental substance abuse, young parental age, parental mental health concerns, and parental or child 
disabilities. This program acknowledges that families require different approaches and provides options 
for using family involvement and community resources in case planning and service provision. 

The Emergency workers will be providing the additional acute services: 

A. ER worker will dissect and examine previous child welfare history. They will get an insight to 
what services worked well and what did not in order to make appropriate referrals for services 
in the community. 

B. The families will be referred to services within the community to strengthen and maintain the 
children in the home. Additionally, the social worker will guide parents through community 
services and the requirements. 

C. The ER social worker will make a minimum of two additional visits after the initial contact with 
the family. 

D. The ER worker will assist the family in locating a strong network of family members or influential 
community members to continue encouraging families after the safety plan or family plan 
closes. 

E. If the initial safety plan or family plan is not working, a CFTM will be held to determine if 
additional barriers exist and to find solutions. 

Definitions: 

Safety plan: A safety plan is co-created with the family (and any relevant third party person who has 
significant access and connection to the child) that mitigates risk to the children by involving network 
members who support the family’s ability to take explicit actions that protect the children from danger. 
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This safety plan will be monitored and “in place” until the referral is closed (30 days) or until it is replaced 
by either an ER Case Plan or until another intervention decision must be made. A safety plan involves 
having a CFTM prior with the family who had an identified safety threat on an investigation. 

FUNDING SOURCES 

SOURCE LIST FUNDED ACTIVITIES 

CAPIT  

CBCAP  

PSSF Family Preservation  

PSSF Family Support  Case Management 
 Referring children and families to community-

based service providers 
 Collaborating with service providers and 

stakeholders to prevent child abuse and neglect 

PSSF Family Reunification  

PSSF Adoption Promotion and Support  

OTHER Source(s):  
 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

Kings County had a lack of resources, especially mental health services as a major challenge to 
permanency. Youth needing more intensive services, due to the limited number of specialized homes, 
youth were placed out of county which negatively impacted the ability of parents to visit and for the 
extended family to stay connected to the youth during placement (CSA page 96). 

In addition, according to the Centers for Disease Control, a combination of individual, relational, 
community, and societal factors contribute to the risk of child maltreatment. Certain characteristics have 
been found to increase children’s risk of being maltreated. Risk factors are those characteristics associated 
with child maltreatment—they may or may not be direct causes. The County considers the following risk 
factors when identifying service needs and plans accordingly. There are a number of social, economic, 
individual, relational, and societal factors that have been shown to contribute to the risk of child 
maltreatment. In Kings County of all children who entered foster care in 2020, 53.1% (111 of 209) were 
aged five and under. The age range with the highest percentage of substantiations resulting in removal is 
children under one, at 84.7%. Although children aged 16-17 have a low percentage of allegations result in 
substantiations (4.8%), they have a high percentage of substantiations enter into foster care (70%). (CSA 
pages 25-35). 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

P3-Permanency in 12 Months (In Care 24 Months or More) 

This measure is defined as “Of all children in foster care on the first day of a 12- month period, who had 
been in foster care (in that episode) for 24 months or more, what percent discharged to permanency 
within 12 months of the first day of the 12-month period.” The performance standard for this measure 
30.3%. During the reporting period, April 1, 2020, to March 31, 2021, 18.3% (11 of 60) of children exited 
to permanency, below (not meeting) the performance standard. Figure 16 shows the County has met the 
performance standard one time in the past five years (CSA page 113). 
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Adoption is an area identified in the focus groups as needing to be strengthened through implementing 
specific Policies and Procedures about state regulations, permanency requirements, and engagement. 
Staffing the adoptions unit with experienced social workers was recommended. Adoptions training is not 
provided prior to transfer into that assignment. Training by the prior social worker while that worker is 
transitioning to another assignment does not provide sufficient guidance to understand a process 
governed by state regulation and detailed procedural requirements. In working an adoption case, the 
impact of caseload on capacity to attune to what is going on in the home was noted. “All of the focus is 
put on people in crisis and all the families handling things a bit better are not getting needs met… if families 
voice concerns, they might not be able to adopt because they are seen as unfit.” Since Covid, adoption 
social workers faced extra challenges with finalizing adoptions, with some adoptions taking as many as 13 
months (CSA page 98). 

TARGET POPULATION 

Vulnerable families at risk of entering the Child Welfare System due to abuse or neglect. 

Adoptive family, a prospective adoptive family, or families where guardianship has been decided as the 
long-term plan. 

TARGET GEOGRAPHIC AREA 

All Kings County regions (Hanford, Lemoore, Armona, Stratford, Corcoran, Avenal, and Kettleman City). 

TIMELINE 

Kings County Child and Family Services Review System Improvement Plan’s current timespan is December 
2022- December 2026.2025. 

EVALUATION 

PROGRAM OUTCOME(S) AND MEASUREMENT & QUALITY ASSURANCE (QA) MONITORING 

Desired Outcome Indicator Source of Measure Frequency 

Assist families 
strengthen healthy 
relationships, build a 
supportive network to 
prevent further Agency 
intervention and 
removal. Families have 
increased access to 
supports and services 
and strengthened their 
support network to 
prevent further Agency 
intervention and 
removal of children. 

70% of all families with 
family plans will 
develop strengths and 
skills without further 
intervention within 30 
days of initial plan 
development. 

Development/Improvement 
of a Family Plan and a log 
will be kept with all families 
are participating in this 
program and their names 
will be cross referenced 
with CMS to determine if 
further intervention was 
required. 

30 days at the end of 
the family plan. 

Quality Assurance (QA) Monitoring 

A monthly report will be maintained with all families receiving services Family Plan Intervention 
Services. The monthly report will include, but is not limited to: 

 Number of families serviced 
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 Number of previous referrals/cases 

 Risk factors identified 

 Number of home visits conducted 

 Number of clients successfully exiting services 

 Services clients referred to 
Kings County Human Service Agency will have emergency response supervisors maintain the report 
and the assigned program specialist will assist in monitoring outcomes and performance of the 
program. 

 

CLIENT SATISFACTION 

Method or Tool Frequency Utilization Action 

Satisfaction Evaluation. At the end of 30 days. Surveys will be 
reviewed to determine 
what worked well and 
what did not to modify 
program if Agency 
decides to extend it. 

Problem areas will be 
addressed by staff as 
appropriate to resolve 
issues and ensure 
quality improvement 
and fidelity of services. 

 

  



 

KINGS COUNTY — STATE OF CALIFORNIA — 2022 53 

PROGRAM DESCRIPTION 

PROGRAM NAME 

Parents as Teachers-Home Visitation Champions Parenting Program – Line 23 of the Expenditure 
Workbook 

SERVICE PROVIDER 

Kings County First 5, Kings Community Action Organization 

Champions Recovery Alternative Programs Inc 

PROGRAM DESCRIPTION 

The purpose of this program is to utilize the 5 protective factors framework while providing ongoing 
support to the families in Kings County. Kings County felt that the PAT Model provided the curriculum 
which would most target the needs of our community. The mode is evidence-based and has four 
dynamic components to the model: 1) Personal Visits, 2) Group Connections, 3) Resource Network 
and 4) Child Screening. Parents as teachers helps to strengthen and support families in order to 
prevent child abuse and neglect while targeting young parents. PAT aids families; provides early, 
comprehensive support for parents; and promotes the development of parenting skills, especially in 
young parents and parents with very young children. The parties will work together to enhance and 
support the program 's mission, support and encourage parents need to help their children develop 
optimally during the crucial early years of life. The PAT program will utilize individuals who are 
professionally trained in child development and parenting to provide services. The PAT educator 
must complete the PAT foundational and model implementation training before delivering PAT 
services. The PAT educator must possess education equivalent to completion of a two-year degree 
with a minimum of 12 units in early childhood education and 2 years of paid or volunteer experience 
related to community organizing, early childhood education or a related field. The educators must 
also participate in 2 hours of reflective supervision monthly, at least 2 hours of staff meetings 
monthly, obtain competency-based professional development and renew parent educator 
certification annually and participate in continuous quality improvement. 

The goals of the program are: 

• Increase Parent knowledge of early childhood development and improve parenting practices 

• Provide early detection of developmental delays and health issues 

• Prevent child abuse and neglect 

• Increase children's school readiness and school success 

The primary source of the referrals are made through the Human Services Agency such as from the 
Emergency Response, Family Maintenance, ILP units. We have plans to increase the referral entries 
to include our CALWORKs populations, specifically targeting our young parents being served through 
the CALEARN program. 

Champions Recovery Alternative Programs Inc. is an evidence-based family strengthening program for the 
substance use disorder impacted family. The focus is on the entire family unit dealing with the robust 
components of addiction, trauma, violence, and chaos. Focused on healthy living, sobriety, healing, 
boundaries, reunification, stability, and effective communication. 
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Champions Recovery Alternative Programs has parenting curriculums where clients can be placed 
depending on their initial assessment and needs. The parenting curriculums are: 

 Celebrating Families is an evidence-based family strengthening program for the substance use 
disorder impacted family. The focus is on the entire family unit dealing with the robust 
components of addiction, trauma, violence, and chaos. Focused on healthy living, sobriety, 
healing, boundaries, reunification, stability, and effective communication. The program is 16 
weeks in duration with a psychoeducational process group approach. 

 Nurturing Parenting is an evidence-based parenting program for mothers. The focus is to help 
mothers improve parenting skills, promote child development and healthy bonding, enhance 
parent-child relationships to improve treatment outcomes & reduce risk of relapse, reduce 
developmental or abuse/neglect risks to children, strengthen relationships, and teaching 
appropriate parenting skills and techniques. The program is 16 weeks in duration with 
psychoeducational process group approach. 

 Strengthening Father Involvement is an evidence-based parenting program for fathers. The focus 
is to help fathers have reduction in aggression and impulsivity in the parenting role, increased 
participation in the parenting role and responsibility taking, a greater empathy and moral 
sensitivity for their children, increased ability to cope with the life stressors, increased support of 
the child's needs, decrease in child abuse and neglect, reduction in intergenerational criminality 
and violence, and a reduction in recidivism rates for men (including absence from children's life 
or poor role modeling). The program is 16 weeks in duration with psychoeducational process 
group approach. 

FUNDING SOURCES 

SOURCE LIST FUNDED ACTIVITIES 

CAPIT  Home visitation 

   

CBCAP  Home visitation 

PSSF Family Preservation  

PSSF Family Support  

PSSF Family Reunification  

PSSF Adoption Promotion and Support  

OTHER Source(s):  
 

IDENTIFY PRIORITY NEED OUTLINED IN CSA 

The population at greatest risk of maltreatment in Kings County continues to be younger children (1-5 
years of age) as evidenced by the rate of entry into care. The economic challenges faced by unmarried 
women in Kings County and the considerable number of families headed by a single mother, inadequate 
service infrastructure particularly in mental health, and increasing housing insecurity were identified as 
stake holders as contributing causes (page 131). By providing home visitation services to young parents, 
we hope to identify some of the barriers and issues that further place this population at high risk of child 
maltreatment. We also hope to engage the parents into services early on to prevent the removal or need 
for court intervention. 
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TARGET POPULATION 

At-risk populations, clients referred or served by Child Welfare, young parents, young single parents with 
children under the age of 5 years old. Services will be available to families in all areas of Kings County 
including those who reside in rural areas such as Armona, Avenal, Corcoran, Kettleman City and Stratford. 
Social workers or social services assistants generate the referrals. 

P4-Re-entry to Foster Care in 12 Months 

The Performance Standard for P4 is 8.3%. During this period, April 1, 2018, to March 31, 2019, 11.8% (12 
of 102) of children re-entered after achieving permanency, not meeting the performance standard. Over 
the past five years, the Kings County has fluctuated above and below the performance standard (CSA page 
115). 

In addition, stakeholders, focus groups, and peers agreed that there were significant gaps in the array of 
services currently available to children, youth, and families in Kings County. Despite the hard work and 
commitment of social workers and community providers, these gaps impact every component of child 
welfare in Kings County from Emergency Response (ER) and family maintenance, permanency planning, 
maintaining stable placements, adoption, and reentry to foster care. Lack of resources was a major 
challenge identified in the CFSR by all stakeholders. 

TARGET POPULATION 

At risk families and families involved with CPS and Probation. 

TARGET GEOGRAPHIC AREA 

We are targeting young parents, parenting teens in All Kings County including those in rural areas such as 
regions (Hanford, Lemoore, Armona, Avenal Stratford, Corcoran, Avenal and Kettleman City and 
Stratford.). 

TIMELINE 

Kings County Child and Family Services Review System Improvement Plan’s current timespan is December 
2022-December 20262025. 

EVALUATION 

PROGRAM OUTCOME(S) AND MEASUREMENT & QUALITY ASSURANCE (QA) MONITORING 

Desired Outcome Indicator Source of Measure Frequency 

Prevent child 
maltreatment and injury 
and improve children’s 
cognitive and socio-
emotional development 
and increase the 5 
protective factors within 
the family unit. 

 70% of families will 
increase support and 
connections within 
their natural family. 

 70% of families will 
have an increased 
knowledge of 
parenting education 
and child 
development. 

 The Protective Factors 
Survey (PFS), Ages & 
Stages Questionnaire 
(ASQ3), Ages & Stages. 

 Questionnaire: Social 
Emotional (ASQSE), 
Adult Adolescent 
Parenting Inventory 
(AAIP-2) and Parents 
as Teachers Database 
(Penelope). 

Completed by 
participants at program 
entry and exit. 
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 70% of families will 
complete the 
recommended 
timeframe of the 
voluntary services 
agreement. 

Quality Assurance (QA) Monitoring 

Monthly reports will be shared between the Kings County Public Health Department, Kings Community 
Action Organization, and the Human Services Agency. 
The number of clients served, and the number of home visits completed will be tracked in the Parents 
as Teachers (PAT) database; this database also tracks the developmental progress of the children. 
The Parents as Teachers national office requires an annual assessment to determine if programs are 
meeting the 20 essential requirements to maintain program affiliation. This effort is to ensure that all 
programs using the Parents as Teachers name are following the model. 
The monthly report includes the following information: 

 Number of referrals received by First 5 Kings County and KCAO for Home Visitation 

 Number of new clients enrolled from referrals 

 Number of clients declining Home Visitation services and why 

 Number of Home Visits conducted 

 Referrals mad to community resources and type of referral, if available outcome of referral 
will be included 

 Number of clients opting to end Home Visiting services and why 

 Number of clients that received the Protective Factors Survey 

 Number of clients that received the Ages and Stages Questionnaire 

 Number of clients that received the Ages and Stages Questionnaire: Social Emotional 

 Number of clients that received the Adult Adolescent Parenting Inventory 

 Funds expended during month 
Kings County Human Service Agency has a dedicated program specialist assigned to monitoring 
outcomes and performance of the program. In addition, Kings County Human Services Agency has a 
policy that outlines how to handle programs that are not meeting expectations. The policy includes 
corrective action, mandatory technical assistance, and termination of contract. 

 

CLIENT SATISFACTION 

Method or Tool Frequency Utilization Action 

Satisfaction Survey. Completed by 
participants after each 
experience and/or 
training session. 

Surveys are reviewed 
after each session and 
shared with CAPCC 
during the monthly 
meetings and will feed 
into the OCAP yearly 
report. 

Kings County Human 
Agency will analyze 
suggestions, gaps in 
services and/or target 
population identified. 
This information will 
help inform future 
decisions such as where 
to outreach and how to 
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modify training or 
resources. 

Monthly Progress 
Reports. 

Monthly. Review data (available 
data listed under 
Quality Assurance) 
obtained and will use 
data for outreach to the 
community and 
identification of future 
locations. 

Same as above. 
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Attachment E: Notice of Intent 

Child Welfare 

 

 

Probation 
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Attachment F: Board of Supervisors Minute Order/Resolution 

Child Welfare 

 

 

Probation 
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 ...................................................................................................................................................................................................................................................   
 
BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk to the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Human Resources – Carolyn Leist/Ashley Hernandez 
 

 
SUBJECT: SIDE LETTER OF AGREEMENT WITH THE DETENTION DEPUTY 

ASSOCIATION 
 
SUMMARY: 
  

Overview: 
The County’s Memorandum of Understanding with the Detention Deputy Association was approved 
with terms beginning July 1, 2023 through June 30, 2024. The parties have reached an agreement of 
provisions to the current Memorandum of Understanding via a Side Letter Agreement. The Side Letter 
was ratified by the Association, and staff recommends approval by the Board.   

 
Recommendation: 
Authorize the Human Resources Director to sign the Side Letter of Agreement with the Detention 
Deputy Association. 
 
Fiscal Impact: 
The total cost of implementation for the remainder of the fiscal year for the 1.5% cost-of-living increase 
is approximately $168,264, and the recruitment and retention bonus are estimated to be $649,398, of 
which will be paid for using the County’s American Rescue Plan Act allocation. These costs have been 
included in the Fiscal Year (FY) 2023-24 Final Budget. Ongoing costs beyond the current FY 2023-24 
will be absorbed by the department through the budget process. 
 

BACKGROUND: 
The current Memorandum of Understanding with the Detention Deputy Association was approved from July 1, 
2023 through June 30, 2024. On August 23, 2023 and September 14, 2023, the County and the Detention 
Deputy Association met and conferred to discuss a salary increase in the amount of one and a half percent  
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(1.5%) and a recruitment and retention bonus, which would become effective October 2, 2023 (PP21-2023).  
The $10,000 bonus shall be paid to employees on a pay-period basis in an amount of $192.31 for each actively 
employed pay-period between October 2, 2023 (PP21-2023) through September 15, 2025 (PP20-2025). 
 
The Side Letter Agreement is attached.  







 ...................................................................................................................................................................................................................................................   
 
BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk to the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Human Resources – Carolyn Leist 
 

 
SUBJECT: SIDE LETTER OF AGREEMENT BETWEEN THE COUNTY AND THE 

GENERAL MEMBERSHIP OF THE CALIFORNIA LEAGUE OF CITY 
EMPLOYEES’ ASSOCIATION 

 
SUMMARY: 
  

Overview: 
The County’s Memorandum of Understanding with the General Membership of the California League of 
City Employees’ Association was approved with terms beginning July 1, 2021, through June 30, 2025. 
The parties have reached an agreement of provisions to the current Memorandum of Understanding via a 
Side Letter Agreement. The Side Letter has been ratified by the Association, and staff recommends 
approval by the Board.  

 
Recommendation: 
Authorize the Human Resources Director to sign the Side Letters of Agreement with the General 
Membership of the California League of City Employees’ Association. 
 
Fiscal Impact: 
The total cost of the implementation for the retention bonus for the Juvenile Center Support Clerk 
classification for the remainder of the fiscal year is estimated to be $16,562, of which will be paid for 
using the County’s American Rescue Plan Act allocation.  
 

BACKGROUND: 
The current Memorandum of Understanding with the General Membership of the California League of City  
Employees’ Association (CLOCEA) was approved from July 1, 2021, through June 30, 2025. On September 13, 
2023, the County of Kings and the General Memberships of CLOCEA met and conferred a retention bonus for  
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the Juvenile Center Support Clerk classification effective October 2, 2023 (Pay Period 21-2023). The $10,000 
bonus for Juvenile Center Support Clerk’s shall be paid to employees on a pay-period basis in the amount of 
$192.31 for each actively employed pay-period between October 2, 2023 (PP21-2023) through September 15, 
2025 (PP20-2025).  
 
The Side Letter Agreement is attached.   
 
 
 
 
 







 ...................................................................................................................................................................................................................................................  
 
BOARD ACTION : APPROVED AS RECOMMENDED: _________ OTHER: ________ 
 
 
 
 
 

I hereby certify that the above order was passed and adopted 

on ________________________, 2023. 

CATHERINE VENTURELLA, Clerk to the Board 

By                                                    , Deputy. 
 

 
 

SUBMITTED BY: Human Resources – Carolyn Leist 
 
SUBJECT: SALARY RESOLUTION UPDATE EFFECTIVE OCTOBER 2, 2023 

 
SUMMARY: 
Overview: 
Periodically the Salary Resolution is updated to reflect negotiated Memorandum of Understanding (MOU) 
agreements with various bargaining units, classification and compensation changes, and the addition and 
deletion of positions. This update includes compensation changes to the classifications covered by the 
Detention Deputy Association.  

 
Recommendation: 
Approve the Salary Resolution update, which is effective October 2, 2023 and reflects recommended 
and previously authorized classification and salary changes. 

 
Fiscal Impact: 
None.   
 

BACKGROUND: 
The Salary Resolution is updated periodically to reflect negotiated Memorandum of Understanding (MOU) 
agreements with various bargaining units, classification and compensation changes, and the addition and deletion 
of positions. The Salary Resolution was recently updated and approved by the Board of Supervisors on September 
12, 2023. This update includes the compensation changes to the classifications covered by the Detention Deputy 
Association as agreed in the Side Letter dated September 14, 2023.  
 
The Salary Resolution is attached with all additions highlighted in red and underlined, and any deletions marked 
with a strikethrough.  
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KINGS COUNTY

RESOLUTION NUMBER 23-060 23-067

A RESOLUTION FIXING THE COMPENSATION OF
OFFICERS AND EMPLOYEES OF KINGS COUNTY

APPROVED BY THE BOARD OF SUPERVISORS ON 9/12/2023 10/3/2023
FOR PAY PERIOD 19-2023 (9/4/2023) 21-2023 (10/2/2023)

WHEREAS, Section 18-4 of the Code of Ordinances of Kings County
authorizes that, except as otherwise provided by state law, the compensation of officers
and employees shall be established by resolution of the Board of Supervisors;

NOW, THEREFORE, BE IT RESOLVED that this resolution shall be known as
"THE SALARY RESOLUTION" and hereby establishes a basic salary plan for payment
of all Kings County officers and employees, elective and appointive; that said salary plan
provides for a bi-weekly pay period; that the basic pay plan and compensation
provisions are applied herein to the several classes or positions as shown in the
following sections:

MOU/SR



SECTION I
The following basic monthly salary schedule of five step salary ranges shall apply to all full 
or part-time employment in the County Service for those positions assigned to salary range:

Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
147.5 15.04 15.81 16.61 17.47 18.36 147.5 2607-3182
148.0 15.12 15.89 16.70 17.55 18.45 148.0 2621-3198
148.5 15.20 15.97 16.78 17.64 18.54 148.5 2635-3214
149.0 15.27 16.05 16.87 17.73 18.63 149.0 2647-3229
149.5 15.35 16.13 16.95 17.82 18.72 149.5 2661-3245
150.0 15.42 16.21 17.04 17.91 18.82 150.0 2673-3262
150.5 15.50 16.29 17.13 18.00 18.91 150.5 2687-3278
151.0 15.57 16.37 17.21 18.09 19.01 151.0 2699-3295
151.5 15.65 16.45 17.30 18.18 19.11 151.5 2713-3312
152.0 15.73 16.53 17.38 18.27 19.20 152.0 2727-3328
152.5 15.81 16.61 17.47 18.36 19.30 152.5 2740-3345
153.0 15.89 16.70 17.55 18.45 19.39 153.0 2754-3361
153.5 15.97 16.78 17.64 18.54 19.49 153.5 2768-3378
154.0 16.05 16.87 17.73 18.63 19.58 154.0 2782-3394
154.5 16.13 16.95 17.82 18.72 19.68 154.5 2796-3411
155.0 16.21 17.04 17.91 18.82 19.78 155.0 2810-3429
155.5 16.29 17.13 18.00 18.91 19.88 155.5 2824-3446
156.0 16.37 17.21 18.09 19.01 19.98 156.0 2837-3463
156.5 16.45 17.30 18.18 19.11 20.08 156.5 2851-3481
157.0 16.53 17.38 18.27 19.20 20.18 157.0 2865-3498
157.5 16.61 17.47 18.36 19.30 20.28 157.5 2879-3515
158.0 16.70 17.55 18.45 19.39 20.38 158.0 2895-3533
158.5 16.78 17.64 18.54 19.49 20.48 158.5 2909-3550
159.0 16.87 17.73 18.63 19.58 20.58 159.0 2924-3567
159.5 16.95 17.82 18.72 19.68 20.68 159.5 2938-3585
160.0 17.04 17.91 18.82 19.78 20.79 160.0 2954-3604
160.5 17.13 18.00 18.91 19.88 20.89 160.5 2969-3621
161.0 17.21 18.09 19.01 19.98 21.00 161.0 2983-3640
161.5 17.30 18.18 19.11 20.08 21.11 161.5 2999-3659
162.0 17.38 18.27 19.20 20.18 21.21 162.0 3013-3676
162.5 17.47 18.36 19.30 20.28 21.32 162.5 3028-3695
163.0 17.55 18.45 19.39 20.38 21.42 163.0 3042-3713
163.5 17.64 18.54 19.49 20.48 21.53 163.5 3058-3732
164.0 17.73 18.63 19.58 20.58 21.63 164.0 3073-3749
164.5 17.82 18.72 19.68 20.68 21.74 164.5 3089-3768
165.0 17.91 18.82 19.78 20.79 21.85 165.0 3104-3787
165.5 18.00 18.91 19.88 20.89 21.96 165.5 3120-3806

BASIC SALARY SCHEDULE



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
166.0 18.09 19.01 19.98 21.00 22.07 166.0 3136-3825
166.5 18.18 19.11 20.08 21.11 22.18 166.5 3151-3845
167.0 18.27 19.20 20.18 21.21 22.29 167.0 3167-3864
167.5 18.36 19.30 20.28 21.32 22.40 167.5 3182-3883
168.0 18.45 19.39 20.38 21.42 22.51 168.0 3198-3902
168.5 18.54 19.49 20.48 21.53 22.62 168.5 3214-3921
169.0 18.63 19.58 20.58 21.63 22.74 169.0 3229-3942
169.5 18.72 19.68 20.68 21.74 22.85 169.5 3245-3961
170.0 18.82 19.78 20.79 21.85 22.97 170.0 3262-3981
170.5 18.91 19.88 20.89 21.96 23.08 170.5 3278-4001
171.0 19.01 19.98 21.00 22.07 23.20 171.0 3295-4021
171.5 19.11 20.08 21.11 22.18 23.32 171.5 3312-4042
172.0 19.20 20.18 21.21 22.29 23.43 172.0 3328-4061
172.5 19.30 20.28 21.32 22.40 23.55 172.5 3345-4082
173.0 19.39 20.38 21.42 22.51 23.66 173.0 3361-4101
173.5 19.49 20.48 21.53 22.62 23.78 173.5 3378-4122
174.0 19.58 20.58 21.63 22.74 23.90 174.0 3394-4143
174.5 19.68 20.68 21.74 22.85 24.02 174.5 3411-4163
175.0 19.78 20.79 21.85 22.97 24.14 175.0 3429-4184
175.5 19.88 20.89 21.96 23.08 24.26 175.5 3446-4205
176.0 19.98 21.00 22.07 23.20 24.38 176.0 3463-4226
176.5 20.08 21.11 22.18 23.32 24.50 176.5 3481-4247
177.0 20.18 21.21 22.29 23.43 24.62 177.0 3498-4267
177.5 20.28 21.32 22.40 23.55 24.74 177.5 3515-4288
178.0 20.38 21.42 22.51 23.66 24.87 178.0 3533-4311
178.5 20.48 21.53 22.62 23.78 24.99 178.5 3550-4332
179.0 20.58 21.63 22.74 23.90 25.12 179.0 3567-4354
179.5 20.68 21.74 22.85 24.02 25.25 179.5 3585-4377
180.0 20.79 21.85 22.97 24.14 25.37 180.0 3604-4397
180.5 20.89 21.96 23.08 24.26 25.50 180.5 3621-4420
181.0 21.00 22.07 23.20 24.38 25.62 181.0 3640-4441
181.5 21.11 22.18 23.32 24.50 25.75 181.5 3659-4463
182.0 21.21 22.29 23.43 24.62 25.88 182.0 3676-4486
182.5 21.32 22.40 23.55 24.74 26.01 182.5 3695-4508
183.0 21.42 22.51 23.66 24.87 26.14 183.0 3713-4531
183.5 21.53 22.62 23.78 24.99 26.27 183.5 3732-4553
184.0 21.63 22.74 23.90 25.12 26.40 184.0 3749-4576
184.5 21.74 22.85 24.02 25.25 26.53 184.5 3768-4599
185.0 21.85 22.97 24.14 25.37 26.66 185.0 3787-4621
185.5 21.96 23.08 24.26 25.50 26.79 185.5 3806-4644
186.0 22.07 23.20 24.38 25.62 26.93 186.0 3825-4668
186.5 22.18 23.32 24.50 25.75 27.06 186.5 3845-4690



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
187.0 22.29 23.43 24.62 25.88 27.20 187.0 3864-4715
187.5 22.40 23.55 24.74 26.01 27.34 187.5 3883-4739
188.0 22.51 23.66 24.87 26.14 27.47 188.0 3902-4761
188.5 22.62 23.78 24.99 26.27 27.61 188.5 3921-4786
189.0 22.74 23.90 25.12 26.40 27.74 189.0 3942-4808
189.5 22.85 24.02 25.25 26.53 27.88 189.5 3961-4833
190.0 22.97 24.14 25.37 26.66 28.02 190.0 3981-4857
190.5 23.08 24.26 25.50 26.79 28.16 190.5 4001-4881
191.0 23.20 24.38 25.62 26.93 28.30 191.0 4021-4905
191.5 23.32 24.50 25.75 27.06 28.44 191.5 4042-4930
192.0 23.43 24.62 25.88 27.20 28.58 192.0 4061-4954
192.5 23.55 24.74 26.01 27.34 28.72 192.5 4082-4978
193.0 23.66 24.87 26.14 27.47 28.87 193.0 4101-5004
193.5 23.78 24.99 26.27 27.61 29.01 193.5 4122-5028
194.0 23.90 25.12 26.40 27.74 29.16 194.0 4143-5054
194.5 24.02 25.25 26.53 27.88 29.31 194.5 4163-5080
195.0 24.14 25.37 26.66 28.02 29.45 195.0 4184-5105
195.5 24.26 25.50 26.79 28.16 29.60 195.5 4205-5131
196.0 24.38 25.62 26.93 28.30 29.74 196.0 4226-5155
196.5 24.50 25.75 27.06 28.44 29.89 196.5 4247-5181
197.0 24.62 25.88 27.20 28.58 30.04 197.0 4267-5207
197.5 24.74 26.01 27.34 28.72 30.19 197.5 4288-5233
198.0 24.87 26.14 27.47 28.87 30.34 198.0 4311-5259
198.5 24.99 26.27 27.61 29.01 30.49 198.5 4332-5285
199.0 25.12 26.40 27.74 29.16 30.64 199.0 4354-5311
199.5 25.25 26.53 27.88 29.31 30.79 199.5 4377-5337
200.0 25.37 26.66 28.02 29.45 30.95 200.0 4397-5365
200.5 25.50 26.79 28.16 29.60 31.10 200.5 4420-5391
201.0 25.62 26.93 28.30 29.74 31.26 201.0 4441-5418
201.5 25.75 27.06 28.44 29.89 31.42 201.5 4463-5446
202.0 25.88 27.20 28.58 30.04 31.57 202.0 4486-5472
202.5 26.01 27.34 28.72 30.19 31.73 202.5 4508-5500
203.0 26.14 27.47 28.87 30.34 31.89 203.0 4531-5528
203.5 26.27 27.61 29.01 30.49 32.05 203.5 4553-5555
204.0 26.40 27.74 29.16 30.64 32.21 204.0 4576-5583
204.5 26.53 27.88 29.31 30.79 32.37 204.5 4599-5611
205.0 26.66 28.02 29.45 30.95 32.53 205.0 4621-5639
205.5 26.79 28.16 29.60 31.10 32.69 205.5 4644-5666
206.0 26.93 28.30 29.74 31.26 32.86 206.0 4668-5696
206.5 27.06 28.44 29.89 31.42 33.02 206.5 4690-5723
207.0 27.20 28.58 30.04 31.57 33.19 207.0 4715-5753
207.5 27.34 28.72 30.19 31.73 33.36 207.5 4739-5782



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
208.0 27.47 28.87 30.34 31.89 33.52 208.0 4761-5810
208.5 27.61 29.01 30.49 32.05 33.69 208.5 4786-5840
209.0 27.74 29.16 30.64 32.21 33.86 209.0 4808-5869
209.5 27.88 29.31 30.79 32.37 34.03 209.5 4833-5899
210.0 28.02 29.45 30.95 32.53 34.20 210.0 4857-5928
210.5 28.16 29.60 31.10 32.69 34.37 210.5 4881-5957
211.0 28.30 29.74 31.26 32.86 34.54 211.0 4905-5987
211.5 28.44 29.89 31.42 33.02 34.71 211.5 4930-6016
212.0 28.58 30.04 31.57 33.19 34.89 212.0 4954-6048
212.5 28.72 30.19 31.73 33.36 35.06 212.5 4978-6077
213.0 28.87 30.34 31.89 33.52 35.24 213.0 5004-6108
213.5 29.01 30.49 32.05 33.69 35.42 213.5 5028-6139
214.0 29.16 30.64 32.21 33.86 35.59 214.0 5054-6169
214.5 29.31 30.79 32.37 34.03 35.77 214.5 5080-6200
215.0 29.45 30.95 32.53 34.20 35.95 215.0 5105-6231
215.5 29.60 31.10 32.69 34.37 36.13 215.5 5131-6263
216.0 29.74 31.26 32.86 34.54 36.31 216.0 5155-6294
216.5 29.89 31.42 33.02 34.71 36.49 216.5 5181-6325
217.0 30.04 31.57 33.19 34.89 36.67 217.0 5207-6356
217.5 30.19 31.73 33.36 35.06 36.85 217.5 5233-6387
218.0 30.34 31.89 33.52 35.24 37.04 218.0 5259-6420
218.5 30.49 32.05 33.69 35.42 37.23 218.5 5285-6453
219.0 30.64 32.21 33.86 35.59 37.41 219.0 5311-6484
219.5 30.79 32.37 34.03 35.77 37.60 219.5 5337-6517
220.0 30.95 32.53 34.20 35.95 37.78 220.0 5365-6549
220.5 31.10 32.69 34.37 36.13 37.97 220.5 5391-6581
221.0 31.26 32.86 34.54 36.31 38.16 221.0 5418-6614
221.5 31.42 33.02 34.71 36.49 38.35 221.5 5446-6647
222.0 31.57 33.19 34.89 36.67 38.54 222.0 5472-6680
222.5 31.73 33.36 35.06 36.85 38.73 222.5 5500-6713
223.0 31.89 33.52 35.24 37.04 38.93 223.0 5528-6748
223.5 32.05 33.69 35.42 37.23 39.12 223.5 5555-6781
224.0 32.21 33.86 35.59 37.41 39.32 224.0 5583-6815
224.5 32.37 34.03 35.77 37.60 39.52 224.5 5611-6850
225.0 32.53 34.20 35.95 37.78 39.71 225.0 5639-6883
225.5 32.69 34.37 36.13 37.97 39.91 225.5 5666-6918
226.0 32.86 34.54 36.31 38.16 40.11 226.0 5696-6952
226.5 33.02 34.71 36.49 38.35 40.31 226.5 5723-6987
227.0 33.19 34.89 36.67 38.54 40.51 227.0 5753-7022
227.5 33.36 35.06 36.85 38.73 40.71 227.5 5782-7056
228.0 33.52 35.24 37.04 38.93 40.92 228.0 5810-7093
228.5 33.69 35.42 37.23 39.12 41.12 228.5 5840-7127



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
229.0 33.86 35.59 37.41 39.32 41.33 229.0 5869-7164
229.5 34.03 35.77 37.60 39.52 41.54 229.5 5899-7200
230.0 34.20 35.95 37.78 39.71 41.74 230.0 5928-7235
230.5 34.37 36.13 37.97 39.91 41.95 230.5 5957-7271
231.0 34.54 36.31 38.16 40.11 42.16 231.0 5987-7308
231.5 34.71 36.49 38.35 40.31 42.37 231.5 6016-7344
232.0 34.89 36.67 38.54 40.51 42.58 232.0 6048-7381
232.5 35.06 36.85 38.73 40.71 42.79 232.5 6077-7417
233.0 35.24 37.04 38.93 40.92 43.01 233.0 6108-7455
233.5 35.42 37.23 39.12 41.12 43.23 233.5 6139-7493
234.0 35.59 37.41 39.32 41.33 43.44 234.0 6169-7530
234.5 35.77 37.60 39.52 41.54 43.66 234.5 6200-7568
235.0 35.95 37.78 39.71 41.74 43.87 235.0 6231-7604
235.5 36.13 37.97 39.91 41.95 44.09 235.5 6263-7642
236.0 36.31 38.16 40.11 42.16 44.31 236.0 6294-7680
236.5 36.49 38.35 40.31 42.37 44.53 236.5 6325-7719
237.0 36.67 38.54 40.51 42.58 44.75 237.0 6356-7757
237.5 36.85 38.73 40.71 42.79 44.97 237.5 6387-7795
238.0 37.04 38.93 40.92 43.01 45.20 238.0 6420-7835
238.5 37.23 39.12 41.12 43.23 45.43 238.5 6453-7875
239.0 37.41 39.32 41.33 43.44 45.65 239.0 6484-7913
239.5 37.60 39.52 41.54 43.66 45.88 239.5 6517-7953
240.0 37.78 39.71 41.74 43.87 46.11 240.0 6549-7992
240.5 37.97 39.91 41.95 44.09 46.34 240.5 6581-8032
241.0 38.16 40.11 42.16 44.31 46.57 241.0 6614-8072
241.5 38.35 40.31 42.37 44.53 46.80 241.5 6647-8112
242.0 38.54 40.51 42.58 44.75 47.04 242.0 6680-8154
242.5 38.73 40.71 42.79 44.97 47.28 242.5 6713-8195
243.0 38.93 40.92 43.01 45.20 47.51 243.0 6748-8235
243.5 39.12 41.12 43.23 45.43 47.75 243.5 6781-8277
244.0 39.32 41.33 43.44 45.65 47.99 244.0 6815-8318
244.5 39.52 41.54 43.66 45.88 48.23 244.5 6850-8360
245.0 39.71 41.74 43.87 46.11 48.47 245.0 6883-8401
245.5 39.91 41.95 44.09 46.34 48.71 245.5 6918-8443
246.0 40.11 42.16 44.31 46.57 48.95 246.0 6952-8485
246.5 40.31 42.37 44.53 46.80 49.19 246.5 6987-8526
247.0 40.51 42.58 44.75 47.04 49.44 247.0 7022-8570
247.5 40.71 42.79 44.97 47.28 49.69 247.5 7056-8613
248.0 40.92 43.01 45.20 47.51 49.93 248.0 7093-8655
248.5 41.12 43.23 45.43 47.75 50.18 248.5 7127-8698
249.0 41.33 43.44 45.65 47.99 50.43 249.0 7164-8741
249.5 41.54 43.66 45.88 48.23 50.68 249.5 7200-8785



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
250.0 41.74 43.87 46.11 48.47 50.93 250.0 7235-8828
250.5 41.95 44.09 46.34 48.71 51.18 250.5 7271-8871
251.0 42.16 44.31 46.57 48.95 51.44 251.0 7308-8916
251.5 42.37 44.53 46.80 49.19 51.70 251.5 7344-8961
252.0 42.58 44.75 47.04 49.44 51.95 252.0 7381-9005
252.5 42.79 44.97 47.28 49.69 52.21 252.5 7417-9050
253.0 43.01 45.20 47.51 49.93 52.47 253.0 7455-9095
253.5 43.23 45.43 47.75 50.18 52.73 253.5 7493-9140
254.0 43.44 45.65 47.99 50.43 52.99 254.0 7530-9185
254.5 43.66 45.88 48.23 50.68 53.25 254.5 7568-9230
255.0 43.87 46.11 48.47 50.93 53.52 255.0 7604-9277
255.5 44.09 46.34 48.71 51.18 53.79 255.5 7642-9324
256.0 44.31 46.57 48.95 51.44 54.06 256.0 7680-9370
256.5 44.53 46.80 49.19 51.70 54.33 256.5 7719-9417
257.0 44.75 47.04 49.44 51.95 54.60 257.0 7757-9464
257.5 44.97 47.28 49.69 52.21 54.87 257.5 7795-9511
258.0 45.20 47.51 49.93 52.47 55.15 258.0 7835-9559
258.5 45.43 47.75 50.18 52.73 55.43 258.5 7875-9608
259.0 45.65 47.99 50.43 52.99 55.70 259.0 7913-9655
259.5 45.88 48.23 50.68 53.25 55.98 259.5 7953-9703
260.0 46.11 48.47 50.93 53.52 56.26 260.0 7992-9752
260.5 46.34 48.71 51.18 53.79 56.54 260.5 8032-9800
261.0 46.57 48.95 51.44 54.06 56.82 261.0 8072-9849
261.5 46.80 49.19 51.70 54.33 57.10 261.5 8112-9897
262.0 47.04 49.44 51.95 54.60 57.39 262.0 8154-9948
262.5 47.28 49.69 52.21 54.87 57.68 262.5 8195-9998
263.0 47.51 49.93 52.47 55.15 57.96 263.0 8235-10046
263.5 47.75 50.18 52.73 55.43 58.25 263.5 8277-10097
264.0 47.99 50.43 52.99 55.70 58.54 264.0 8318-10147
264.5 48.23 50.68 53.25 55.98 58.83 264.5 8360-10197
265.0 48.47 50.93 53.52 56.26 59.13 265.0 8401-10249
265.5 48.71 51.18 53.79 56.54 59.43 265.5 8443-10301
266.0 48.95 51.44 54.06 56.82 59.72 266.0 8485-10351
266.5 49.19 51.70 54.33 57.10 60.02 266.5 8526-10403
267.0 49.44 51.95 54.60 57.39 60.32 267.0 8570-10455
267.5 49.69 52.21 54.87 57.68 60.62 267.5 8613-10507
268.0 49.93 52.47 55.15 57.96 60.92 268.0 8655-10559
268.5 50.18 52.73 55.43 58.25 61.22 268.5 8698-10611
269.0 50.43 52.99 55.70 58.54 61.53 269.0 8741-10665
269.5 50.68 53.25 55.98 58.83 61.84 269.5 8785-10719
270.0 50.93 53.52 56.26 59.13 62.15 270.0 8828-10773
270.5 51.18 53.79 56.54 59.43 62.46 270.5 8871-10826



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
271.0 51.44 54.06 56.82 59.72 62.77 271.0 8916-10880
271.5 51.70 54.33 57.10 60.02 63.08 271.5 8961-10934
272.0 51.95 54.60 57.39 60.32 63.40 272.0 9005-10989
272.5 52.21 54.87 57.68 60.62 63.72 272.5 9050-11045
273.0 52.47 55.15 57.96 60.92 64.03 273.0 9095-11099
273.5 52.73 55.43 58.25 61.22 64.35 273.5 9140-11154
274.0 52.99 55.70 58.54 61.53 64.67 274.0 9185-11209
274.5 53.25 55.98 58.83 61.84 64.99 274.5 9230-11265
275.0 53.52 56.26 59.13 62.15 65.32 275.0 9277-11322
275.5 53.79 56.54 59.43 62.46 65.65 275.5 9324-11379
276.0 54.06 56.82 59.72 62.77 65.97 276.0 9370-11435
276.5 54.33 57.10 60.02 63.08 66.30 276.5 9417-11492
277.0 54.60 57.39 60.32 63.40 66.63 277.0 9464-11549
277.5 54.87 57.68 60.62 63.72 66.96 277.5 9511-11606
278.0 55.15 57.96 60.92 64.03 67.30 278.0 9559-11665
278.5 55.43 58.25 61.22 64.35 67.64 278.5 9608-11724
279.0 55.70 58.54 61.53 64.67 67.97 279.0 9655-11781
279.5 55.98 58.83 61.84 64.99 68.31 279.5 9703-11840
280.0 56.26 59.13 62.15 65.32 68.65 280.0 9752-11899
280.5 56.54 59.43 62.46 65.65 68.99 280.5 9800-11958
281.0 56.82 59.72 62.77 65.97 69.34 281.0 9849-12019
281.5 57.10 60.02 63.08 66.30 69.69 281.5 9897-12080
282.0 57.39 60.32 63.40 66.63 70.03 282.0 9948-12139
282.5 57.68 60.62 63.72 66.96 70.38 282.5 9998-12199
283.0 57.96 60.92 64.03 67.30 70.73 283.0 10046-12260
283.5 58.25 61.22 64.35 67.64 71.08 283.5 10097-12321
284.0 58.54 61.53 64.67 67.97 71.44 284.0 10147-12383
284.5 58.83 61.84 64.99 68.31 71.80 284.5 10197-12445
285.0 59.13 62.15 65.32 68.65 72.15 285.0 10249-12506
285.5 59.43 62.46 65.65 68.99 72.51 285.5 10301-12568
286.0 59.72 62.77 65.97 69.34 72.87 286.0 10351-12631
286.5 60.02 63.08 66.30 69.69 73.23 286.5 10403-12693
287.0 60.32 63.40 66.63 70.03 73.60 287.0 10455-12757
287.5 60.62 63.72 66.96 70.38 73.97 287.5 10507-12821
288.0 60.92 64.03 67.30 70.73 74.34 288.0 10559-12886
288.5 61.22 64.35 67.64 71.08 74.71 288.5 10611-12950
289.0 61.53 64.67 67.97 71.44 75.08 289.0 10665-13014
289.5 61.84 64.99 68.31 71.80 75.46 289.5 10719-13080
290.0 62.15 65.32 68.65 72.15 75.83 290.0 10773-13144
290.5 62.46 65.65 68.99 72.51 76.21 290.5 10826-13210
291.0 62.77 65.97 69.34 72.87 76.59 291.0 10880-13276
291.5 63.08 66.30 69.69 73.23 76.97 291.5 10934-13341



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
292.0 63.40 66.63 70.03 73.60 77.36 292.0 10989-13409
292.5 63.72 66.96 70.38 73.97 77.75 292.5 11045-13477
293.0 64.03 67.30 70.73 74.34 78.13 293.0 11099-13543
293.5 64.35 67.64 71.08 74.71 78.52 293.5 11154-13610
294.0 64.67 67.97 71.44 75.08 78.91 294.0 11209-13678
294.5 64.99 68.31 71.80 75.46 79.30 294.5 11265-13745
295.0 65.32 68.65 72.15 75.83 79.70 295.0 11322-13815
295.5 65.65 68.99 72.51 76.21 80.10 295.5 11379-13884
296.0 65.97 69.34 72.87 76.59 80.50 296.0 11435-13953
296.5 66.30 69.69 73.23 76.97 80.90 296.5 11492-14023
297.0 66.63 70.03 73.60 77.36 81.31 297.0 11549-14094
297.5 66.96 70.38 73.97 77.75 81.72 297.5 11606-14165
298.0 67.30 70.73 74.34 78.13 82.12 298.0 11665-14234
298.5 67.64 71.08 74.71 78.52 82.53 298.5 11724-14305
299.0 67.97 71.44 75.08 78.91 82.94 299.0 11781-14376
299.5 68.31 71.80 75.46 79.30 83.35 299.5 11840-14447
300.0 68.65 72.15 75.83 79.70 83.77 300.0 11899-14520
300.5 68.99 72.51 76.21 80.10 84.19 300.5 11958-14593
301.0 69.34 72.87 76.59 80.50 84.61 301.0 12019-14666
301.5 69.69 73.23 76.97 80.90 85.03 301.5 12080-14739
302.0 70.03 73.60 77.36 81.31 85.46 302.0 12139-14813
302.5 70.38 73.97 77.75 81.72 85.89 302.5 12199-14888
303.0 70.73 74.34 78.13 82.12 86.31 303.0 12260-14960
303.5 71.08 74.71 78.52 82.53 86.74 303.5 12321-15035
304.0 71.44 75.08 78.91 82.94 87.17 304.0 12383-15109
304.5 71.80 75.46 79.30 83.35 87.61 304.5 12445-15186
305.0 72.15 75.83 79.70 83.77 88.04 305.0 12506-15260
305.5 72.51 76.21 80.10 84.19 88.48 305.5 12568-15337
306.0 72.87 76.59 80.50 84.61 88.92 306.0 12631-15413
306.5 73.23 76.97 80.90 85.03 89.36 306.5 12693-15489
307.0 73.60 77.36 81.31 85.46 89.81 307.0 12757-15567
307.5 73.97 77.75 81.72 85.89 90.26 307.5 12821-15645
308.0 74.34 78.13 82.12 86.31 90.71 308.0 12886-15723
308.5 74.71 78.52 82.53 86.74 91.16 308.5 12950-15801
309.0 75.08 78.91 82.94 87.17 91.62 309.0 13014-15881
309.5 75.46 79.30 83.35 87.61 92.08 309.5 13080-15961
310.0 75.83 79.70 83.77 88.04 92.54 310.0 13144-16040
310.5 76.21 80.10 84.19 88.48 93.00 310.5 13210-16120
311.0 76.59 80.50 84.61 88.92 93.47 311.0 13276-16201



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
C06 Account Clerk I 154.0 2782-3394
C05 Account Clerk II 164.0 3073-3749
C04 Account Clerk III 174.0 3394-4143
B13 Accountant I 215.5 5131-6263
B02 Accountant II 225.5 5666-6918
C85 Accounting Assistant 175.5 3446-4205
E57 Accounting Specialist – Treasury Ops 215.5 5131-6263
E03 Accounting Technician 185.5 3806-4644
N02 Ag & Standards Aide 171.5 3312-4042
N04 Ag & Standards Inspector I  193.5 4122-5028
N03 Ag & Standards Inspector II 208.5 4786-5840
N05 Ag & Standards Inspector III 223.5 5555-6781
N33 Ag Computer Systems Coordinator 211.5 4930-6016
N16 Ag Research Assistant 184.5 3768-4599
N14 Animal Control Officer I** 164.5 3089-3768
N13 Animal Control Officer II** 174.5 3411-4163
N20 Animal Control Officer III** 184.5 3768-4599
N31 Animal Services Outreach Coordinator 184.0 3749-4576
N37 Animal Shelter Technician I** 154.5 2796-3411
N36 Animal Shelter Technician II** 164.5 3089-3768
N35 Animal Shelter Technician Trainee** 154.0 2782-3394
B19 Appraiser I 192.5 4082-4978
B18 Appraiser II 207.5 4739-5782
B31 Appraiser III 221.5 5446-6647
E71 Assessment Specialist I 161.5 2999-3659
E72 Assessment Specialist II 171.5 3312-4042
E73 Assessment Specialist III 181.5 3659-4463
B17 Auditor-Appraiser I  198.5 4332-5285
B16 Auditor-Appraiser II 213.5 5028-6139
B34 Auditor-Appraiser III 228.5 5840-7127

P78 Behavioral Health Services Assistant I 160.0 2954-3604
P77 Behavioral Health Services Assistant II 170.0 3262-3981
E05 Building & Planning Aide I 165.0 3104-3787
E06 Building & Planning Aide II 184.0 3749-4576
N07 Building Inspector I 201.0 4441-5418
N17 Building Inspector II 211.0 4905-5987
N08 Building Inspector III 221.0 5418-6614
N09 Building Inspector IV 231.0 5987-7308
B90 Business Applications Specialist 227.5 5782-7056

E22 Cadastral G.I.S. Technician I 187.5 3883-4739
E28 Cadastral G.I.S. Technician II 197.5 4288-5233
E29 Cadastral G.I.S. Technician III 212.5 4978-6077
P94 Case Review Officer 234.5 6200-7568
C30 Central Services Operator I 156.0 2837-3463
C31 Central Services Operator II 166.0 3136-3825



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
H47 CHI Case Manager 176.0 3463-4226
I07 Child Health Counselor 170.5 3278-4001
P47 Child Support Assistant 164.0 3073-3749
P45 Child Support Specialist I 169.0 3229-3942
P27 Child Support Specialist II 179.0 3567-4354
P26 Child Support Specialist III 189.0 3942-4808
C48 Children’s Medical Services Worker 170.5 3278-4001
C72 Clerk-Recorder Specialist I 159.0 2924-3567
C71 Clerk-Recorder Specialist II 169.0 3229-3942
C70 Clerk-Recorder Specialist III 179.0 3567-4354
H25 Clinical Laboratory Technologist 210.0 4857-5928
E45 Code Compliance Specialist I 201.0 4441-5418
E44 Code Compliance Specialist II 211.0 4905-5987
E41 Code Compliance Specialist III 221.0 5418-6614
C65 Collections Assistant 175.5 3446-4205
C61 Collector-Tax 185.5 3806-4644
I01 Community Health Aide I 154.0 2782-3394
I02 Community Health Aide II 164.0 3073-3749
I04 Community Health Aide III 174.0 3394-4143
E67 Community Outreach Specialist 199.0 4354-5311
B80 Computer Forensics Specialist I 207.5 4739-5782
B79 Computer Forensics Specialist II 222.5 5500-6713
B60 Computer Support Technician I 198.5 4332-5285
B59 Computer Support Technician II 208.5 4786-5840
H06 County Health Nurse I 220.5 5391-6581
H05 County Health Nurse II 230.5 5957-7271
E13 County Surveyor 246.5 6987-8526
B94 Crime Data Analyst 227.5 5782-7056

B88 Database Administrator 261.0 8072-9849
B93 Database Analyst I 222.0 5472-6680
B92 Database Analyst II 237.0 6356-7757
B91 Database Analyst III 247.0 7022-8570
P40 Deputy Public Guardian 200.5 4420-5391
M26 Deputy Sheriff Cadet 192.5 4082-4978
H28 Dietitian 215.5 5131-6263

C26 Elections Specialist I 162.5 3028-3695
C25 Elections Specialist II 172.5 3345-4082
C24 Elections Specialist III 182.5 3695-4508
P16 Eligibility Worker I 168.5 3214-3921
P17 Eligibility Worker II 178.5 3550-4332
P32 Eligibility Worker III 188.5 3921-4786
E38 Emergency Dispatcher I 183.5 3732-4553
E37 Emergency Dispatcher II 193.5 4122-5028
C99 Emergency Services Specialist 168.5 3214-3921



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
P65 Employment & Training Technician I 179.5 3585-4377
P22 Employment & Training Technician II 189.5 3961-4833
P07 Employment & Training Worker I 179.5 3585-4377
P08 Employment & Training Worker II 189.5 3961-4833
P09 Employment & Training Worker III 199.5 4377-5337
E08 Engineer I (Civil) 222.0 5472-6680
E09 Engineer II (Civil) 237.0 6356-7757
E10 Engineer III (Civil) 247.0 7022-8570
E17 Engineering Technician I 194.0 4143-5054
E18 Engineering Technician II 209.5 4833-5899
N12 Environmental Health Officer I 200.5 4420-5391
N11 Environmental Health Officer II 210.5 4881-5957
N19 Environmental Health Officer III 220.5 5391-6581
N10 Environmental Health Officer IV 230.5 5957-7271
N34 Environmental Health Technician** 184.0 3749-4576
M24 Evidence Technician 188.5 3921-4786

P56 Family Resource Assistant 166.5 3151-3845
P57 Family Resource Coordinator 186.5 3845-4690
E62 Finance Specialist 198.5 4332-5285
M48 Fingerprint Technician I 178.5 3550-4332
M47 Fingerprint Technician II 188.5 3921-4786
K25 Fire Equipment Supply Specialist 194.5 4163-5080
K26 Fire Equipment Supply Trainee 174.5 3411-4163
E47 First 5 Resource Specialist 176.5 3481-4247
E31 Fiscal Specialist I 195.5 4205-5131
E27 Fiscal Specialist II 205.5 4644-5666
E26 Fiscal Specialist III 215.5 5131-6263
S05 Fleet Service Attendant 157.0 2865-3498

E64 G.I.S. Specialist I 196.5 4247-5181
E63 G.I.S. Specialist II       212.5 4978-6077

H15 Health Educator 202.5 4508-5500

C53 Investigative Assistant 188.5 3921-4786

K21 Jail Cook 170.0 3262-3981
C86 Juvenile Center Support Clerk 163.5 3058-3732
P35 Juvenile Corrections Officer I 188.5 3921-4786
P36 Juvenile Corrections Officer II 198.5 4332-5285
P39 Juvenile Corrections Officer III 208.5 4786-5840

N00 Kennelworker 154.5 2796-3411

I03 Laboratory Assistant I 154.0 2782-3394
I10 Laboratory Assistant II 163.5 3058-3732
I11 Laboratory Assistant III 173.5 3378-4122



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
B48 Law Librarian/Small Claims Advisor 176.5 3481-4247
C57 Legal Clerk I 156.5 2851-3481
C58 Legal Clerk II 166.5 3151-3845
C59 Legal Clerk III 171.5 3312-4042
C50 Legal Secretary 176.5 3481-4247
B21 Librarian I 201.5 4463-5446
B20 Librarian II 211.5 4930-6016
B24 Librarian III 221.5 5446-6647
B36 Library Assistant I 154.0 2782-3394
B37 Library Assistant II 164.0 3073-3749
B38 Library Assistant III 174.0 3394-4143
B65 Library Technology Specialist I 198.5 4332-5285
B61 Library Technology Specialist II 208.5 4786-5840
P79 Licensed Clinical Social Worker 239.5 6517-7953
P93 Licensed Mental Health Clinician 239.5 6517-7953
H49 Licensed Vocational Nurse I 190.5 4001-4881
H48 Licensed Vocational Nurse II 200.5 4420-5391

H36 Medical Assistant I 154.0 2782-3394
H31 Medical Assistant II 164.0 3073-3749
C98 Medical Billing Clerk I 166.0 3136-3825
C97 Medical Billing Clerk II 176.0 3463-4226
H22 Microbiologist 238.5 6453-7875
H19 Microbiologist Trainee 220.5 5391-6581

B53 Network Analyst I 222.0 5472-6680
B54 Network Analyst II 237.0 6356-7757
B52 Network Analyst III 247.0 7022-8570
H42 Nutrition Educator 195.5 4205-5131

H38 Occupational Therapist 246.5 6987-8526
C10 Office Assistant I 154.0 2782-3394
C09 Office Assistant II 164.0 3073-3749
C08 Office Assistant III 174.0 3394-4143
B27 Office Systems Analyst I 222.0 5472-6680
B28 Office Systems Analyst II 237.0 6356-7757
B23 Office Systems Analyst III 247.0 7022-8570

C64 Paralegal 189.5 3961-4833
P73 Peer Support Specialist 154.0 2782-3394
E39 Permit Technician I 181.0 3640-4441
E40 Permit Technician II 191.0 4021-4905
E46 Permit Technician III 201.0 4441-5418
H40 Physical Therapist 246.5 6987-8526
E04 Planner I 203.0 4531-5528
E16 Planner II 218.0 5259-6420
E21 Planner III 228.0 5810-7093



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
B55 Prevention Coordinator, Beh. or Public Health 214.5 5080-6200
P31 Probation Technician 182.5 3695-4508
P30 Process Server 162.5 3028-3695
B06 Programmer Analyst I 222.0 5472-6680
B05 Programmer Analyst II 237.0 6356-7757
B11 Programmer Analyst III 247.0 7022-8570
P59 Psychiatric Technician I 180.0 3604-4397
P58 Psychiatric Technician II 190.0 3981-4857
E32 Public Guardian Accounting Technician 185.5 3806-4644
C87 Public Guardian/Vet Svcs Case Wkr 168.0 3198-3902
P90 Public Health Emergency Planner 222.5 5500-6713
H02 Public Health Nurse I 235.5 6263-7642
H01 Public Health Nurse II 245.5 6918-8443
E55 Purchasing Assistant 175.5 3446-4205

E68 Quality Assurance Specialist 196.5 4247-5181

B95 Radio Communications Programmer 248.0 7093-8655
P88 Recovery Support Coordinator I, Behavioral or 189.5 3961-4833
P87 Recovery Support Coordinator II, Behavioral or 199.5 4377-5337
P86 Recovery Support Coordinator III, Behavioral or 209.5 4833-5899
H27 Registered Dietitian 230.5 5957-7271
N32 Registered Veterinary Technician 184.0 3749-4576
E52 Right of Way Agent 227.5 5782-7056

M30 Security Officer 158.0 2895-3533
P63 Senior Employment & Training Technician 199.5 4377-5337
H16 Senior Health Educator 215.5 5131-6263
B51 Senior Network Analyst 257.0 7757-9464
B14 Senior Office Systems Analyst 257.0 7757-9464
E34 Senior Planner 242.5 6713-8195
B04 Senior Programmer Analyst 258.0 7835-9559
P52 Senior Social Service Worker 214.5 5080-6200
P23 Senior Veterans Service Rep 190.0 3981-4857
C13 Sheriff Records Clerk I 169.5 3245-3961
C14 Sheriff Records Clerk II 179.5 3585-4377
C16 Sheriff Records Clerk III 189.5 3961-4833
M45 Sheriff’s Investigative Assistant 188.5 3921-4786
P81 Social Service Practitioner - CPS 229.5 5899-7200
P14 Social Service Worker I 189.5 3961-4833
P13 Social Service Worker II 199.5 4377-5337
P12 Social Service Worker III 209.5 4833-5899
P84 Social Service Worker I - CPS 199.5 4377-5337
P83 Social Service Worker II - CPS 209.5 4833-5899
P82 Social Service Worker III - CPS 219.5 5337-6517
P76 Social Services Assistant I 160.0 2954-3604
P75 Social Services Assistant II 170.0 3262-3981



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
H55 Staff Nurse 220.5 5391-6581
C100 Staff Support Specialist I 187.5 3883-4739
C101 Staff Support Specialist II 197.5 4288-5233
C07 Support Services Specialist 190.5 4001-4881
B68 System Support Specialist 190.5 4001-4881

P92 Unlicensed Mental Health Clinician 229.5 5899-7200

P24 Veterans' Service Representative I 170.0 3262-3981
P25 Veterans' Service Representative II 180.0 3604-4397
P21 Victim/Witness Advocate I 167.5 3182-3883
P19 Victim/Witness Advocate II 177.5 3515-4288
P51 Victim/Witness Advocate III 187.5 3883-4739
P38 Welfare Fraud Investigator I 203.5 4553-5555
P37 Welfare Fraud Investigator II 213.5 5028-6139
P33 Welfare Fraud Investigator III 218.5 5285-6453
H52 WIC Breastfeeding Coordinator 195.5 4205-5131
I122 WIC Nutrition Assistant I 154.0 2782-3394
I121 WIC Nutrition Assistant II 164.0 3073-3749
I120 WIC Nutrition Assistant III 174.0 3394-4143

*See General Unit MOU Side Letter of Agreement dated August 16, 2023

** Effective 9/4/2023 - approved by the Board of Supervisors (BOS) on 9/12/2023
Animal Shelter Technician Trainee: New classification with salary set at Range 154.0 ($2,782-$3,394)

Environmental Health Technician: New classification with salary set at Range 184.0 ($3,749-$4,576)

Animal Control Officer I: Increase salary from Range 164.5 to Range 169.0 ($3,229-$3,942)
Animal Control Officer II: Increase salary from Range 174.5 to Range 179.0 ($3,567-$4,354)
Animal Control Officer III: Increase salary from Range 184.5 to Range 189.0 ($3,942-$4,808)

Animal Shelter Technician I: Increase salary from Range 154.5 to Range 159.0  ($2,924-$3,567)
Animal Shelter Technician II: Increase salary from Range 164.5 to Range 169.0  ($3,229-$3,942)



SECTION II - Blue Collar Employees                                      CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx.
Range Monthly

Code Class Title Number Salary
S00 Apprentice Mechanic 170.0 3262-3981

J05 Building Maintenance Worker 180.5 3621-4420
J10 Building Operations Specialist 212.5 4978-6077
J11 Building Operations Trainee 197.5 4288-5233

K14 Equipment & Groundsworker 176.5 3481-4247
S10 Equipment Serviceworker 174.0 3394-4143

K06 Groundsworker I 161.5 2999-3659
K05 Groundsworker II 171.5 3312-4042

J02 Janitor 157.0 2865-3498

S02 Master Mechanic 204.0 4576-5583
S01 Mechanic 189.0 3942-4808
S03 Mechanic Leadworker 214.0 5054-6169

U01 Park Aide 154.0 2782-3394
K13 Park Caretaker 181.5 3659-4463

R04 Road Maintenance Worker I 162.5 3028-3695
R05 Road Maintenance Worker II 176.5 3481-4247
R06 Road Maintenance Worker III 186.5 3845-4690
R07 Road Maintenance Worker IV 196.5 4247-5181

J04 Senior Bldg Maintenance Wkr 190.5 4001-4881
J17 Senior Janitor 164.0 3073-3749
K32 Service Writer 178.0 3533-4311

Employees who are designated “classic members” of PERS pay the full employee contribution for the
2% at 55 Miscellaneous plan.  Employees who are designated “new members” of PERS pay the full
employee contribution for the 2% at 62 Miscellaneous plan.

*See Blue Collar Unit MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Supervisors Employees                                       CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
P49 Behavioral Health Unit Supervisor 229.5 5899-7200
J21 Building Maintenance Supervisor 204.5 4599-5611

P95 Case Review Supervisor 244.5 6850-8360
C63 Central Services Supervisor 176.5 3481-4247
C51 Child Support Office Supervisor 184.0 3749-4576
P10 Child Support Supervisor 204.0 4576-5583

B49 Elections Supervisor 202.5 4508-5500
P28 Eligibility Supervisor 203.0 4531-5528
E60 Emergency Dispatch Supervisor 218.5 5285-6453
P15 Employment & Training Supervisor 209.5 4833-5899

C43 Human Services Office Supervisor 180.5 3621-4420

J01 Janitor Supervisor 170.5 3278-4001
P42 Juvenile Corrections Officer IV 218.5 5285-6453

C92 Legal Office Supervisor 198.0 4311-5259

K12 Parks and Grounds Supervisor 196.5 4247-5181
B76 Principal Information Technology Analyst 262.0 8154-9948
C60 Public Health Office Supervisor 171.0 3295-4021

R08 Roads Supervisor 207.5 4739-5782

E66 Senior Accounting Assistant 185.5 3806-4644
B32 Senior Appraiser 231.5 6016-7344
H12 Senior Dietitian 235.5 6263-7642
E23 Senior Emergency Dispatcher 203.5 4553-5555
P62 Senior Family Resource Coordinator 196.5 4247-5181
K23 Senior Jail Cook 180.0 3604-4397
P06 Social Service Supervisor 229.5 5899-7200
P80 Social Service Supervisor - CPS 239.5 6517-7953
J03 Supervising Building Operations Specialist 222.5 5500-6713

E59 Tax Collection Supervisor 215.5 5131-6263

P50 Work Crew Supervisor 169.5 3245-3961

Employees who are designated “classic members” of PERS pay the full employee contribution for the 
2% at 55 Miscellaneous plan or the 3% at 55 Safety plan. 
Employees who are designated “new members” of PERS pay the full employee contribution for the 
2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan.

*See Supervisors Unit MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Fire Employees                                                                       CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are designated
opposite the class titles as shown below. 

*Effective 9/4/2023
Salary Approx.

Class Range Monthly
Code Class Title Number Salary
M14 Fire Apparatus Engineer 213.5 5028-6139
M16 Fire Captain 228.5 5840-7127
M18 Firefighter 202.5 4508-5500
M17 Heavy Fire Equipment Operator I 213.5 5028-6139
M19 Heavy Fire Equipment Operator II 223.5 5555-6781

EFFECTIVE - September 4, 2023 - (hourly rates)

Class
Code Class Title Range Step 1 Step 2 Step 3 Step 4 Step 5
M14 Fire Apparatus Engineer 213.5 20.72 21.78 22.89 24.06 25.30
M16 Fire Captain 228.5 24.06 25.30 26.59 27.94 29.37
M18 Firefighter 202.5 18.58 19.53 20.51 21.56 22.66
M17 Heavy Fire Equipment Operator I 213.5 20.72 21.78 22.89 24.06 25.30
M19 Heavy Fire Equipment Operator II 223.5 22.89 24.06 25.30 26.59 27.94

Effective April 15, 2013, employees who are designated “classic members” of PERS pay the full employee contribution
for the 3% @ 55 Safety Plan.  Employees hired on or after January 1, 2013 and who are designated “new members” of
PERS pay the full employee contribution for the 2.7% at 57 Safety plan.

*See Firefighters Association MOU Side Letter of Agreement dated August 29, 2023

FIRE SALARY SCHEDULE - HOURLY RATES
based on average 56 hour workweek



SECTION II - Detentions Employees                                       CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

Effective 9/4/2023 Effective 10/2/2023
Salary Approx. Salary Approx. 
Range Monthly Range Monthly

Code Class Title Number Salary Number Salary
M52 Detentions Technician I** 169.0 3229-3942 170.5 3278-4001
M51 Detentions Technician II** 179.0 3567-4354 180.5 3621-4420
M04 Detentions Deputy I* 191.0 4021-4905 192.5 4082-4978
M08 Detentions Deputy I-STC* 196.0 4226-5155 197.5 4288-5233
M03 Detentions Deputy II* 206.0 4668-5696 207.5 4739-5782
M09 Detentions Sergeant* 229.5 5899-7200 231.0 5987-7308

C76 Senior Detentions Clerk** 174.0 3394-4143 175.5 3446-4205
M07 Senior Detentions Deputy* 216.0 5155-6294 217.5 5233-6387
M50 Senior Detentions Technician** 189.0 3942-4808 190.5 4001-4881

* Employees who are designated “classic members” of PERS pay the full employee contribution
for the 3% at 55 Safety plan.  Employees who are designated “new members” to PERS pay the
full contribution for the 2.7% at 57 Safety plan.

** Effective April 29, 2013, employees who are designated “classic members” of PERS pay the full
employee contribution for the 2% at 55 Miscellaneous plan.  
Employees hired on or after January 1, 2013 and who are designated “new members” to PERS 
pay the full employee contribution for the 2% at 62 Miscellaneous plan.



SECTION II - Law Enforcement Employees                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
M06 Chief Civil Deputy Sheriff 242.0 6680-8154
M35 Chief Dep Coroner/Public Admin 242.0 6680-8154

M25 Deputy Sheriff I 212.5 4978-6077
M02 Deputy Sheriff II 222.5 5500-6713
M41 Deputy Sheriff Bailiff 212.5 4978-6077
L16 District Attorney Investigator I 224.5 5611-6850
L15 District Attorney Investigator II 233.5 6139-7493

M23 Senior Deputy Sheriff 231.0 5987-7308
L14 Senior DA Investigator 243.5 6781-8277
M05 Sheriff's Sergeant 242.0 6680-8154

Employees who are designated “classic members” of PERS pay the full employee contribution 
for the 3% at 55 Safety plan.  Employees who are designated “new members” of PERS pay the 
full employee contribution for the 2.7% at 57 Safety plan.

*See Deputy Sheriff's Association MOU Side Letter of Agreement dated August 29, 2023



SECTION II - Probation Employees                                          CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
P03 Deputy Probation Officer I 195.5 4205-5131
P02 Deputy Probation Officer II 210.5 4881-5957
P01 Deputy Probation Officer III 220.5 5391-6581
P05 Deputy Probation Officer IV 230.5 5957-7271

Employees who are designated “classic members” of PERS pay the full employee contribution 
for the 3% at 55 Safety plan.
Employees who are designated “new members” of PERS pay the full employee contribution
for the 2.7% at 57 Safety plan.

*See Probation Officers Association MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Prosecutors Employees                                      CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
T19 Attorney I - Child Advocacy 234.0 6169-7530
T15 Attorney I - Child Support 234.0 6169-7530
T18 Attorney II - Child Advocacy 249.0 7164-8741
T14 Attorney II - Child Support 249.0 7164-8741
T17 Attorney III - Child Advocacy 269.0 8741-10665
T13 Attorney III - Child Support 269.0 8741-10665
T16 Attorney IV - Child Advocacy 279.0 9655-11781
T12 Attorney IV - Child Support 279.0 9655-11781

T09 Deputy District Attorney I 234.0 6169-7530
T08 Deputy District Attorney II 249.0 7164-8741
T07 Deputy District Attorney III 269.0 8741-10665
T06 Deputy District Attorney IV 279.0 9655-11781

Employees who are designated “classic members” of PERS pay the full employee contribution for the 
2% at 55 Miscellaneous plan.  Employees who are designated “new members” of PERS pay the full 
employee contribution for the 2% at 62 Miscellaneous plan.

*See Prosecutors Association MOU Side Letter of Agreement dated August 21, 2023



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D72 Accountant-Auditor 236.5 6325-7719
D46 Administrative Analyst I 216.5 5181-6325
D38 Administrative Analyst II 231.5 6016-7344
D24 Administrative Analyst III 246.5 6987-8526
D104 Animal Services Manager 226.5 5723-6987
D55 Assistant Assessor/Clerk/Recorder* 266.5 8526-10403
D127 Assistant Chief District Attorney Investigator 260.5 8032-9800
D10 Assistant County Counsel (1) 301.5 12080-14739
D52 Assistant Director of Child Support Svcs (1) 266.5 8526-10403
D20 Assistant Director of Finance–Accting Div. (1) 270.0 8828-10773
D09 Assistant Director of Finance–Treasury Div. (1) 270.0 8828-10773
D136 Assistant Director, Human Services (1) 283.0 10046-12260
D143 Assistant Director of Public Health 266.5 8526-10403
D131 Assistant District Attorney (1) 289.0 10665-13014
D105 Assistant Fire Chief (1)  273.5 9140-11154
D14 Assistant Sheriff (1) 293.0 11099-13543
D19 Assistant Sheriff - STC 270.5 8871-10826
D138 Auditor-Accountant 236.5 6325-7719

D45 Battalion Chief (Operations) (2) 254.0 7530-9185
D45 Battalion Chief (Training/Prevention) 254.0 7530-9185
D25 Building Maintenance Superintendent 259.0 7913-9655

D50 Chief Appraiser 240.5 6581-8032
D93 Chief District Attorney Investigator 270.5 8871-10826
D06 Chief Engineer 277.0 9464-11549
D89 Child Support Program Manager 236.5 6325-7719
D84 Clerk of the Board of Supervisors (1) 236.5 6325-7719
D68 Clerk/Recorder Manager 229.0 5869-7164
D117 Clinical Program Manager 249.5 7200-8785
D82 Compliance and Standards Officer 211.0 4905-5987

D40 Deputy Ag Commissioner 232.5 6077-7417
D39 Deputy Ag Commissioner-Sealer 248.5 7127-8698
D35 Deputy Chief Probation Officer 267.0 8570-10455
Q20 Deputy Clerk to the Board of Supervisor I 197.5 4288-5233
Q19 Deputy Clerk to the Board of Supervisor II 207.5 4739-5782
D48 Deputy County Administrative Officer 266.5 8526-10403
D87 Deputy County Counsel I 234.0 6169-7530
D85 Deputy County Counsel II 249.0 7164-8741
D18 Deputy County Counsel III 269.0 8741-10665
D28 Deputy County Counsel IV 279.0 9655-11781
D125 Deputy Director Behavioral Health (1) 252.5 7417-9050
D115 Deputy Director – Building Official (1) 276.5 9417-11492
D118 Deputy Director, Economic & Workforce Development 271.5 8961-10934
D16 Deputy Director, Human Services (1) 276.0 9370-11435
D112 Deputy Director – Planning 276.5 9417-11492
D41 Deputy Sealer of Weights & Measures 232.5 6077-7417
D27 Deputy Veteran’s Svc Officer/Public Guardian (1) 232.0 6048-7381
D11 Detentions Lieutenant 245.0 6883-8401



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D76 Economic Development Manager 242.5 6713-8195
D98 Elections Manager 236.5 6325-7719
D53 Emergency Services Coordinator 225.5 5666-6918
D57 Emergency Services Manager 242.5 6713-8195
D102 Environmental Health Division Manager (1) 249.0 7164-8741
D147 Executive Assistant District Attorney 294.0 11209-13678
Q22 Executive Secretary 197.5 4288-5233

D114 Facilities Manager 227.0 5753-7022
D130 Family Practice Nurse Practitioner/Physician’s Assistant-Certified 271.5 8961-10934
D56 First 5 Program Officer 236.5 6325-7719
D62 First 5 School Readiness Coordinator 231.5 6016-7344
D17 Fiscal Analyst I 215.5 5131-6263
D02 Fiscal Analyst II 225.5 5666-6918
D124 Fiscal Analyst III 236.5 6325-7719
D121 Fleet Services Superintendent 235.0 6231-7604
D110 Food Services Manager 210.0 4857-5928

D106 IT Security and Compliance Administrator 263.5 8277-10097
D59 Information Technology Manager 268.0 8655-10559
D123 Juvenile Corrections Manager 229.0 5869-7164
D61 JTO Program Manager 236.5 6325-7719

D79 Library Manager 236.5 6325-7719

D101 Nursing Division Manager (1) 276.5 9417-11492
D37 Nutrition Services Manager 241.5 6647-8112

D77 Parks & Grounds Superintendent 245.0 6883-8401
D133 Payroll Manager 236.5 6325-7719
Q23 Payroll Specialist I 198.5 4332-5285
Q24 Payroll Specialist II 208.5 4786-5840
D03 Personnel Analyst I 216.5 5181-6325
D04 Personnel Analyst II 231.5 6016-7344
D05 Personnel Analyst III 246.5 6987-8526
Q11 Personnel Assistant I 177.5 3515-4288
Q12 Personnel Assistant II 187.5 3883-4739
Q13 Personnel Assistant III 197.5 4288-5233
Q05 Personnel Technician I 200.5 4420-5391
Q04 Personnel Technician II 210.5 4881-5957
D139 Principal Personnel Analyst 266.5 8526-10403
D42 Probation Division Manager 244.5 6850-8360
D65 Program Manager, Human Services 246.5 6987-8526
D111 Program Manager, Behavioral or Public Health 236.5 6325-7719
D96 Program Specialist 225.5 5666-6918
D71 Property Tax Manager 225.5 5666-6918
D58 Public Health Laboratory Director 261.5 8112-9897
D92 Purchasing Manager 244.0 6815-8318

D141 Quality Assurance Manager 236.5 6325-7719



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D135 Risk Manager 262.0 8154-9948
Q17 Risk Technician I 194.5 4163-5080
Q16 Risk Technician II 204.5 4599-5611
Q18 Risk Technician III 214.5 5080-6200
D60 Road Superintendent 259.0 7913-9655

Q07 Secretary 187.5 3883-4739
Q01 Secretary to the C.A.O. 215.5 5131-6263
Q02 Secretary to the County Counsel 215.5 5131-6263
Q03 Secretary to the District Attorney 215.5 5131-6263
Q32 Secretary to the Sheriff 215.5 5131-6263
D08 Senior Accountant-Auditor 251.5 7344-8961
Q06 Senior Personnel Technician 220.5 5391-6581
D29 Sheriff’s Commander 269.5 8785-10719
D134 Sheriff’s Records Manager 224.5 5611-6850
D54 Social Services Program Manager 249.5 7200-8785
D140 Staff Support Manager 247.5 7056-8613
D75 Supervising Attorney - Child Advocacy 284.0 10147-12383
D34 Supervising Attorney - Child Support 284.0 10147-12383
D108 Supervising Environmental Health Officer 235.5 6263-7642
Q31 Supervising Legal Secretary 189.0 3942-4808
D13 Supervising Public Health Nurse 256.5 7719-9417
D122 Supervising Welfare Fraud Investigator 225.5 5666-6918

D91 Treasury Manager 250.5 7271-8871

D15 Undersheriff 293.0 11099-13543

D109 Victim Witness Coordinator 216.0 5155-6294

D142 Water, Solar, and Natural Resources Manager 256.5 7719-9417

Employees who are designated "classic members" of PERS pay the full employee contribution for the 2% at 55 Mi   
or the 3% at 55 Safety plan.  Employees who are designated  "new members" to PERS pay the full employee contr    
2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan.

(1) These classifications are at-will and exempt from the merit system.
(2) BATTALION CHIEF (Operations) - HOURLY RATES - when assigned to 

Effective: 9/4/2023  Range 254.0
Step 1          Step 2          Step 3          Step 4          Step 5
$31.03         $32.61         $34.28         $36.02          $37.85

Effective 8/29/2023 - approved by the Board of Supervisors (BOS) on 8/29/2023
Assistant Sheriff - STC: New classification with salary set at range 269.0 ($8,741-$10,665)



SECTION III SALARIES FOR COUNTY OFFICIALS 
 
The following Officers and Department Heads (appointed and elected) shall receive compensation 
within the following band structure: 
 

 Approximate     
Salary Band 40%  Class 
Designation Salary Band Classifications Code 

    
1 $14,000-$19,000 County Administrative Officer A02 
  County Counsel A41 
  County Health Officer * A50     A50 

2 $12,000-$18,000 Assessor/Clerk/Recorder A25 
                   District Attorney A11 
  Sheriff  A21 
    

3 $11,000-$16,000 Ag. Commissioner/Sealer of Wts. & Measures A23 
                   Assistant County Administrative Officer A07 
  Chief Information Officer A09 
  Chief Probation Officer (a) A22 
  County Fire Chief A42 
  Director of Community Development A27 
  Director of Finance A37 
  Director of Human Services A33 
  Director of Public Health Services A29 
  Director of Public Works A31 
    

4 $10,000-$ 14,000 Behavioral Health Director A47 
  Director of Child Support Services A45 
  Economic and Workforce Development Director A43 
  Human Resources Director A40 
  Library Director A38 
  Public Guardian/Veteran’s Service Officer A35 
  Registrar of Voters A26 
    

   
Effective: July 1, 2023 

Flat Monthly    
$7,165.63 Board of Supervisors A01 
$7,942.63 Chairperson, Board of Supervisors A00 

 
By Ordinance #690 approved May 14, 2019   
 
 
Employees who are designated “classic members” of PERS pay the full employee contribution for the 2% at 55 
Miscellaneous plan or the 3% at 55 Safety plan. Employees who are designated “new members” to PERS pay 
the full employee contribution for the 2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan. 
 

(a) The Chief Probation Officer is covered by a modified merit system (see Personnel Rule 2034). 
    

 * Effective 9/4/2023 – approved by the Board of Supervisors (BOS) on 9/12/2023: New classification 
County Health Officer with salary set at Salary Band 1 
 

  
    



 
SECTION III SALARIES FOR COUNTY OFFICIALS 

 
Salary Bands 
Selected management positions receive the equivalent of a flat rate monthly salary.  The Board of 
Supervisors has adopted salary bands specifying a minimum and maximum flat dollar amount 
(salary) payable for each position.  Adjustment to this flat dollar amount is based on action by the 
Board of Supervisors as certified by the County Administrative Officer on a County Personnel 
Action Form.  
 
The County Administrative Officer’s flat dollar salary amount shall be certified by the Chair of the 
Board of Supervisors on a County Personnel Action Form.  Adjustments to compensation within 
Salary Bands is at the sole discretion of the Board of Supervisors, after advice from the County 
Administrative Officer and:   

 
1. Is not intended to be adjusted periodically based on length of service, (which distinguishes 

Salary Bands from Salary Ranges which require consideration of 5% incremental pay 
adjustments at predetermined intervals);  

 
2. Adjustments may be made in any increment either a dollar amount or percentage; provided 

however, such adjustment shall be rounded to the nearest whole dollar;  
 
3. Salary Bands, may be adjusted by the Board of Supervisors, from time to time, but not 

necessarily annually, and are intended to remain fixed for one or more years, during which time 
salary increases or decreases to individual positions may be made based on such factors and 
conditions as Board of Supervisors deems appropriate including but not limited to: employee 
performance, changes in the cost of living and the County’s ability to pay; 

 
4. The inclusion of multiple positions in salary bands should not be construed to imply that all 

positions in each band are deemed exactly comparable for purposes of compensation; but only 
requires at the time of adoption or amendment of the Salary Bands, a salary amount within that 
band shall be designated for each position; 

 
5. Five Step salary ranges for most classifications are typically adjusted annually based on 

negotiated agreements with employee organizations.  Individual position salaries are 
automatically adjusted by the change in the range.  Flat monthly salaries, designated by the 
Board of Supervisors do not automatically change at such time as the Board may elect to modify 
Salary Bands, except that no position in a band may be paid more or less than the minimum or 
maximum dollar amount that defines the Salary Band; 

 
6. There is no expectation that any particular position in a Salary Band would be set at the highest 

dollar amount permitted by the band in the same manner that positions in salary ranges, after 
designated service intervals, reach the fifth or top step of a range.  Salary Bands are purposely 
designed to provide maximum flexibility to the Board of Supervisors to increase, decrease or 
leave salaries unchanged; and 

 
7. When a salary-banded position is vacated, the Board of Supervisors after consultation with the 

County Administrative Officer shall designate a salary rate or a salary range within the Salary 
Band that shall be used for purposes of recruitment.  Notwithstanding this provision governing 
the recruitment process, the Board of Supervisors may appoint the candidate selected for the 
position at any flat dollar amount within the Salary Band.    

 
 

SR3/MOU 



SECTION IV  SPECIAL COMPENSATION SCHEDULE 
 

DEPARTMENT OF FINANCE 
Student Accounting Major – Unless below minimum wage, the salary for positions in this class shall be at a rate 
no higher than:  

 30 ranges below Accountant I with completion of 30-59 units. 
 20 ranges below Accountant I with completion of 60-89 units. 
 10 ranges below Accountant I with completion of 90 units to graduation. 
 
EXTRA HELP 

Shall normally be compensated at the hourly rate of the first step of the salary range for the class of employment. 
Extra help not working in a class otherwise covered by this resolution shall be compensated at minimum wage.  
Extra help is not in the competitive service and is authorized solely to provide necessary help on a limited or 
short-term basis not to exceed 999 hours in any fiscal year.   
NOTE: CalPERS retirees are limited to 960 hours in any fiscal year.   

 

GOVERNMENT AIDE & GOVERNMENT INTERN (Z55) 
 Unless below minimum wage, the salary for positions in these classes shall be at a rate no higher than 10 ranges 

below the entry level for which training is being received.  If a degree is required, the following shall apply: 
 30 ranges below with completion of 30-59 units. 
 20 ranges below with completion of 60-89 units. 
 10 ranges below with completion of 90 units to graduation. 
 

MILEAGE 
Employees required to use personal vehicles for travel in performance of their duties shall be reimbursed at the 
rate allowable under I.R.S. regulations as determined and administered by the Department of Finance. 

 

PARKS & GROUNDS 
Museum Curator (extra help) - Unless below minimum wage, compensation not to exceed Step 1 of Library 
Assistant II and no more than 999 hours per fiscal year. 

 

PUBLIC GUARDIAN/VETERANS' SERVICE 
Z21  Transportation Aide – Unless below minimum wage, incumbent shall be compensated at a rate no higher 
than 2 ranges below step one for Veterans' Service Representative I. 

 

PUBLIC WORKS 
 Student Engineer - Unless below minimum wage, the salary for positions in this class shall be at a rate no higher 

than: 
 30 ranges below Engineer I (Civil) with completion of 30-59 units. 
 20 ranges below Engineer I (Civil) with completion of 60-89 units. 
 10 ranges below Engineer I (Civil) with completion of 90 units to graduation. 
 

Student Road Employee - Unless below minimum wage, the salary for positions in this class shall be at a rate no 
higher than: 

 Minimum wage during first year of employment. 
 15 ranges below Road Maintenance Worker I during second year of employment and thereafter. 
 

SHERIFF'S OFFICE 
 

Reserve Deputy Sheriff (M00) and Technical Reserve (M01) - 1/26 of the annual uniform allowance of a Deputy 
Sheriff I shall be provided as reimbursement for uniform expenses in each pay period worked.  Reserves are 
compensated for hours worked at a rate no higher than nine ranges below step one for Deputy Sheriff I.  Retirees 
are not eligible for uniform allowance. 

 
Reserve Detentions Deputy (M11) - 1/26 of the annual uniform allowance of a Detentions Deputy I shall be 
provided as reimbursement for uniform expenses per pay period worked. Reserves are compensated for hours 
worked at a rate no higher than seven ranges below step one for Detentions Deputy I.  Retirees are not eligible 
for uniform allowance. 

 
Reserve Emergency Dispatcher (Z05) - Compensation for hours worked is set at a rate no higher than the hourly 
rate for Step 1 of Emergency Dispatcher I. 

 
Federal law requires employers to make a deduction from the pay of part-time employees for either social security or an 
acceptable alternative such as a deferred compensation program.  Extra Help Reserves not already enrolled in PERS will 
contribute to the County’s Deferred Compensation Plan in the amount of 7.5% of compensation.  They also must pay into 
Medicare at the rate of 1.45% of compensation. 



SECTION V UNREPRESENTED MANAGEMENT BENEFITS 
 

 

 Management Group I   = Appointed and elected officials in salary bands. 
 
 Management Group II  = Middle management (all other management not in Group I or III). 
 
 Confidential 
 Management Group III = All Executive Secretary positions Secretary to the C.A.O. 
 (non-exempt)   Deputy Clerk to B.O.S. I/II  Secretary to County Counsel 
   Payroll Specialist I/II   Secretary to the District Attorney 
   Personnel Assistant I/II/III Secretary to the Sheriff 
   Personnel Technician I/II Senior Personnel Technician  
     Risk Technician I/II/III   Supervising Legal Secretary 
     Secretary         
 
VACATION AND MANAGEMENT LEAVE 
 
1. An eligible management employee may accrue vacation at the appropriate rate applicable to the 

employees length of service (2080 hours of actual service as defined in the County Personnel rules 
equals one year) as follows: 

 
  Service   Hours (days)   Rate 

Hours   Earned (based on hrs)  (based on hours) 
 0 - 10,400    96 (12 days)   .046154 
10,401 - 20,800  120 (15 days)   .057693 
20,801 - 31,200  140 (17.5 days)   .067308 
31,201 +  160 (20 days)   .076924 

 
2. An eligible management employee may accrue vacation at the appropriate rate applicable to the 

employee's length of service (as set forth above) until the employee reaches one of the following accrued 
hours of vacation limits: 

 
 Hours (days)  Maximum Vacation 
 Earned (based on hrs)  Accumulation Limits 
  96 (12 days)  192 hours 
 120 (15 days)  240 hours 
 140 (17.5 days)  280 hours 
 160 (20 days)  320 hours 
 
 Once the appropriate accumulation limit has been reached, the employee shall cease to earn additional 

vacation until the employee's accumulated vacation balance falls below the limits listed above. 
 
3. Effective July 1, 2014, management employees in Group I & II will be granted 64 hours of additional 

vacation time as management leave in the first full pay period of each fiscal year (or pro-rated upon hire 
date).  These hours are a separate leave benefit and not counted against the maximum vacation accrual 
established based on length of service.  Employees may, at their option, sell back up to 48 of the 64 
hours of management leave each fiscal year at their hourly rate of pay.  This leave will be tracked 
separately from the regular vacation accrual and is not intended to carry over from year to year.  If this 
time is not used by the end of the fiscal year (see note), up to 48 hours of the remaining balance will be 
automatically cashed out to the employee.  Any sale of management vacation hours will be deducted only 
from the management vacation leave balance. The remaining 16 hours of leave can not be cashed out 
and must be taken as time off only.  If any hours remain at the end of the fiscal year after 48 hours are 
cashed out, the remaining hours will carry over to the new fiscal year (see note) However, and the hours 
granted for the new fiscal year shall be reduced by the number of hours equal to those carried over. 
 
a) All management attorneys in the District Attorney’s Office, Child Support, Minors Advocate, and 

County Counsel will be granted 80 hours additional management leave in the first full pay period of 
each fiscal year (or pro-rated upon hire date). Which will not carry over and may be cashed out in full.   
   

b) Management employees in Group III will be granted 40 hours of vacation time in the first full pay 
period of each fiscal year (or pro-rated upon hire date). All other terms described above apply. 

 



SECTION V UNREPRESENTED MANAGEMENT BENEFITS 
 

 

4. All Management employees may, at their option, sell back an additional 8 hours of accrued regular 
vacation each fiscal year, (see note) at their hourly rate of pay, to be contributed directly to the 
employee’s deferred compensation account. 
  

5. Upon the recommendation of the Human Resources Director, the County Administrative Officer may 
authorize a vacation accrual rate for management positions hired from outside the county at an amount 
equivalent to what their accrual would be if their service time with other public agencies was earned in 
Kings County.  Additionally, when this advanced accrual rate is authorized at the time of hire, the prior 
public service time will be used for calculating future adjustments to the accrual rate as if the time was 
earned with Kings County. 

 
Note: 1) For purposes of payroll processing of vacation hour sell backs described above, the end of the fiscal year 
is defined as the last day of pay period 13 in any year.  2) Management leave is not available for use during pay 
period 14.  3) Provisions regarding vacation do not apply to elected officials. 
 
 
HEALTH/DENTAL/OPTICAL PLAN PREMIUM CONTRIBUTION 
 
Employees who elect to use a Health Plan offered by the County must continue to participate in the Dental 
and Optical plans and must remain in that plan until the open enrollment period of the plan.  Employees 
electing to pretax their insurance will not be allowed to drop insurance coverage except at open enrollment 
unless the employee has a qualifying status change. 
 

Effective May 15, 2023 (pay period 2023-11), the County contribution (per month based on 24 pay 
periods) to the health/dental/optical insurance premium will be as follows: 
 

                           PPO Plan 
Health/Dental/Vision 
Plan Level 
 

 
County Share 

Single  $658.64 
Two-Party  $1,199.19 
Family  $1,804.39 

 
The County shall pay 100% of the health insurance premium (including the medical, dental and vision 
plans) for the health plan offered by the County for each management employee and their eligible family 
members, based on their enrollment in such health plan.  Employees promoting into or demoting out of 
management classifications after open enrollment will be treated as a “status” change and may enter or 
leave the plan, or modify the number of dependents covered. 

 
DEFERRED COMPENSATION  
 
 Effective January 1, 2014, for every three dollars contributed to the County contracted deferred 

compensation programs by management employees, the County shall contribute one dollar to the 
employee’s account, up to a maximum of twenty five hundred dollars ($2,500) per calendar year.  

 
RETIREMENT/PERS SERVICE CREDIT 
 

The County contracts with the Public Employee Retirement System (PERS) for this benefit and pays the 
employee contribution for members of the Board of Supervisors only.  All management employees pay 
the total Miscellaneous or Safety PERS employee contribution depending on their classification and 
status within PERS (Classic or “new member” – see below).  

  
Miscellaneous Non-Safety Management 
 

1. New Members –Employees hired on or after January 1, 2013 and designated as “new members” 
to CalPERS are eligible for the PERS 2% at 62 Miscellaneous Plan pursuant to AB 340/SB197 
(Pension Reform Act 2013).  These employees pay the entire employee contribution rate 
reviewed and set annually by CalPERS.  Such payment shall vest to the employee.  

 



SECTION V UNREPRESENTED MANAGEMENT BENEFITS 
 

 

2. Classic Members – Employees hired prior to January 1, 2013, or those hired on or after that date 
that are not designated as “new members” to CalPERS by the Pension Reform Act of 2013, are 
eligible for the 2% at 55 Miscellaneous Plan.  These employees pay the entire employee 
contribution of 7.0% of salary.  Such payment shall vest to the employee.  

 
a) The 2% at 55 Plan has been modified to also include the following optional benefits:  

One-Year Final Compensation and Military Service Credit. 
 

b) The Miscellaneous Plan has also been modified for employees to have, at their option, 
the ability to apply to PERS for retirement service credit for their unused sick leave 
balance. However, the County limits the use of this provision to employees who have not 
cashed out their sick leave or opted for the Retiree Health benefit. 

 
Safety Management 

 
1. New Members – Employees hired on or after January 1, 2013 and designated as “new members” 

to CalPERS are eligible for the PERS 2.7% at 57 Safety Plan pursuant to AB 340/SB197 
(Pension Reform Act of 2013).  These employees pay the entire employee contribution rate 
reviewed and set annually by CalPERS.  Such payment shall vest to the employee.  
 

2. Classic Members – Employees hired prior to January 1, 2013, or those hired on or after that date 
that are not designated as “new members” to CalPERS by the Pension Reform Act of 2013, are 
eligible for the 3% at 55 Safety Plan, which became effective 4/1/02.  These employees pay the 
entire 9% of salary PERS employee contribution.  Such payment shall vest to the employee.  

 
a) The 3% at 55 Plan has been modified to also include the following optional benefits:  

One-Year Final Compensation and Military Service Credit.  
Elected Officials  
 
Pursuant to State Law local elected officials have the option of declining participation in the Public 
Employees Retirement System.  An amount equal to the Employee’s share of retirement may, if an 
elected officer declines participation in PERS, be applied toward the County Sponsored deferred 
compensation plan in lieu of the PERS contribution.  The County match amount for this benefit shall not 
exceed the match provided to management employees described above.  

  
TERM LIFE/ACCIDENT INSURANCE 
 

Term life/accident insurance (with an option for portability when leaving County service in good  
standing) is provided for management employees as follows: 

 
  Management Group I  $ 50,000 
  Management Group II/III $ 40,000 
 
LONG TERM DISABILITY INSURANCE 
 
 Long Term Disability (LTD) Insurance is provided to all management employees. 
 
SICK LEAVE ACCRUAL 
 
 a. All regular full-time and regular part-time management employees hired prior to January 

1, 1999, shall be entitled to point zero-four-six-one-five-four (.046154) hours of sick leave 
with pay for each hour of the actual hours of regular employment. 

   
 b. All regular full-time and regular part-time management employees hired January 1, 1999 

or thereafter will accrue sick leave as follows: 
  Service    Hours   Sick leave earned at the rate of 

Hours    Earned   (based on hours worked) 
 0 - 10,400   80 (10 days)  .038462 
10,401 - 20,800   88 (11 days)  .042308 
20,801 +   96 (12 days)  .046154 

Note:  Provisions regarding sick leave do not apply to elected officials. 
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UNUSED SICK LEAVE PAYOFF/POST RETIREMENT HEALTH BENEFIT 
 
This Article does not apply for employees who elect the PERS service credit.   
 
 a) Management employees hired January 1, 1999 or later, who have 5 years of Kings County 

continuous service immediately prior to retirement, are age 50 or older, and retire in good 
standing at the time of their separation from Kings County employment will receive a percentage 
of the dollar value of accrued sick leave (at time of retirement) put into an “account” to be used 
toward Kings County health insurance premiums, at a rate not to exceed the family option per 
month until the employee, and/or spouse if covered, is eligible for Medicare or the money runs 
out, whichever occurs first. When an employee and/or spouse, if covered, reach Medicare 
eligibility the remaining money may be used for Medicare supplemental premiums until the 
money runs out.  The retiree health benefit percentage shall be as follows: 

       
    Percent of compensation   
    (based on hours) 
Service Hours   Retiree Health Benefit 
10,401 - 41,600   40% 
41,601 and over   50% 

 
To qualify for the retiree health benefit the employee and any eligible dependents to be covered 
must be enrolled in the County’s existing health benefit plan at the time of the employee’s 
retirement from County service.  Retiree health benefit payments may be used toward coverage 
for the employee’s dependents only as long as the dependent(s) is eligible for coverage under 
the plan, has not reached Medicare eligibility and, in the case of children, only to the age 
permitted under the plan contract as dependent children. If the employee dies after retirement (or 
while still employed in good standing) prior to Medicare eligibility and there is money remaining in 
the account, the employee’s covered dependent(s) may continue to use the account toward 
Kings County health insurance premiums or Medicare supplemental insurance premiums, if 
eligible as stated above.  Any unused balance in account remains the property of the County.  
 

b) Management employees hired prior to January 1, 1999, who separate in good standing shall be 
allowed a one time irrevocable election to decide whether to receive the retiree health benefit 
option or cash as follows: 

  
   Percent of  Percent of 
   Compensation  compensation 
Service  (based on hrs)  (based on hrs) 
Hours   Cash  OR Retiree Health Benefit 
10,401 - 41,600 25%   40% 
41,601 and over 30%   50% 
 

 Taxes will be paid by the employee on the full cash distribution, or the portion of the deposit into 
the account that could have been taken in cash.  Additionally, the cash benefit is taxable in the 
year the cash is received.  Any unused balance in the account remains the property of the 
County.  
 
 
1) Retiree health benefit option: 

 
To qualify for the retiree health benefit (non-cash) benefit the employees must have 5 years of 
Kings County continuous service immediately prior to retirement, are age 50 or older, and retire 
in good standing at the time of separation from Kings County employment.  A percentage of the 
dollar value of accrued sick leave (at time of retirement) will be put into an “account” to be used 
toward Kings County health insurance premiums.  The employee and any eligible dependents to 
be covered must be enrolled in the County’s existing health benefit plan at the time of the 
employee’s retirement in good standing from County service.  Employees electing to utilize the 
retiree health benefit option must submit their election in writing to the Department of Finance not 
later than 14 days after the effective date of retirement.  If the employee elects the retiree health 
benefit option, the County will pay up to the family option per month toward the employee’s health 
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insurance premium until the employee, and/or spouse if covered, is eligible for Medicare or the 
money runs out, whichever occurs first.  Retiree health benefit payments may be used toward 
coverage for the employee’s dependents only as long as the dependent(s) is eligible for coverage 
under the plan; has not reached Medicare eligibility and, in the case of children, only to the age 
permitted under the plan contract as dependent children.  When an employee and/or spouse, if 
covered, reach Medicare eligibility the remaining money may be used for Medicare supplemental 
premiums until the money runs out.   If the retiree dies prior to Medicare eligibility and there is 
money remaining in the account, the employee's dependent(s) may continue to use the account, 
if eligible as stated above.  In the event of death of an eligible employee (while still employed in 
good standing), the qualifying eligible dependent(s) shall make a determination of either cash or 
the retiree health benefit option within 30 days of the death of the employee. 
 
2) Cash benefit option: 

 
Employees who fail to elect the retiree health benefit will be cashed out, if eligible. If the 
employee elects the cash option, the employee will receive the benefit if the employee separates 
in good standing as a result of resignation, layoff, retirement or death. 

 
ELECTED OFFICIALS - POST RETIREMENT HEALTH INSURANCE 
 
 Kings County elected Officials may be eligible for a Post Retirement Health Benefit upon retiring from the 

County.  All the criteria shall apply as for management post retirement health insurance generally except 
that: An elected official is eligible for the post retirement health insurance benefit  described below if that 
elected official: 1) serves at least five (5) consecutive years in office without break in service between the 
five years served and the date of departure from elected office; and 2) either simultaneously retires from 
PERS at the end of such service (or is at that time already retired from PERS). The benefit is calculated 
by multiplying the hourly rate at the time of eligibility, by the number of consecutive years in office, and 
then multiplying the result by one half of the annual sick leave benefit provided to management 
employees at the time of eligibility. The official may defer use of this benefit if otherwise covered on the 
County health plan at the time of eligibility so long as there is no break in coverage during the deferral 
period.  Pursuant to existing practice the balance does not accrue interest. (Note: the change in the 
formula will go in to effect at the start of each sitting elected’s next consecutive term in office and at the 
time of filing candidacy papers for any new candidate who is subsequently elected.) Any previously 
earned benefit will be calculated and recorded by the Finance Department. 

If a balance remains at the time the elected, and/or his/her spouse or eligible dependent no longer 
participates in the County health insurance, this amount can be applied toward a Medicare Part B plan or 
Medicare supplement, or PERS Long Term Care plan. Participation in the County health insurance 
program is not required for the elected, and/or spouse or eligible dependent to direct all or part of the 
funds in this account to a Medicare Part B or PERS Long Term Care plan premium. In all other instances, 
any balance on account remains property of County. 

P.O.S.T. EDUCATION INCENTIVE PAY 
  

1. Employees in the classifications of Assistant Chief DA Investigator, Undersheriff, Assistant Sheriff, 
Assistant Sheriff – STC, Sheriff's Commander, and Chief District Attorney Investigator who possess a 
valid P.O.S.T. Management Certificate shall be entitled to receive compensation in the amount of $200.00 
per month ($92.31 per pay period).  Employees must submit certification to the appropriate department 
head prior to payment authorization.  Employees receiving compensation for P.O.S.T. Management 
Certification shall not be entitled to compensation for other P.O.S.T. certification. 

 
2. Employees in the above indicated classifications possessing valid, current P.O.S.T. Supervisory 

Certification shall be entitled to receive compensation in the amount of $150.00 per month ($69.23 per 
pay period).  Eligible employees must submit appropriate certification to the department prior to payment 
authorization.  Employees receiving compensation for P.O.S.T. Supervisory Certification shall not be 
entitled to compensation for other P.O.S.T. certification. 
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3. Employees in the above indicated classifications possessing valid, current P.O.S.T. Advanced 
Certification shall be entitled to receive compensation in the amount of $125.00 per month ($57.69 per 
pay period).  Eligible employees must submit appropriate certification to the department head prior to 
payment authorization.  Employees receiving compensation for P.O.S.T. Advanced Certification shall not 
be entitled to compensation for other P.O.S.T. certification. 
 

4. Employees in the above indicated classifications possessing valid, current P.O.S.T. Intermediate 
Certification shall be entitled to receive compensation in the amount of $100.00 per month ($46.15 per 
pay period).  Eligible employees must submit appropriate certification to the department head prior to 
payment authorization.  Employees receiving compensation for P.O.S.T. Intermediate Certification shall 
not be entitled to compensation for other P.O.S.T. certification. 

 
 
FIRE CERTIFICATION PAY 
 

1. Employees in the classification of Assistant Fire Chief and Battalion Chief who obtain and maintain   
EMT-D qualification shall be entitled to additional compensation in the amount of $15.00 per pay period.  

2. Employees in the above indicated classifications who obtain and maintain a Fire Officer or Company 
Officer certification shall be entitled to additional compensation in the amount of $42.00 per month 
($19.38 per pay period). All Battalion Chiefs who obtain and maintain a Chief Officer or Chief Fire Officer 
certification shall be entitled to additional compensation in the amount of $85.00 monthly ($39.23 per pay 
period). Appropriate certification documentation must be received by the department prior to payment 
authorization. Employees receiving compensation for Chief Officer or Chief Fire Officer shall not be 
entitled to receive additional compensation for Fire Officer or Company Officer certification.  

 

FIRE STIPEND 
 

The intent for the Fire Stipend is to provide a method of compensation when the Assistant Fire Chief or 
Battalion Chiefs are assigned to work extra shifts outside their regular assigned working hours.  Based on an 
estimate of anticipated vacation, training time and possible sick leave use for the three field Battalion Chiefs, 
it is necessary to provide additional field coverage for up to 52 shifts or partial shifts annually.  The Fire 
Stipend applies to the Assistant Fire Chief and all assigned Battalion Chiefs in the Operations, Fire 
Prevention and Training Divisions.   

 
 The stipend rates are as followed: 
 
  Stipend     Hours 
  
  $500      8 to less than 16 hours 
  $1,000     16 to less than 24 hours 
  $1,500     24 hours or more 
 

* Coverage of less than 8 hours will not be compensated.  This time is compensated through 
Management Leave.  

* Employees shall not receive stipend pay for any hours they receive strike team pay. 
 

While the Administrative Battalion Chief assigned to Fire Prevention/Training activity would also be eligible 
for the stipend if they cover for an Operation Battalion, this stipend will not apply for coverage of the Fire 
Prevention/ Training Battalion Chief’s absences.  
 

FIRE MANAGEMENT STRIKE TEAM PAY 
 

Fire management positions (Battalion Chief and Assistant Fire Chief) will be compensated while on, or as 
relief to, strike team at the current rate required by the California Fire Assistance Agreement with Cal OES. 
*Employees shall not receive stipend pay for any hours they receive strike team pay. 
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BATTALION CHIEF HOLIDAY-IN-LIEU 
 

All Shift (56-Hour work week) Fire Battalion Chiefs shall receive Holiday-in-Lieu.  Holiday-in-Lieu time will be 
recorded and paid as 24 hours of “Holiday-in-Lieu” for each whole holiday and 12 hours for each half-day 
holiday.  If a Shift Battalion Chief is required to work on a holiday, no other day off will be traded or 
exchanged for the schedule day.   
 
All Administrative (40-hour work week - Fire Prevention/ Training) Battalion Chiefs shall receive 8 hours 
Holiday Pay and will receive an additional 16 hours of Holiday-in-Lieu for each whole holiday.  On ½ day 
holidays, Administrative Battalion Chiefs will receive 4 hours of Holiday Pay with no additional compensation 
of Holiday-in-lieu.  

 
LONGEVITY PAY 
 

Effective July 25, 2022 (Pay Period 16-2022), employees in the following safety management classifications, 
who have completed ten (10) years of continuous full-time service (20,800 service hours) with the County in 
an allocated position shall, in addition to their regular salary, receive longevity pay in the amount of three 
percent (3%).  Longevity pay for those employees who are eligible, shall become effective no later than the 
full pay period following the completion of the required period of continuous service.  Longevity pay will be 
determined by CalPERS to be pensionable consistent with the existing laws and regulations.    
 

DSA Management POA Management 
Assistant Chief District Attorney Investigator Chief Probation Officer 
Assistant Sheriff Deputy Chief Probation Officer 
Chief District Attorney Investigator Probation Division Manager 
Sheriff’s Commander  
Sheriff   
Undersheriff  

 
 

Effective September 4, 2023 (Pay Period 19-2023), employees in the following safety management 
classifications, who have completed ten (10) years of continuous full-time service (20,800 service hours) with 
the County in an allocated position shall, in addition to their regular salary, receive longevity pay in the 
amount of three percent (3%).  Longevity pay for those employees who are eligible, shall become effective 
no later than the full pay period following the completion of the required period of continuous service.  
Longevity pay will be determined by CalPERS to be pensionable consistent with the existing laws and 
regulations.    
 

Detentions Management Fire Management 
Assistant Sheriff-STC Assistant Fire Chief 
Detentions Lieutenant Battalion Chief  
 Fire Chief 

 
 
UNIFORM ALLOWANCE 
 

The management employee classifications listed below shall be entitled to receive a uniform allowance 
which will automatically be adjusted to the same amount as the bargaining unit employees they 
supervise, currently: 
 
Assistant Chief DA Investigator        $650 
Assistant Fire Chief         $1,200 

             Assistant Sheriff         $950 
Assistant Sheriff-STC         $900 
Battalion Chief          $1,200 
Chief District Attorney Investigator       $650 

 Chief Probation Officer         $650 
Deputy Chief Probation Officer        $650 
Detentions Lieutenant         $900 
Fire Chief          $1,200 
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Food Services Manager         $275 
Juvenile Corrections Manager        $450 
Probation Division Manager        $650 
Sheriff           $950 
Sheriff’s Commander         $950 
Sheriff’s Records Manager        $275 
Undersheriff                                                                                                               $950 

 
1. All employees required to wear a uniform by the County shall receive a uniform allowance paid 

directly to the employee.  Only the initial uniform allowance paid to employees shall be paid in a lump 
sum.  New employees shall receive their initial allowance in the first full pay period following the date 
of employment.  Employees who voluntarily terminate within the first 90 days after receiving their 
initial allowance shall be required to reimburse the County for one-half of their initial allowance.  
Those who voluntarily terminate during the second 90 days after receiving their initial allowance will 
be required to reimburse the County for one-quarter of the allowance.  
 

2. Eligible employees who are on the regular County payroll in paid status shall receive the annual 
uniform allowance as follows:  Employees will be paid 1/26 of the annual allowance each pay period 
in paid status.  The uniform allowance shall not be paid for any pay period the employee is in unpaid 
status the entire pay period. 

 
3. For employees hired on or after January 1, 2013 and designated as “new members” to CalPERS, any 

uniform allowance will not be subject to PERS pursuant to AB 340/SB197 (Pension Reform Act of 
2013). 

 
BILINGUAL PAY 
 

Upon the written request of a department head explaining the business necessity, the County 
Administrative Officer may approve bilingual pay for a management employee in the amount of $25 per 
pay period when use of their bilingual skills is determined to be an essential service need.  Bilingual pay 
shall be terminated, and a new request for bilingual compensation may be submitted, if the employee is 
demoted, promoted, transferred or reassigned. The decision of the County Administrative Officer 
regarding the granting and termination of bilingual payment shall be final and shall not be subject to 
appeal or grievance procedures.  Employees receiving bilingual pay may be required to use their bilingual 
ability to assist other departments within the County.  When a part-time employee is assigned bilingual 
duties, the bilingual pay shall be prorated.  Employees who translate for more than one language are not 
eligible to receive additional bilingual compensation for the additional language(s).    

  
LEGAL SPECIALIST CERTIFICATION PAY 
 

Employees who are hired at or promoted to the Management attorney classifications at or above the III 
level are eligible for additional compensation as outlined below once they have acquired and maintain a 
State Bar of California-approved Legal Specialist Certification as a Family Law Specialist or Child Welfare 
Law Specialist.  Certification in any other legal specialties will not be considered qualifying for Legal 
Specialist Certification pay. 

 
$150 per month $200 per month 

Deputy County Counsel III Deputy County Counsel IV 
 Supervising Attorney – Child Adv. 
 Supervising Attorney – Child Sup. 

 
Eligible employees must present proof of certification in order to qualify for Legal Specialist Certification 
Pay.  Proof of re-certification must be presented at the end of each subsequent certification period in 
order to continue to qualify for certification pay. 
 

 
 
 
PUBLIC HEALTH DEPARTMENT PROFESSIONAL LICENSES 
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The County will reimburse, or pay, required professional license fees for unrepresented management employees 
in the classifications listed below (which will be monitored by the Public Health Department): 
 

Environmental Health Division Manager   
Nursing Division Manager     
Nutrition Services Manager      
Supervising Environmental Health Officer   
Supervising Public Health Nurse    

   Physician’s Assistant     
    Family Practice Nurse Practitioner  
 
RECRUITMENT AND RETENTION BONUS 
 
The following classifications only, shall receive up to an amount of $10,000 as a retention bonus. The retention 
bonus shall be effective for current employees in these classifications beginning September 4, 2023 (PP19-2023) 
or upon approval of the Board of Supervisors, whichever is later. The retention bonus shall be paid to employees 
on a pay-period basis in an amount of $192.31, for each actively employed pay-period (active status) between 
September 4, 2023 (PP19-2023) through August 31, 2025 (PP18-2025).  
 

Assistant Chief District Attorney Investigator Deputy County Counsel III 
Assistant County Counsel Deputy County Counsel IV 
Assistant District Attorney Detentions Lieutenant 
Assistant Fire Chief District Attorney 
Assistant Sheriff Fire Chief 
Assistant Sheriff-STC Juvenile Corrections Manager 
Battalion Chief Probation Division Manager 
Chief District Attorney Investigator Sheriff  
Chief Probation Officer Sheriff’s Commander 
County Counsel  Supervising Attorney – Child Advocacy 
Deputy Chief Probation Officer Supervising Attorney – Child Support 
Deputy County Counsel I Undersheriff 
Deputy County Counsel II  

  
 
Deputy County Counsel I/II/III/IV classifications only, currently at a lower step than Step 5 of their current range 
shall be automatically placed at Step 5 of their current range on September 4, 2023 (PP19-2023). This provision 
shall be a one-time adjustment for current Deputy County Counsel I/II/III/IVs and this provision shall sunset 
following implementation of the step adjustment. 

 
H: SR5 
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Compensation shall be paid on a bi-weekly basis within the hourly or monthly rate established 
for the class of position to which an individual has been appointed except where otherwise 
indicated in this resolution.  For accounting purposes within the Auditor's Office and in the 
Human Resources Department, the employment records of all employees, whether paid at a 
monthly or hourly rate, will be maintained on an hourly basis.  The first pay period shall be from 
Monday (starting at 0001 Monday morning) to midnight (2400) of the second Sunday thereafter.  
Compensation shall be payable on or before the fifth working day after the conclusion of each 
pay period for service rendered during the preceding pay period. 
 
Any officer required to file an affidavit as a condition of receiving his/her salary for any one 
month shall not receive the final installment of his/her salary for any month until he/she has 
submitted to the Auditor/Controller such affidavit or affidavits as are required by law. 
 

EFFECTIVE DATE 
 

This Resolution shall take effect _____________, except as to those items previously approved 
by action of the Kings County Board of Supervisors, and as to those items, the effective day 
shall be the date of the Board action. 
 
The foregoing resolution was adopted upon motion by Supervisor                  , seconded by 
Supervisor                   ___, at a regular meeting held _______________ by the following vote: 
 
 
      AYES: Supervisors 
      NOES: Supervisors 
   ABSENT: Supervisors 
 
             
    Richard Valle, Chairman of the Board of Supervisors 
    County of Kings, State of California 
 
 
 WITNESS my hand and seal of said Board of Supervisors this   day of  
  , 2023. 
 
              
       Clerk of said Board of Supervisors 
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KINGS COUNTY

RESOLUTION NUMBER 23-067

A RESOLUTION FIXING THE COMPENSATION OF
OFFICERS AND EMPLOYEES OF KINGS COUNTY

APPROVED BY THE BOARD OF SUPERVISORS ON 10/3/2023
FOR PAY PERIOD 21-2023 (10/2/2023)

WHEREAS, Section 18-4 of the Code of Ordinances of Kings County
authorizes that, except as otherwise provided by state law, the compensation of officers
and employees shall be established by resolution of the Board of Supervisors;

NOW, THEREFORE, BE IT RESOLVED that this resolution shall be known as
"THE SALARY RESOLUTION" and hereby establishes a basic salary plan for payment
of all Kings County officers and employees, elective and appointive; that said salary plan
provides for a bi-weekly pay period; that the basic pay plan and compensation
provisions are applied herein to the several classes or positions as shown in the
following sections:

MOU/SR



SECTION I
The following basic monthly salary schedule of five step salary ranges shall apply to all full 
or part-time employment in the County Service for those positions assigned to salary range:

Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
147.5 15.04 15.81 16.61 17.47 18.36 147.5 2607-3182
148.0 15.12 15.89 16.70 17.55 18.45 148.0 2621-3198
148.5 15.20 15.97 16.78 17.64 18.54 148.5 2635-3214
149.0 15.27 16.05 16.87 17.73 18.63 149.0 2647-3229
149.5 15.35 16.13 16.95 17.82 18.72 149.5 2661-3245
150.0 15.42 16.21 17.04 17.91 18.82 150.0 2673-3262
150.5 15.50 16.29 17.13 18.00 18.91 150.5 2687-3278
151.0 15.57 16.37 17.21 18.09 19.01 151.0 2699-3295
151.5 15.65 16.45 17.30 18.18 19.11 151.5 2713-3312
152.0 15.73 16.53 17.38 18.27 19.20 152.0 2727-3328
152.5 15.81 16.61 17.47 18.36 19.30 152.5 2740-3345
153.0 15.89 16.70 17.55 18.45 19.39 153.0 2754-3361
153.5 15.97 16.78 17.64 18.54 19.49 153.5 2768-3378
154.0 16.05 16.87 17.73 18.63 19.58 154.0 2782-3394
154.5 16.13 16.95 17.82 18.72 19.68 154.5 2796-3411
155.0 16.21 17.04 17.91 18.82 19.78 155.0 2810-3429
155.5 16.29 17.13 18.00 18.91 19.88 155.5 2824-3446
156.0 16.37 17.21 18.09 19.01 19.98 156.0 2837-3463
156.5 16.45 17.30 18.18 19.11 20.08 156.5 2851-3481
157.0 16.53 17.38 18.27 19.20 20.18 157.0 2865-3498
157.5 16.61 17.47 18.36 19.30 20.28 157.5 2879-3515
158.0 16.70 17.55 18.45 19.39 20.38 158.0 2895-3533
158.5 16.78 17.64 18.54 19.49 20.48 158.5 2909-3550
159.0 16.87 17.73 18.63 19.58 20.58 159.0 2924-3567
159.5 16.95 17.82 18.72 19.68 20.68 159.5 2938-3585
160.0 17.04 17.91 18.82 19.78 20.79 160.0 2954-3604
160.5 17.13 18.00 18.91 19.88 20.89 160.5 2969-3621
161.0 17.21 18.09 19.01 19.98 21.00 161.0 2983-3640
161.5 17.30 18.18 19.11 20.08 21.11 161.5 2999-3659
162.0 17.38 18.27 19.20 20.18 21.21 162.0 3013-3676
162.5 17.47 18.36 19.30 20.28 21.32 162.5 3028-3695
163.0 17.55 18.45 19.39 20.38 21.42 163.0 3042-3713
163.5 17.64 18.54 19.49 20.48 21.53 163.5 3058-3732
164.0 17.73 18.63 19.58 20.58 21.63 164.0 3073-3749
164.5 17.82 18.72 19.68 20.68 21.74 164.5 3089-3768
165.0 17.91 18.82 19.78 20.79 21.85 165.0 3104-3787
165.5 18.00 18.91 19.88 20.89 21.96 165.5 3120-3806

BASIC SALARY SCHEDULE



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
166.0 18.09 19.01 19.98 21.00 22.07 166.0 3136-3825
166.5 18.18 19.11 20.08 21.11 22.18 166.5 3151-3845
167.0 18.27 19.20 20.18 21.21 22.29 167.0 3167-3864
167.5 18.36 19.30 20.28 21.32 22.40 167.5 3182-3883
168.0 18.45 19.39 20.38 21.42 22.51 168.0 3198-3902
168.5 18.54 19.49 20.48 21.53 22.62 168.5 3214-3921
169.0 18.63 19.58 20.58 21.63 22.74 169.0 3229-3942
169.5 18.72 19.68 20.68 21.74 22.85 169.5 3245-3961
170.0 18.82 19.78 20.79 21.85 22.97 170.0 3262-3981
170.5 18.91 19.88 20.89 21.96 23.08 170.5 3278-4001
171.0 19.01 19.98 21.00 22.07 23.20 171.0 3295-4021
171.5 19.11 20.08 21.11 22.18 23.32 171.5 3312-4042
172.0 19.20 20.18 21.21 22.29 23.43 172.0 3328-4061
172.5 19.30 20.28 21.32 22.40 23.55 172.5 3345-4082
173.0 19.39 20.38 21.42 22.51 23.66 173.0 3361-4101
173.5 19.49 20.48 21.53 22.62 23.78 173.5 3378-4122
174.0 19.58 20.58 21.63 22.74 23.90 174.0 3394-4143
174.5 19.68 20.68 21.74 22.85 24.02 174.5 3411-4163
175.0 19.78 20.79 21.85 22.97 24.14 175.0 3429-4184
175.5 19.88 20.89 21.96 23.08 24.26 175.5 3446-4205
176.0 19.98 21.00 22.07 23.20 24.38 176.0 3463-4226
176.5 20.08 21.11 22.18 23.32 24.50 176.5 3481-4247
177.0 20.18 21.21 22.29 23.43 24.62 177.0 3498-4267
177.5 20.28 21.32 22.40 23.55 24.74 177.5 3515-4288
178.0 20.38 21.42 22.51 23.66 24.87 178.0 3533-4311
178.5 20.48 21.53 22.62 23.78 24.99 178.5 3550-4332
179.0 20.58 21.63 22.74 23.90 25.12 179.0 3567-4354
179.5 20.68 21.74 22.85 24.02 25.25 179.5 3585-4377
180.0 20.79 21.85 22.97 24.14 25.37 180.0 3604-4397
180.5 20.89 21.96 23.08 24.26 25.50 180.5 3621-4420
181.0 21.00 22.07 23.20 24.38 25.62 181.0 3640-4441
181.5 21.11 22.18 23.32 24.50 25.75 181.5 3659-4463
182.0 21.21 22.29 23.43 24.62 25.88 182.0 3676-4486
182.5 21.32 22.40 23.55 24.74 26.01 182.5 3695-4508
183.0 21.42 22.51 23.66 24.87 26.14 183.0 3713-4531
183.5 21.53 22.62 23.78 24.99 26.27 183.5 3732-4553
184.0 21.63 22.74 23.90 25.12 26.40 184.0 3749-4576
184.5 21.74 22.85 24.02 25.25 26.53 184.5 3768-4599
185.0 21.85 22.97 24.14 25.37 26.66 185.0 3787-4621
185.5 21.96 23.08 24.26 25.50 26.79 185.5 3806-4644
186.0 22.07 23.20 24.38 25.62 26.93 186.0 3825-4668
186.5 22.18 23.32 24.50 25.75 27.06 186.5 3845-4690



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
187.0 22.29 23.43 24.62 25.88 27.20 187.0 3864-4715
187.5 22.40 23.55 24.74 26.01 27.34 187.5 3883-4739
188.0 22.51 23.66 24.87 26.14 27.47 188.0 3902-4761
188.5 22.62 23.78 24.99 26.27 27.61 188.5 3921-4786
189.0 22.74 23.90 25.12 26.40 27.74 189.0 3942-4808
189.5 22.85 24.02 25.25 26.53 27.88 189.5 3961-4833
190.0 22.97 24.14 25.37 26.66 28.02 190.0 3981-4857
190.5 23.08 24.26 25.50 26.79 28.16 190.5 4001-4881
191.0 23.20 24.38 25.62 26.93 28.30 191.0 4021-4905
191.5 23.32 24.50 25.75 27.06 28.44 191.5 4042-4930
192.0 23.43 24.62 25.88 27.20 28.58 192.0 4061-4954
192.5 23.55 24.74 26.01 27.34 28.72 192.5 4082-4978
193.0 23.66 24.87 26.14 27.47 28.87 193.0 4101-5004
193.5 23.78 24.99 26.27 27.61 29.01 193.5 4122-5028
194.0 23.90 25.12 26.40 27.74 29.16 194.0 4143-5054
194.5 24.02 25.25 26.53 27.88 29.31 194.5 4163-5080
195.0 24.14 25.37 26.66 28.02 29.45 195.0 4184-5105
195.5 24.26 25.50 26.79 28.16 29.60 195.5 4205-5131
196.0 24.38 25.62 26.93 28.30 29.74 196.0 4226-5155
196.5 24.50 25.75 27.06 28.44 29.89 196.5 4247-5181
197.0 24.62 25.88 27.20 28.58 30.04 197.0 4267-5207
197.5 24.74 26.01 27.34 28.72 30.19 197.5 4288-5233
198.0 24.87 26.14 27.47 28.87 30.34 198.0 4311-5259
198.5 24.99 26.27 27.61 29.01 30.49 198.5 4332-5285
199.0 25.12 26.40 27.74 29.16 30.64 199.0 4354-5311
199.5 25.25 26.53 27.88 29.31 30.79 199.5 4377-5337
200.0 25.37 26.66 28.02 29.45 30.95 200.0 4397-5365
200.5 25.50 26.79 28.16 29.60 31.10 200.5 4420-5391
201.0 25.62 26.93 28.30 29.74 31.26 201.0 4441-5418
201.5 25.75 27.06 28.44 29.89 31.42 201.5 4463-5446
202.0 25.88 27.20 28.58 30.04 31.57 202.0 4486-5472
202.5 26.01 27.34 28.72 30.19 31.73 202.5 4508-5500
203.0 26.14 27.47 28.87 30.34 31.89 203.0 4531-5528
203.5 26.27 27.61 29.01 30.49 32.05 203.5 4553-5555
204.0 26.40 27.74 29.16 30.64 32.21 204.0 4576-5583
204.5 26.53 27.88 29.31 30.79 32.37 204.5 4599-5611
205.0 26.66 28.02 29.45 30.95 32.53 205.0 4621-5639
205.5 26.79 28.16 29.60 31.10 32.69 205.5 4644-5666
206.0 26.93 28.30 29.74 31.26 32.86 206.0 4668-5696
206.5 27.06 28.44 29.89 31.42 33.02 206.5 4690-5723
207.0 27.20 28.58 30.04 31.57 33.19 207.0 4715-5753
207.5 27.34 28.72 30.19 31.73 33.36 207.5 4739-5782



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
208.0 27.47 28.87 30.34 31.89 33.52 208.0 4761-5810
208.5 27.61 29.01 30.49 32.05 33.69 208.5 4786-5840
209.0 27.74 29.16 30.64 32.21 33.86 209.0 4808-5869
209.5 27.88 29.31 30.79 32.37 34.03 209.5 4833-5899
210.0 28.02 29.45 30.95 32.53 34.20 210.0 4857-5928
210.5 28.16 29.60 31.10 32.69 34.37 210.5 4881-5957
211.0 28.30 29.74 31.26 32.86 34.54 211.0 4905-5987
211.5 28.44 29.89 31.42 33.02 34.71 211.5 4930-6016
212.0 28.58 30.04 31.57 33.19 34.89 212.0 4954-6048
212.5 28.72 30.19 31.73 33.36 35.06 212.5 4978-6077
213.0 28.87 30.34 31.89 33.52 35.24 213.0 5004-6108
213.5 29.01 30.49 32.05 33.69 35.42 213.5 5028-6139
214.0 29.16 30.64 32.21 33.86 35.59 214.0 5054-6169
214.5 29.31 30.79 32.37 34.03 35.77 214.5 5080-6200
215.0 29.45 30.95 32.53 34.20 35.95 215.0 5105-6231
215.5 29.60 31.10 32.69 34.37 36.13 215.5 5131-6263
216.0 29.74 31.26 32.86 34.54 36.31 216.0 5155-6294
216.5 29.89 31.42 33.02 34.71 36.49 216.5 5181-6325
217.0 30.04 31.57 33.19 34.89 36.67 217.0 5207-6356
217.5 30.19 31.73 33.36 35.06 36.85 217.5 5233-6387
218.0 30.34 31.89 33.52 35.24 37.04 218.0 5259-6420
218.5 30.49 32.05 33.69 35.42 37.23 218.5 5285-6453
219.0 30.64 32.21 33.86 35.59 37.41 219.0 5311-6484
219.5 30.79 32.37 34.03 35.77 37.60 219.5 5337-6517
220.0 30.95 32.53 34.20 35.95 37.78 220.0 5365-6549
220.5 31.10 32.69 34.37 36.13 37.97 220.5 5391-6581
221.0 31.26 32.86 34.54 36.31 38.16 221.0 5418-6614
221.5 31.42 33.02 34.71 36.49 38.35 221.5 5446-6647
222.0 31.57 33.19 34.89 36.67 38.54 222.0 5472-6680
222.5 31.73 33.36 35.06 36.85 38.73 222.5 5500-6713
223.0 31.89 33.52 35.24 37.04 38.93 223.0 5528-6748
223.5 32.05 33.69 35.42 37.23 39.12 223.5 5555-6781
224.0 32.21 33.86 35.59 37.41 39.32 224.0 5583-6815
224.5 32.37 34.03 35.77 37.60 39.52 224.5 5611-6850
225.0 32.53 34.20 35.95 37.78 39.71 225.0 5639-6883
225.5 32.69 34.37 36.13 37.97 39.91 225.5 5666-6918
226.0 32.86 34.54 36.31 38.16 40.11 226.0 5696-6952
226.5 33.02 34.71 36.49 38.35 40.31 226.5 5723-6987
227.0 33.19 34.89 36.67 38.54 40.51 227.0 5753-7022
227.5 33.36 35.06 36.85 38.73 40.71 227.5 5782-7056
228.0 33.52 35.24 37.04 38.93 40.92 228.0 5810-7093
228.5 33.69 35.42 37.23 39.12 41.12 228.5 5840-7127



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
229.0 33.86 35.59 37.41 39.32 41.33 229.0 5869-7164
229.5 34.03 35.77 37.60 39.52 41.54 229.5 5899-7200
230.0 34.20 35.95 37.78 39.71 41.74 230.0 5928-7235
230.5 34.37 36.13 37.97 39.91 41.95 230.5 5957-7271
231.0 34.54 36.31 38.16 40.11 42.16 231.0 5987-7308
231.5 34.71 36.49 38.35 40.31 42.37 231.5 6016-7344
232.0 34.89 36.67 38.54 40.51 42.58 232.0 6048-7381
232.5 35.06 36.85 38.73 40.71 42.79 232.5 6077-7417
233.0 35.24 37.04 38.93 40.92 43.01 233.0 6108-7455
233.5 35.42 37.23 39.12 41.12 43.23 233.5 6139-7493
234.0 35.59 37.41 39.32 41.33 43.44 234.0 6169-7530
234.5 35.77 37.60 39.52 41.54 43.66 234.5 6200-7568
235.0 35.95 37.78 39.71 41.74 43.87 235.0 6231-7604
235.5 36.13 37.97 39.91 41.95 44.09 235.5 6263-7642
236.0 36.31 38.16 40.11 42.16 44.31 236.0 6294-7680
236.5 36.49 38.35 40.31 42.37 44.53 236.5 6325-7719
237.0 36.67 38.54 40.51 42.58 44.75 237.0 6356-7757
237.5 36.85 38.73 40.71 42.79 44.97 237.5 6387-7795
238.0 37.04 38.93 40.92 43.01 45.20 238.0 6420-7835
238.5 37.23 39.12 41.12 43.23 45.43 238.5 6453-7875
239.0 37.41 39.32 41.33 43.44 45.65 239.0 6484-7913
239.5 37.60 39.52 41.54 43.66 45.88 239.5 6517-7953
240.0 37.78 39.71 41.74 43.87 46.11 240.0 6549-7992
240.5 37.97 39.91 41.95 44.09 46.34 240.5 6581-8032
241.0 38.16 40.11 42.16 44.31 46.57 241.0 6614-8072
241.5 38.35 40.31 42.37 44.53 46.80 241.5 6647-8112
242.0 38.54 40.51 42.58 44.75 47.04 242.0 6680-8154
242.5 38.73 40.71 42.79 44.97 47.28 242.5 6713-8195
243.0 38.93 40.92 43.01 45.20 47.51 243.0 6748-8235
243.5 39.12 41.12 43.23 45.43 47.75 243.5 6781-8277
244.0 39.32 41.33 43.44 45.65 47.99 244.0 6815-8318
244.5 39.52 41.54 43.66 45.88 48.23 244.5 6850-8360
245.0 39.71 41.74 43.87 46.11 48.47 245.0 6883-8401
245.5 39.91 41.95 44.09 46.34 48.71 245.5 6918-8443
246.0 40.11 42.16 44.31 46.57 48.95 246.0 6952-8485
246.5 40.31 42.37 44.53 46.80 49.19 246.5 6987-8526
247.0 40.51 42.58 44.75 47.04 49.44 247.0 7022-8570
247.5 40.71 42.79 44.97 47.28 49.69 247.5 7056-8613
248.0 40.92 43.01 45.20 47.51 49.93 248.0 7093-8655
248.5 41.12 43.23 45.43 47.75 50.18 248.5 7127-8698
249.0 41.33 43.44 45.65 47.99 50.43 249.0 7164-8741
249.5 41.54 43.66 45.88 48.23 50.68 249.5 7200-8785



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
250.0 41.74 43.87 46.11 48.47 50.93 250.0 7235-8828
250.5 41.95 44.09 46.34 48.71 51.18 250.5 7271-8871
251.0 42.16 44.31 46.57 48.95 51.44 251.0 7308-8916
251.5 42.37 44.53 46.80 49.19 51.70 251.5 7344-8961
252.0 42.58 44.75 47.04 49.44 51.95 252.0 7381-9005
252.5 42.79 44.97 47.28 49.69 52.21 252.5 7417-9050
253.0 43.01 45.20 47.51 49.93 52.47 253.0 7455-9095
253.5 43.23 45.43 47.75 50.18 52.73 253.5 7493-9140
254.0 43.44 45.65 47.99 50.43 52.99 254.0 7530-9185
254.5 43.66 45.88 48.23 50.68 53.25 254.5 7568-9230
255.0 43.87 46.11 48.47 50.93 53.52 255.0 7604-9277
255.5 44.09 46.34 48.71 51.18 53.79 255.5 7642-9324
256.0 44.31 46.57 48.95 51.44 54.06 256.0 7680-9370
256.5 44.53 46.80 49.19 51.70 54.33 256.5 7719-9417
257.0 44.75 47.04 49.44 51.95 54.60 257.0 7757-9464
257.5 44.97 47.28 49.69 52.21 54.87 257.5 7795-9511
258.0 45.20 47.51 49.93 52.47 55.15 258.0 7835-9559
258.5 45.43 47.75 50.18 52.73 55.43 258.5 7875-9608
259.0 45.65 47.99 50.43 52.99 55.70 259.0 7913-9655
259.5 45.88 48.23 50.68 53.25 55.98 259.5 7953-9703
260.0 46.11 48.47 50.93 53.52 56.26 260.0 7992-9752
260.5 46.34 48.71 51.18 53.79 56.54 260.5 8032-9800
261.0 46.57 48.95 51.44 54.06 56.82 261.0 8072-9849
261.5 46.80 49.19 51.70 54.33 57.10 261.5 8112-9897
262.0 47.04 49.44 51.95 54.60 57.39 262.0 8154-9948
262.5 47.28 49.69 52.21 54.87 57.68 262.5 8195-9998
263.0 47.51 49.93 52.47 55.15 57.96 263.0 8235-10046
263.5 47.75 50.18 52.73 55.43 58.25 263.5 8277-10097
264.0 47.99 50.43 52.99 55.70 58.54 264.0 8318-10147
264.5 48.23 50.68 53.25 55.98 58.83 264.5 8360-10197
265.0 48.47 50.93 53.52 56.26 59.13 265.0 8401-10249
265.5 48.71 51.18 53.79 56.54 59.43 265.5 8443-10301
266.0 48.95 51.44 54.06 56.82 59.72 266.0 8485-10351
266.5 49.19 51.70 54.33 57.10 60.02 266.5 8526-10403
267.0 49.44 51.95 54.60 57.39 60.32 267.0 8570-10455
267.5 49.69 52.21 54.87 57.68 60.62 267.5 8613-10507
268.0 49.93 52.47 55.15 57.96 60.92 268.0 8655-10559
268.5 50.18 52.73 55.43 58.25 61.22 268.5 8698-10611
269.0 50.43 52.99 55.70 58.54 61.53 269.0 8741-10665
269.5 50.68 53.25 55.98 58.83 61.84 269.5 8785-10719
270.0 50.93 53.52 56.26 59.13 62.15 270.0 8828-10773
270.5 51.18 53.79 56.54 59.43 62.46 270.5 8871-10826



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
271.0 51.44 54.06 56.82 59.72 62.77 271.0 8916-10880
271.5 51.70 54.33 57.10 60.02 63.08 271.5 8961-10934
272.0 51.95 54.60 57.39 60.32 63.40 272.0 9005-10989
272.5 52.21 54.87 57.68 60.62 63.72 272.5 9050-11045
273.0 52.47 55.15 57.96 60.92 64.03 273.0 9095-11099
273.5 52.73 55.43 58.25 61.22 64.35 273.5 9140-11154
274.0 52.99 55.70 58.54 61.53 64.67 274.0 9185-11209
274.5 53.25 55.98 58.83 61.84 64.99 274.5 9230-11265
275.0 53.52 56.26 59.13 62.15 65.32 275.0 9277-11322
275.5 53.79 56.54 59.43 62.46 65.65 275.5 9324-11379
276.0 54.06 56.82 59.72 62.77 65.97 276.0 9370-11435
276.5 54.33 57.10 60.02 63.08 66.30 276.5 9417-11492
277.0 54.60 57.39 60.32 63.40 66.63 277.0 9464-11549
277.5 54.87 57.68 60.62 63.72 66.96 277.5 9511-11606
278.0 55.15 57.96 60.92 64.03 67.30 278.0 9559-11665
278.5 55.43 58.25 61.22 64.35 67.64 278.5 9608-11724
279.0 55.70 58.54 61.53 64.67 67.97 279.0 9655-11781
279.5 55.98 58.83 61.84 64.99 68.31 279.5 9703-11840
280.0 56.26 59.13 62.15 65.32 68.65 280.0 9752-11899
280.5 56.54 59.43 62.46 65.65 68.99 280.5 9800-11958
281.0 56.82 59.72 62.77 65.97 69.34 281.0 9849-12019
281.5 57.10 60.02 63.08 66.30 69.69 281.5 9897-12080
282.0 57.39 60.32 63.40 66.63 70.03 282.0 9948-12139
282.5 57.68 60.62 63.72 66.96 70.38 282.5 9998-12199
283.0 57.96 60.92 64.03 67.30 70.73 283.0 10046-12260
283.5 58.25 61.22 64.35 67.64 71.08 283.5 10097-12321
284.0 58.54 61.53 64.67 67.97 71.44 284.0 10147-12383
284.5 58.83 61.84 64.99 68.31 71.80 284.5 10197-12445
285.0 59.13 62.15 65.32 68.65 72.15 285.0 10249-12506
285.5 59.43 62.46 65.65 68.99 72.51 285.5 10301-12568
286.0 59.72 62.77 65.97 69.34 72.87 286.0 10351-12631
286.5 60.02 63.08 66.30 69.69 73.23 286.5 10403-12693
287.0 60.32 63.40 66.63 70.03 73.60 287.0 10455-12757
287.5 60.62 63.72 66.96 70.38 73.97 287.5 10507-12821
288.0 60.92 64.03 67.30 70.73 74.34 288.0 10559-12886
288.5 61.22 64.35 67.64 71.08 74.71 288.5 10611-12950
289.0 61.53 64.67 67.97 71.44 75.08 289.0 10665-13014
289.5 61.84 64.99 68.31 71.80 75.46 289.5 10719-13080
290.0 62.15 65.32 68.65 72.15 75.83 290.0 10773-13144
290.5 62.46 65.65 68.99 72.51 76.21 290.5 10826-13210
291.0 62.77 65.97 69.34 72.87 76.59 291.0 10880-13276
291.5 63.08 66.30 69.69 73.23 76.97 291.5 10934-13341



Salary Salary Approximate
Range Step Step Step Step Step Range Monthly

Number 1 2 3 4 5 Number Equivalent
292.0 63.40 66.63 70.03 73.60 77.36 292.0 10989-13409
292.5 63.72 66.96 70.38 73.97 77.75 292.5 11045-13477
293.0 64.03 67.30 70.73 74.34 78.13 293.0 11099-13543
293.5 64.35 67.64 71.08 74.71 78.52 293.5 11154-13610
294.0 64.67 67.97 71.44 75.08 78.91 294.0 11209-13678
294.5 64.99 68.31 71.80 75.46 79.30 294.5 11265-13745
295.0 65.32 68.65 72.15 75.83 79.70 295.0 11322-13815
295.5 65.65 68.99 72.51 76.21 80.10 295.5 11379-13884
296.0 65.97 69.34 72.87 76.59 80.50 296.0 11435-13953
296.5 66.30 69.69 73.23 76.97 80.90 296.5 11492-14023
297.0 66.63 70.03 73.60 77.36 81.31 297.0 11549-14094
297.5 66.96 70.38 73.97 77.75 81.72 297.5 11606-14165
298.0 67.30 70.73 74.34 78.13 82.12 298.0 11665-14234
298.5 67.64 71.08 74.71 78.52 82.53 298.5 11724-14305
299.0 67.97 71.44 75.08 78.91 82.94 299.0 11781-14376
299.5 68.31 71.80 75.46 79.30 83.35 299.5 11840-14447
300.0 68.65 72.15 75.83 79.70 83.77 300.0 11899-14520
300.5 68.99 72.51 76.21 80.10 84.19 300.5 11958-14593
301.0 69.34 72.87 76.59 80.50 84.61 301.0 12019-14666
301.5 69.69 73.23 76.97 80.90 85.03 301.5 12080-14739
302.0 70.03 73.60 77.36 81.31 85.46 302.0 12139-14813
302.5 70.38 73.97 77.75 81.72 85.89 302.5 12199-14888
303.0 70.73 74.34 78.13 82.12 86.31 303.0 12260-14960
303.5 71.08 74.71 78.52 82.53 86.74 303.5 12321-15035
304.0 71.44 75.08 78.91 82.94 87.17 304.0 12383-15109
304.5 71.80 75.46 79.30 83.35 87.61 304.5 12445-15186
305.0 72.15 75.83 79.70 83.77 88.04 305.0 12506-15260
305.5 72.51 76.21 80.10 84.19 88.48 305.5 12568-15337
306.0 72.87 76.59 80.50 84.61 88.92 306.0 12631-15413
306.5 73.23 76.97 80.90 85.03 89.36 306.5 12693-15489
307.0 73.60 77.36 81.31 85.46 89.81 307.0 12757-15567
307.5 73.97 77.75 81.72 85.89 90.26 307.5 12821-15645
308.0 74.34 78.13 82.12 86.31 90.71 308.0 12886-15723
308.5 74.71 78.52 82.53 86.74 91.16 308.5 12950-15801
309.0 75.08 78.91 82.94 87.17 91.62 309.0 13014-15881
309.5 75.46 79.30 83.35 87.61 92.08 309.5 13080-15961
310.0 75.83 79.70 83.77 88.04 92.54 310.0 13144-16040
310.5 76.21 80.10 84.19 88.48 93.00 310.5 13210-16120
311.0 76.59 80.50 84.61 88.92 93.47 311.0 13276-16201



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
C06 Account Clerk I 154.0 2782-3394
C05 Account Clerk II 164.0 3073-3749
C04 Account Clerk III 174.0 3394-4143
B13 Accountant I 215.5 5131-6263
B02 Accountant II 225.5 5666-6918
C85 Accounting Assistant 175.5 3446-4205
E57 Accounting Specialist – Treasury Ops 215.5 5131-6263
E03 Accounting Technician 185.5 3806-4644
N02 Ag & Standards Aide 171.5 3312-4042
N04 Ag & Standards Inspector I  193.5 4122-5028
N03 Ag & Standards Inspector II 208.5 4786-5840
N05 Ag & Standards Inspector III 223.5 5555-6781
N33 Ag Computer Systems Coordinator 211.5 4930-6016
N16 Ag Research Assistant 184.5 3768-4599
N14 Animal Control Officer I** 164.5 3089-3768
N13 Animal Control Officer II** 174.5 3411-4163
N20 Animal Control Officer III** 184.5 3768-4599
N31 Animal Services Outreach Coordinator 184.0 3749-4576
N37 Animal Shelter Technician I** 154.5 2796-3411
N36 Animal Shelter Technician II** 164.5 3089-3768
N35 Animal Shelter Technician Trainee** 154.0 2782-3394
B19 Appraiser I 192.5 4082-4978
B18 Appraiser II 207.5 4739-5782
B31 Appraiser III 221.5 5446-6647
E71 Assessment Specialist I 161.5 2999-3659
E72 Assessment Specialist II 171.5 3312-4042
E73 Assessment Specialist III 181.5 3659-4463
B17 Auditor-Appraiser I  198.5 4332-5285
B16 Auditor-Appraiser II 213.5 5028-6139
B34 Auditor-Appraiser III 228.5 5840-7127

P78 Behavioral Health Services Assistant I 160.0 2954-3604
P77 Behavioral Health Services Assistant II 170.0 3262-3981
E05 Building & Planning Aide I 165.0 3104-3787
E06 Building & Planning Aide II 184.0 3749-4576
N07 Building Inspector I 201.0 4441-5418
N17 Building Inspector II 211.0 4905-5987
N08 Building Inspector III 221.0 5418-6614
N09 Building Inspector IV 231.0 5987-7308
B90 Business Applications Specialist 227.5 5782-7056

E22 Cadastral G.I.S. Technician I 187.5 3883-4739
E28 Cadastral G.I.S. Technician II 197.5 4288-5233
E29 Cadastral G.I.S. Technician III 212.5 4978-6077
P94 Case Review Officer 234.5 6200-7568
C30 Central Services Operator I 156.0 2837-3463
C31 Central Services Operator II 166.0 3136-3825



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
H47 CHI Case Manager 176.0 3463-4226
I07 Child Health Counselor 170.5 3278-4001
P47 Child Support Assistant 164.0 3073-3749
P45 Child Support Specialist I 169.0 3229-3942
P27 Child Support Specialist II 179.0 3567-4354
P26 Child Support Specialist III 189.0 3942-4808
C48 Children’s Medical Services Worker 170.5 3278-4001
C72 Clerk-Recorder Specialist I 159.0 2924-3567
C71 Clerk-Recorder Specialist II 169.0 3229-3942
C70 Clerk-Recorder Specialist III 179.0 3567-4354
H25 Clinical Laboratory Technologist 210.0 4857-5928
E45 Code Compliance Specialist I 201.0 4441-5418
E44 Code Compliance Specialist II 211.0 4905-5987
E41 Code Compliance Specialist III 221.0 5418-6614
C65 Collections Assistant 175.5 3446-4205
C61 Collector-Tax 185.5 3806-4644
I01 Community Health Aide I 154.0 2782-3394
I02 Community Health Aide II 164.0 3073-3749
I04 Community Health Aide III 174.0 3394-4143
E67 Community Outreach Specialist 199.0 4354-5311
B80 Computer Forensics Specialist I 207.5 4739-5782
B79 Computer Forensics Specialist II 222.5 5500-6713
B60 Computer Support Technician I 198.5 4332-5285
B59 Computer Support Technician II 208.5 4786-5840
H06 County Health Nurse I 220.5 5391-6581
H05 County Health Nurse II 230.5 5957-7271
E13 County Surveyor 246.5 6987-8526
B94 Crime Data Analyst 227.5 5782-7056

B88 Database Administrator 261.0 8072-9849
B93 Database Analyst I 222.0 5472-6680
B92 Database Analyst II 237.0 6356-7757
B91 Database Analyst III 247.0 7022-8570
P40 Deputy Public Guardian 200.5 4420-5391
M26 Deputy Sheriff Cadet 192.5 4082-4978
H28 Dietitian 215.5 5131-6263

C26 Elections Specialist I 162.5 3028-3695
C25 Elections Specialist II 172.5 3345-4082
C24 Elections Specialist III 182.5 3695-4508
P16 Eligibility Worker I 168.5 3214-3921
P17 Eligibility Worker II 178.5 3550-4332
P32 Eligibility Worker III 188.5 3921-4786
E38 Emergency Dispatcher I 183.5 3732-4553
E37 Emergency Dispatcher II 193.5 4122-5028
C99 Emergency Services Specialist 168.5 3214-3921



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.
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P65 Employment & Training Technician I 179.5 3585-4377
P22 Employment & Training Technician II 189.5 3961-4833
P07 Employment & Training Worker I 179.5 3585-4377
P08 Employment & Training Worker II 189.5 3961-4833
P09 Employment & Training Worker III 199.5 4377-5337
E08 Engineer I (Civil) 222.0 5472-6680
E09 Engineer II (Civil) 237.0 6356-7757
E10 Engineer III (Civil) 247.0 7022-8570
E17 Engineering Technician I 194.0 4143-5054
E18 Engineering Technician II 209.5 4833-5899
N12 Environmental Health Officer I 200.5 4420-5391
N11 Environmental Health Officer II 210.5 4881-5957
N19 Environmental Health Officer III 220.5 5391-6581
N10 Environmental Health Officer IV 230.5 5957-7271
N34 Environmental Health Technician** 184.0 3749-4576
M24 Evidence Technician 188.5 3921-4786

P56 Family Resource Assistant 166.5 3151-3845
P57 Family Resource Coordinator 186.5 3845-4690
E62 Finance Specialist 198.5 4332-5285
M48 Fingerprint Technician I 178.5 3550-4332
M47 Fingerprint Technician II 188.5 3921-4786
K25 Fire Equipment Supply Specialist 194.5 4163-5080
K26 Fire Equipment Supply Trainee 174.5 3411-4163
E47 First 5 Resource Specialist 176.5 3481-4247
E31 Fiscal Specialist I 195.5 4205-5131
E27 Fiscal Specialist II 205.5 4644-5666
E26 Fiscal Specialist III 215.5 5131-6263
S05 Fleet Service Attendant 157.0 2865-3498

E64 G.I.S. Specialist I 196.5 4247-5181
E63 G.I.S. Specialist II       212.5 4978-6077

H15 Health Educator 202.5 4508-5500

C53 Investigative Assistant 188.5 3921-4786

K21 Jail Cook 170.0 3262-3981
C86 Juvenile Center Support Clerk 163.5 3058-3732
P35 Juvenile Corrections Officer I 188.5 3921-4786
P36 Juvenile Corrections Officer II 198.5 4332-5285
P39 Juvenile Corrections Officer III 208.5 4786-5840

N00 Kennelworker 154.5 2796-3411

I03 Laboratory Assistant I 154.0 2782-3394
I10 Laboratory Assistant II 163.5 3058-3732
I11 Laboratory Assistant III 173.5 3378-4122
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B48 Law Librarian/Small Claims Advisor 176.5 3481-4247
C57 Legal Clerk I 156.5 2851-3481
C58 Legal Clerk II 166.5 3151-3845
C59 Legal Clerk III 171.5 3312-4042
C50 Legal Secretary 176.5 3481-4247
B21 Librarian I 201.5 4463-5446
B20 Librarian II 211.5 4930-6016
B24 Librarian III 221.5 5446-6647
B36 Library Assistant I 154.0 2782-3394
B37 Library Assistant II 164.0 3073-3749
B38 Library Assistant III 174.0 3394-4143
B65 Library Technology Specialist I 198.5 4332-5285
B61 Library Technology Specialist II 208.5 4786-5840
P79 Licensed Clinical Social Worker 239.5 6517-7953
P93 Licensed Mental Health Clinician 239.5 6517-7953
H49 Licensed Vocational Nurse I 190.5 4001-4881
H48 Licensed Vocational Nurse II 200.5 4420-5391

H36 Medical Assistant I 154.0 2782-3394
H31 Medical Assistant II 164.0 3073-3749
C98 Medical Billing Clerk I 166.0 3136-3825
C97 Medical Billing Clerk II 176.0 3463-4226
H22 Microbiologist 238.5 6453-7875
H19 Microbiologist Trainee 220.5 5391-6581

B53 Network Analyst I 222.0 5472-6680
B54 Network Analyst II 237.0 6356-7757
B52 Network Analyst III 247.0 7022-8570
H42 Nutrition Educator 195.5 4205-5131

H38 Occupational Therapist 246.5 6987-8526
C10 Office Assistant I 154.0 2782-3394
C09 Office Assistant II 164.0 3073-3749
C08 Office Assistant III 174.0 3394-4143
B27 Office Systems Analyst I 222.0 5472-6680
B28 Office Systems Analyst II 237.0 6356-7757
B23 Office Systems Analyst III 247.0 7022-8570

C64 Paralegal 189.5 3961-4833
P73 Peer Support Specialist 154.0 2782-3394
E39 Permit Technician I 181.0 3640-4441
E40 Permit Technician II 191.0 4021-4905
E46 Permit Technician III 201.0 4441-5418
H40 Physical Therapist 246.5 6987-8526
E04 Planner I 203.0 4531-5528
E16 Planner II 218.0 5259-6420
E21 Planner III 228.0 5810-7093



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
B55 Prevention Coordinator, Beh. or Public Health 214.5 5080-6200
P31 Probation Technician 182.5 3695-4508
P30 Process Server 162.5 3028-3695
B06 Programmer Analyst I 222.0 5472-6680
B05 Programmer Analyst II 237.0 6356-7757
B11 Programmer Analyst III 247.0 7022-8570
P59 Psychiatric Technician I 180.0 3604-4397
P58 Psychiatric Technician II 190.0 3981-4857
E32 Public Guardian Accounting Technician 185.5 3806-4644
C87 Public Guardian/Vet Svcs Case Wkr 168.0 3198-3902
P90 Public Health Emergency Planner 222.5 5500-6713
H02 Public Health Nurse I 235.5 6263-7642
H01 Public Health Nurse II 245.5 6918-8443
E55 Purchasing Assistant 175.5 3446-4205

E68 Quality Assurance Specialist 196.5 4247-5181

B95 Radio Communications Programmer 248.0 7093-8655
P88 Recovery Support Coordinator I, Behavioral or 189.5 3961-4833
P87 Recovery Support Coordinator II, Behavioral or 199.5 4377-5337
P86 Recovery Support Coordinator III, Behavioral or 209.5 4833-5899
H27 Registered Dietitian 230.5 5957-7271
N32 Registered Veterinary Technician 184.0 3749-4576
E52 Right of Way Agent 227.5 5782-7056

M30 Security Officer 158.0 2895-3533
P63 Senior Employment & Training Technician 199.5 4377-5337
H16 Senior Health Educator 215.5 5131-6263
B51 Senior Network Analyst 257.0 7757-9464
B14 Senior Office Systems Analyst 257.0 7757-9464
E34 Senior Planner 242.5 6713-8195
B04 Senior Programmer Analyst 258.0 7835-9559
P52 Senior Social Service Worker 214.5 5080-6200
P23 Senior Veterans Service Rep 190.0 3981-4857
C13 Sheriff Records Clerk I 169.5 3245-3961
C14 Sheriff Records Clerk II 179.5 3585-4377
C16 Sheriff Records Clerk III 189.5 3961-4833
M45 Sheriff’s Investigative Assistant 188.5 3921-4786
P81 Social Service Practitioner - CPS 229.5 5899-7200
P14 Social Service Worker I 189.5 3961-4833
P13 Social Service Worker II 199.5 4377-5337
P12 Social Service Worker III 209.5 4833-5899
P84 Social Service Worker I - CPS 199.5 4377-5337
P83 Social Service Worker II - CPS 209.5 4833-5899
P82 Social Service Worker III - CPS 219.5 5337-6517
P76 Social Services Assistant I 160.0 2954-3604
P75 Social Services Assistant II 170.0 3262-3981



SECTION II - General Employees                                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
H55 Staff Nurse 220.5 5391-6581
C100 Staff Support Specialist I 187.5 3883-4739
C101 Staff Support Specialist II 197.5 4288-5233
C07 Support Services Specialist 190.5 4001-4881
B68 System Support Specialist 190.5 4001-4881

P92 Unlicensed Mental Health Clinician 229.5 5899-7200

P24 Veterans' Service Representative I 170.0 3262-3981
P25 Veterans' Service Representative II 180.0 3604-4397
P21 Victim/Witness Advocate I 167.5 3182-3883
P19 Victim/Witness Advocate II 177.5 3515-4288
P51 Victim/Witness Advocate III 187.5 3883-4739
P38 Welfare Fraud Investigator I 203.5 4553-5555
P37 Welfare Fraud Investigator II 213.5 5028-6139
P33 Welfare Fraud Investigator III 218.5 5285-6453
H52 WIC Breastfeeding Coordinator 195.5 4205-5131
I122 WIC Nutrition Assistant I 154.0 2782-3394
I121 WIC Nutrition Assistant II 164.0 3073-3749
I120 WIC Nutrition Assistant III 174.0 3394-4143

*See General Unit MOU Side Letter of Agreement dated August 16, 2023

** Effective 9/4/2023 - approved by the Board of Supervisors (BOS) on 9/12/2023
Animal Shelter Technician Trainee: New classification with salary set at Range 154.0 ($2,782-$3,394)

Environmental Health Technician: New classification with salary set at Range 184.0 ($3,749-$4,576)

Animal Control Officer I: Increase salary from Range 164.5 to Range 169.0 ($3,229-$3,942)
Animal Control Officer II: Increase salary from Range 174.5 to Range 179.0 ($3,567-$4,354)
Animal Control Officer III: Increase salary from Range 184.5 to Range 189.0 ($3,942-$4,808)

Animal Shelter Technician I: Increase salary from Range 154.5 to Range 159.0  ($2,924-$3,567)
Animal Shelter Technician II: Increase salary from Range 164.5 to Range 169.0  ($3,229-$3,942)



SECTION II - Blue Collar Employees                                      CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx.
Range Monthly

Code Class Title Number Salary
S00 Apprentice Mechanic 170.0 3262-3981

J05 Building Maintenance Worker 180.5 3621-4420
J10 Building Operations Specialist 212.5 4978-6077
J11 Building Operations Trainee 197.5 4288-5233

K14 Equipment & Groundsworker 176.5 3481-4247
S10 Equipment Serviceworker 174.0 3394-4143

K06 Groundsworker I 161.5 2999-3659
K05 Groundsworker II 171.5 3312-4042

J02 Janitor 157.0 2865-3498

S02 Master Mechanic 204.0 4576-5583
S01 Mechanic 189.0 3942-4808
S03 Mechanic Leadworker 214.0 5054-6169

U01 Park Aide 154.0 2782-3394
K13 Park Caretaker 181.5 3659-4463

R04 Road Maintenance Worker I 162.5 3028-3695
R05 Road Maintenance Worker II 176.5 3481-4247
R06 Road Maintenance Worker III 186.5 3845-4690
R07 Road Maintenance Worker IV 196.5 4247-5181

J04 Senior Bldg Maintenance Wkr 190.5 4001-4881
J17 Senior Janitor 164.0 3073-3749
K32 Service Writer 178.0 3533-4311

Employees who are designated “classic members” of PERS pay the full employee contribution for the
2% at 55 Miscellaneous plan.  Employees who are designated “new members” of PERS pay the full
employee contribution for the 2% at 62 Miscellaneous plan.

*See Blue Collar Unit MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Supervisors Employees                                       CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
P49 Behavioral Health Unit Supervisor 229.5 5899-7200
J21 Building Maintenance Supervisor 204.5 4599-5611

P95 Case Review Supervisor 244.5 6850-8360
C63 Central Services Supervisor 176.5 3481-4247
C51 Child Support Office Supervisor 184.0 3749-4576
P10 Child Support Supervisor 204.0 4576-5583

B49 Elections Supervisor 202.5 4508-5500
P28 Eligibility Supervisor 203.0 4531-5528
E60 Emergency Dispatch Supervisor 218.5 5285-6453
P15 Employment & Training Supervisor 209.5 4833-5899

C43 Human Services Office Supervisor 180.5 3621-4420

J01 Janitor Supervisor 170.5 3278-4001
P42 Juvenile Corrections Officer IV 218.5 5285-6453

C92 Legal Office Supervisor 198.0 4311-5259

K12 Parks and Grounds Supervisor 196.5 4247-5181
B76 Principal Information Technology Analyst 262.0 8154-9948
C60 Public Health Office Supervisor 171.0 3295-4021

R08 Roads Supervisor 207.5 4739-5782

E66 Senior Accounting Assistant 185.5 3806-4644
B32 Senior Appraiser 231.5 6016-7344
H12 Senior Dietitian 235.5 6263-7642
E23 Senior Emergency Dispatcher 203.5 4553-5555
P62 Senior Family Resource Coordinator 196.5 4247-5181
K23 Senior Jail Cook 180.0 3604-4397
P06 Social Service Supervisor 229.5 5899-7200
P80 Social Service Supervisor - CPS 239.5 6517-7953
J03 Supervising Building Operations Specialist 222.5 5500-6713

E59 Tax Collection Supervisor 215.5 5131-6263

P50 Work Crew Supervisor 169.5 3245-3961

Employees who are designated “classic members” of PERS pay the full employee contribution for the 
2% at 55 Miscellaneous plan or the 3% at 55 Safety plan. 
Employees who are designated “new members” of PERS pay the full employee contribution for the 
2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan.

*See Supervisors Unit MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Fire Employees                                                                       CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are designated
opposite the class titles as shown below. 

*Effective 9/4/2023
Salary Approx.

Class Range Monthly
Code Class Title Number Salary
M14 Fire Apparatus Engineer 213.5 5028-6139
M16 Fire Captain 228.5 5840-7127
M18 Firefighter 202.5 4508-5500
M17 Heavy Fire Equipment Operator I 213.5 5028-6139
M19 Heavy Fire Equipment Operator II 223.5 5555-6781

EFFECTIVE - September 4, 2023 - (hourly rates)

Class
Code Class Title Range Step 1 Step 2 Step 3 Step 4 Step 5
M14 Fire Apparatus Engineer 213.5 20.72 21.78 22.89 24.06 25.30
M16 Fire Captain 228.5 24.06 25.30 26.59 27.94 29.37
M18 Firefighter 202.5 18.58 19.53 20.51 21.56 22.66
M17 Heavy Fire Equipment Operator I 213.5 20.72 21.78 22.89 24.06 25.30
M19 Heavy Fire Equipment Operator II 223.5 22.89 24.06 25.30 26.59 27.94

Effective April 15, 2013, employees who are designated “classic members” of PERS pay the full employee contribution
for the 3% @ 55 Safety Plan.  Employees hired on or after January 1, 2013 and who are designated “new members” of
PERS pay the full employee contribution for the 2.7% at 57 Safety plan.

*See Firefighters Association MOU Side Letter of Agreement dated August 29, 2023

FIRE SALARY SCHEDULE - HOURLY RATES
based on average 56 hour workweek



SECTION II - Detentions Employees                                        CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

Effective 10/2/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
M52 Detentions Technician I** 170.5 3278-4001
M51 Detentions Technician II** 180.5 3621-4420
M04 Detentions Deputy I* 192.5 4082-4978
M08 Detentions Deputy I-STC* 197.5 4288-5233
M03 Detentions Deputy II* 207.5 4739-5782
M09 Detentions Sergeant* 231.0 5987-7308

C76 Senior Detentions Clerk** 175.5 3446-4205
M07 Senior Detentions Deputy* 217.5 5233-6387
M50 Senior Detentions Technician** 190.5 4001-4881

* Employees who are designated “classic members” of PERS pay the full employee contribution
for the 3% at 55 Safety plan.  Employees who are designated “new members” to PERS pay the
full contribution for the 2.7% at 57 Safety plan.

** Effective April 29, 2013, employees who are designated “classic members” of PERS pay the full
employee contribution for the 2% at 55 Miscellaneous plan.  
Employees hired on or after January 1, 2013 and who are designated “new members” to PERS 
pay the full employee contribution for the 2% at 62 Miscellaneous plan.



SECTION II - Law Enforcement Employees                            CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
M06 Chief Civil Deputy Sheriff 242.0 6680-8154
M35 Chief Dep Coroner/Public Admin 242.0 6680-8154

M25 Deputy Sheriff I 212.5 4978-6077
M02 Deputy Sheriff II 222.5 5500-6713
M41 Deputy Sheriff Bailiff 212.5 4978-6077
L16 District Attorney Investigator I 224.5 5611-6850
L15 District Attorney Investigator II 233.5 6139-7493

M23 Senior Deputy Sheriff 231.0 5987-7308
L14 Senior DA Investigator 243.5 6781-8277
M05 Sheriff's Sergeant 242.0 6680-8154

Employees who are designated “classic members” of PERS pay the full employee contribution 
for the 3% at 55 Safety plan.  Employees who are designated “new members” of PERS pay the 
full employee contribution for the 2.7% at 57 Safety plan.

*See Deputy Sheriff's Association MOU Side Letter of Agreement dated August 29, 2023



SECTION II - Probation Employees                                          CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
P03 Deputy Probation Officer I 195.5 4205-5131
P02 Deputy Probation Officer II 210.5 4881-5957
P01 Deputy Probation Officer III 220.5 5391-6581
P05 Deputy Probation Officer IV 230.5 5957-7271

Employees who are designated “classic members” of PERS pay the full employee contribution 
for the 3% at 55 Safety plan.
Employees who are designated “new members” of PERS pay the full employee contribution
for the 2.7% at 57 Safety plan.

*See Probation Officers Association MOU Side Letter of Agreement dated August 16, 2023



SECTION II - Prosecutors Employees                                      CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
T19 Attorney I - Child Advocacy 234.0 6169-7530
T15 Attorney I - Child Support 234.0 6169-7530
T18 Attorney II - Child Advocacy 249.0 7164-8741
T14 Attorney II - Child Support 249.0 7164-8741
T17 Attorney III - Child Advocacy 269.0 8741-10665
T13 Attorney III - Child Support 269.0 8741-10665
T16 Attorney IV - Child Advocacy 279.0 9655-11781
T12 Attorney IV - Child Support 279.0 9655-11781

T09 Deputy District Attorney I 234.0 6169-7530
T08 Deputy District Attorney II 249.0 7164-8741
T07 Deputy District Attorney III 269.0 8741-10665
T06 Deputy District Attorney IV 279.0 9655-11781

Employees who are designated “classic members” of PERS pay the full employee contribution for the 
2% at 55 Miscellaneous plan.  Employees who are designated “new members” of PERS pay the full 
employee contribution for the 2% at 62 Miscellaneous plan.

*See Prosecutors Association MOU Side Letter of Agreement dated August 21, 2023



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D72 Accountant-Auditor 236.5 6325-7719
D46 Administrative Analyst I 216.5 5181-6325
D38 Administrative Analyst II 231.5 6016-7344
D24 Administrative Analyst III 246.5 6987-8526
D104 Animal Services Manager 226.5 5723-6987
D55 Assistant Assessor/Clerk/Recorder* 266.5 8526-10403
D127 Assistant Chief District Attorney Investigator 260.5 8032-9800
D10 Assistant County Counsel (1) 301.5 12080-14739
D52 Assistant Director of Child Support Svcs (1) 266.5 8526-10403
D20 Assistant Director of Finance–Accting Div. (1) 270.0 8828-10773
D09 Assistant Director of Finance–Treasury Div. (1) 270.0 8828-10773
D136 Assistant Director, Human Services (1) 283.0 10046-12260
D143 Assistant Director of Public Health 266.5 8526-10403
D131 Assistant District Attorney (1) 289.0 10665-13014
D105 Assistant Fire Chief (1)  273.5 9140-11154
D14 Assistant Sheriff (1) 293.0 11099-13543
D19 Assistant Sheriff - STC 270.5 8871-10826
D138 Auditor-Accountant 236.5 6325-7719

D45 Battalion Chief (Operations) (2) 254.0 7530-9185
D45 Battalion Chief (Training/Prevention) 254.0 7530-9185
D25 Building Maintenance Superintendent 259.0 7913-9655

D50 Chief Appraiser 240.5 6581-8032
D93 Chief District Attorney Investigator 270.5 8871-10826
D06 Chief Engineer 277.0 9464-11549
D89 Child Support Program Manager 236.5 6325-7719
D84 Clerk of the Board of Supervisors (1) 236.5 6325-7719
D68 Clerk/Recorder Manager 229.0 5869-7164
D117 Clinical Program Manager 249.5 7200-8785
D82 Compliance and Standards Officer 211.0 4905-5987

D40 Deputy Ag Commissioner 232.5 6077-7417
D39 Deputy Ag Commissioner-Sealer 248.5 7127-8698
D35 Deputy Chief Probation Officer 267.0 8570-10455
Q20 Deputy Clerk to the Board of Supervisor I 197.5 4288-5233
Q19 Deputy Clerk to the Board of Supervisor II 207.5 4739-5782
D48 Deputy County Administrative Officer 266.5 8526-10403
D87 Deputy County Counsel I 234.0 6169-7530
D85 Deputy County Counsel II 249.0 7164-8741
D18 Deputy County Counsel III 269.0 8741-10665
D28 Deputy County Counsel IV 279.0 9655-11781
D125 Deputy Director Behavioral Health (1) 252.5 7417-9050
D115 Deputy Director – Building Official (1) 276.5 9417-11492
D118 Deputy Director, Economic & Workforce Development 271.5 8961-10934
D16 Deputy Director, Human Services (1) 276.0 9370-11435
D112 Deputy Director – Planning 276.5 9417-11492
D41 Deputy Sealer of Weights & Measures 232.5 6077-7417
D27 Deputy Veteran’s Svc Officer/Public Guardian (1) 232.0 6048-7381
D11 Detentions Lieutenant 245.0 6883-8401



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D76 Economic Development Manager 242.5 6713-8195
D98 Elections Manager 236.5 6325-7719
D53 Emergency Services Coordinator 225.5 5666-6918
D57 Emergency Services Manager 242.5 6713-8195
D102 Environmental Health Division Manager (1) 249.0 7164-8741
D147 Executive Assistant District Attorney 294.0 11209-13678
Q22 Executive Secretary 197.5 4288-5233

D114 Facilities Manager 227.0 5753-7022
D130 Family Practice Nurse Practitioner/Physician’s Assistant-Certified 271.5 8961-10934
D56 First 5 Program Officer 236.5 6325-7719
D62 First 5 School Readiness Coordinator 231.5 6016-7344
D17 Fiscal Analyst I 215.5 5131-6263
D02 Fiscal Analyst II 225.5 5666-6918
D124 Fiscal Analyst III 236.5 6325-7719
D121 Fleet Services Superintendent 235.0 6231-7604
D110 Food Services Manager 210.0 4857-5928

D106 IT Security and Compliance Administrator 263.5 8277-10097
D59 Information Technology Manager 268.0 8655-10559
D123 Juvenile Corrections Manager 229.0 5869-7164
D61 JTO Program Manager 236.5 6325-7719

D79 Library Manager 236.5 6325-7719

D101 Nursing Division Manager (1) 276.5 9417-11492
D37 Nutrition Services Manager 241.5 6647-8112

D77 Parks & Grounds Superintendent 245.0 6883-8401
D133 Payroll Manager 236.5 6325-7719
Q23 Payroll Specialist I 198.5 4332-5285
Q24 Payroll Specialist II 208.5 4786-5840
D03 Personnel Analyst I 216.5 5181-6325
D04 Personnel Analyst II 231.5 6016-7344
D05 Personnel Analyst III 246.5 6987-8526
Q11 Personnel Assistant I 177.5 3515-4288
Q12 Personnel Assistant II 187.5 3883-4739
Q13 Personnel Assistant III 197.5 4288-5233
Q05 Personnel Technician I 200.5 4420-5391
Q04 Personnel Technician II 210.5 4881-5957
D139 Principal Personnel Analyst 266.5 8526-10403
D42 Probation Division Manager 244.5 6850-8360
D65 Program Manager, Human Services 246.5 6987-8526
D111 Program Manager, Behavioral or Public Health 236.5 6325-7719
D96 Program Specialist 225.5 5666-6918
D71 Property Tax Manager 225.5 5666-6918
D58 Public Health Laboratory Director 261.5 8112-9897
D92 Purchasing Manager 244.0 6815-8318

D141 Quality Assurance Manager 236.5 6325-7719



SECTION II - Middle Management & Confidential Employees                    CLASSES ASSIGNED TO SALARY RANGE NUMBERS
The following classes are hereby assigned to the salary ranges in the basic salary schedule which are
designated opposite the class titles as shown below.

*Effective 9/4/2023
Salary Approx. 
Range Monthly

Code Class Title Number Salary
D135 Risk Manager 262.0 8154-9948
Q17 Risk Technician I 194.5 4163-5080
Q16 Risk Technician II 204.5 4599-5611
Q18 Risk Technician III 214.5 5080-6200
D60 Road Superintendent 259.0 7913-9655

Q07 Secretary 187.5 3883-4739
Q01 Secretary to the C.A.O. 215.5 5131-6263
Q02 Secretary to the County Counsel 215.5 5131-6263
Q03 Secretary to the District Attorney 215.5 5131-6263
Q32 Secretary to the Sheriff 215.5 5131-6263
D08 Senior Accountant-Auditor 251.5 7344-8961
Q06 Senior Personnel Technician 220.5 5391-6581
D29 Sheriff’s Commander 269.5 8785-10719
D134 Sheriff’s Records Manager 224.5 5611-6850
D54 Social Services Program Manager 249.5 7200-8785
D140 Staff Support Manager 247.5 7056-8613
D75 Supervising Attorney - Child Advocacy 284.0 10147-12383
D34 Supervising Attorney - Child Support 284.0 10147-12383
D108 Supervising Environmental Health Officer 235.5 6263-7642
Q31 Supervising Legal Secretary 189.0 3942-4808
D13 Supervising Public Health Nurse 256.5 7719-9417
D122 Supervising Welfare Fraud Investigator 225.5 5666-6918

D91 Treasury Manager 250.5 7271-8871

D15 Undersheriff 293.0 11099-13543

D109 Victim Witness Coordinator 216.0 5155-6294

D142 Water, Solar, and Natural Resources Manager 256.5 7719-9417

Employees who are designated "classic members" of PERS pay the full employee contribution for the 2% at 55 Mi   
or the 3% at 55 Safety plan.  Employees who are designated  "new members" to PERS pay the full employee contr    
2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan.

(1) These classifications are at-will and exempt from the merit system.
(2) BATTALION CHIEF (Operations) - HOURLY RATES - when assigned to 

Effective: 9/4/2023  Range 254.0
Step 1          Step 2          Step 3          Step 4          Step 5
$31.03         $32.61         $34.28         $36.02          $37.85

Effective 8/29/2023 - approved by the Board of Supervisors (BOS) on 8/29/2023
Assistant Sheriff - STC: New classification with salary set at range 269.0 ($8,741-$10,665)



SECTION III SALARIES FOR COUNTY OFFICIALS 
 
The following Officers and Department Heads (appointed and elected) shall receive compensation 
within the following band structure: 
 

 Approximate     
Salary Band 40%  Class 
Designation Salary Band Classifications Code 

    
1 $14,000-$19,000 County Administrative Officer A02 
  County Counsel A41 
  County Health Officer * A50     A50 

2 $12,000-$18,000 Assessor/Clerk/Recorder A25 
                   District Attorney A11 
  Sheriff  A21 
    

3 $11,000-$16,000 Ag. Commissioner/Sealer of Wts. & Measures A23 
                   Assistant County Administrative Officer A07 
  Chief Information Officer A09 
  Chief Probation Officer (a) A22 
  County Fire Chief A42 
  Director of Community Development A27 
  Director of Finance A37 
  Director of Human Services A33 
  Director of Public Health Services A29 
  Director of Public Works A31 
    

4 $10,000-$ 14,000 Behavioral Health Director A47 
  Director of Child Support Services A45 
  Economic and Workforce Development Director A43 
  Human Resources Director A40 
  Library Director A38 
  Public Guardian/Veteran’s Service Officer A35 
  Registrar of Voters A26 
    

   
Effective: July 1, 2023 

Flat Monthly    
$7,165.63 Board of Supervisors A01 
$7,942.63 Chairperson, Board of Supervisors A00 

 
By Ordinance #690 approved May 14, 2019   
 
 
Employees who are designated “classic members” of PERS pay the full employee contribution for the 2% at 55 
Miscellaneous plan or the 3% at 55 Safety plan. Employees who are designated “new members” to PERS pay 
the full employee contribution for the 2% at 62 Miscellaneous plan or the 2.7% at 57 Safety plan. 
 

(a) The Chief Probation Officer is covered by a modified merit system (see Personnel Rule 2034). 
    

 * Effective 9/4/2023 – approved by the Board of Supervisors (BOS) on 9/12/2023: New classification 
County Health Officer with salary set at Salary Band 1 
 

  
    



 
SECTION III SALARIES FOR COUNTY OFFICIALS 

 
Salary Bands 
Selected management positions receive the equivalent of a flat rate monthly salary.  The Board of 
Supervisors has adopted salary bands specifying a minimum and maximum flat dollar amount 
(salary) payable for each position.  Adjustment to this flat dollar amount is based on action by the 
Board of Supervisors as certified by the County Administrative Officer on a County Personnel 
Action Form.  
 
The County Administrative Officer’s flat dollar salary amount shall be certified by the Chair of the 
Board of Supervisors on a County Personnel Action Form.  Adjustments to compensation within 
Salary Bands is at the sole discretion of the Board of Supervisors, after advice from the County 
Administrative Officer and:   

 
1. Is not intended to be adjusted periodically based on length of service, (which distinguishes 

Salary Bands from Salary Ranges which require consideration of 5% incremental pay 
adjustments at predetermined intervals);  

 
2. Adjustments may be made in any increment either a dollar amount or percentage; provided 

however, such adjustment shall be rounded to the nearest whole dollar;  
 
3. Salary Bands, may be adjusted by the Board of Supervisors, from time to time, but not 

necessarily annually, and are intended to remain fixed for one or more years, during which time 
salary increases or decreases to individual positions may be made based on such factors and 
conditions as Board of Supervisors deems appropriate including but not limited to: employee 
performance, changes in the cost of living and the County’s ability to pay; 

 
4. The inclusion of multiple positions in salary bands should not be construed to imply that all 

positions in each band are deemed exactly comparable for purposes of compensation; but only 
requires at the time of adoption or amendment of the Salary Bands, a salary amount within that 
band shall be designated for each position; 

 
5. Five Step salary ranges for most classifications are typically adjusted annually based on 

negotiated agreements with employee organizations.  Individual position salaries are 
automatically adjusted by the change in the range.  Flat monthly salaries, designated by the 
Board of Supervisors do not automatically change at such time as the Board may elect to modify 
Salary Bands, except that no position in a band may be paid more or less than the minimum or 
maximum dollar amount that defines the Salary Band; 

 
6. There is no expectation that any particular position in a Salary Band would be set at the highest 

dollar amount permitted by the band in the same manner that positions in salary ranges, after 
designated service intervals, reach the fifth or top step of a range.  Salary Bands are purposely 
designed to provide maximum flexibility to the Board of Supervisors to increase, decrease or 
leave salaries unchanged; and 

 
7. When a salary-banded position is vacated, the Board of Supervisors after consultation with the 

County Administrative Officer shall designate a salary rate or a salary range within the Salary 
Band that shall be used for purposes of recruitment.  Notwithstanding this provision governing 
the recruitment process, the Board of Supervisors may appoint the candidate selected for the 
position at any flat dollar amount within the Salary Band.    

 
 

SR3/MOU 



SECTION IV  SPECIAL COMPENSATION SCHEDULE 
 

DEPARTMENT OF FINANCE 
Student Accounting Major – Unless below minimum wage, the salary for positions in this class shall be at a rate 
no higher than:  

 30 ranges below Accountant I with completion of 30-59 units. 
 20 ranges below Accountant I with completion of 60-89 units. 
 10 ranges below Accountant I with completion of 90 units to graduation. 
 
EXTRA HELP 

Shall normally be compensated at the hourly rate of the first step of the salary range for the class of employment. 
Extra help not working in a class otherwise covered by this resolution shall be compensated at minimum wage.  
Extra help is not in the competitive service and is authorized solely to provide necessary help on a limited or 
short-term basis not to exceed 999 hours in any fiscal year.   
NOTE: CalPERS retirees are limited to 960 hours in any fiscal year.   

 

GOVERNMENT AIDE & GOVERNMENT INTERN (Z55) 
 Unless below minimum wage, the salary for positions in these classes shall be at a rate no higher than 10 ranges 

below the entry level for which training is being received.  If a degree is required, the following shall apply: 
 30 ranges below with completion of 30-59 units. 
 20 ranges below with completion of 60-89 units. 
 10 ranges below with completion of 90 units to graduation. 
 

MILEAGE 
Employees required to use personal vehicles for travel in performance of their duties shall be reimbursed at the 
rate allowable under I.R.S. regulations as determined and administered by the Department of Finance. 

 

PARKS & GROUNDS 
Museum Curator (extra help) - Unless below minimum wage, compensation not to exceed Step 1 of Library 
Assistant II and no more than 999 hours per fiscal year. 

 

PUBLIC GUARDIAN/VETERANS' SERVICE 
Z21  Transportation Aide – Unless below minimum wage, incumbent shall be compensated at a rate no higher 
than 2 ranges below step one for Veterans' Service Representative I. 

 

PUBLIC WORKS 
 Student Engineer - Unless below minimum wage, the salary for positions in this class shall be at a rate no higher 

than: 
 30 ranges below Engineer I (Civil) with completion of 30-59 units. 
 20 ranges below Engineer I (Civil) with completion of 60-89 units. 
 10 ranges below Engineer I (Civil) with completion of 90 units to graduation. 
 

Student Road Employee - Unless below minimum wage, the salary for positions in this class shall be at a rate no 
higher than: 

 Minimum wage during first year of employment. 
 15 ranges below Road Maintenance Worker I during second year of employment and thereafter. 
 

SHERIFF'S OFFICE 
 

Reserve Deputy Sheriff (M00) and Technical Reserve (M01) - 1/26 of the annual uniform allowance of a Deputy 
Sheriff I shall be provided as reimbursement for uniform expenses in each pay period worked.  Reserves are 
compensated for hours worked at a rate no higher than nine ranges below step one for Deputy Sheriff I.  Retirees 
are not eligible for uniform allowance. 

 
Reserve Detentions Deputy (M11) - 1/26 of the annual uniform allowance of a Detentions Deputy I shall be 
provided as reimbursement for uniform expenses per pay period worked. Reserves are compensated for hours 
worked at a rate no higher than seven ranges below step one for Detentions Deputy I.  Retirees are not eligible 
for uniform allowance. 

 
Reserve Emergency Dispatcher (Z05) - Compensation for hours worked is set at a rate no higher than the hourly 
rate for Step 1 of Emergency Dispatcher I. 

 
Federal law requires employers to make a deduction from the pay of part-time employees for either social security or an 
acceptable alternative such as a deferred compensation program.  Extra Help Reserves not already enrolled in PERS will 
contribute to the County’s Deferred Compensation Plan in the amount of 7.5% of compensation.  They also must pay into 
Medicare at the rate of 1.45% of compensation. 



SECTION V UNREPRESENTED MANAGEMENT BENEFITS 
 

 

 Management Group I   = Appointed and elected officials in salary bands. 
 
 Management Group II  = Middle management (all other management not in Group I or III). 
 
 Confidential 
 Management Group III = All Executive Secretary positions Secretary to the C.A.O. 
 (non-exempt)   Deputy Clerk to B.O.S. I/II  Secretary to County Counsel 
   Payroll Specialist I/II   Secretary to the District Attorney 
   Personnel Assistant I/II/III Secretary to the Sheriff 
   Personnel Technician I/II Senior Personnel Technician  
     Risk Technician I/II/III   Supervising Legal Secretary 
     Secretary         
 
VACATION AND MANAGEMENT LEAVE 
 
1. An eligible management employee may accrue vacation at the appropriate rate applicable to the 

employees length of service (2080 hours of actual service as defined in the County Personnel rules 
equals one year) as follows: 

 
  Service   Hours (days)   Rate 

Hours   Earned (based on hrs)  (based on hours) 
 0 - 10,400    96 (12 days)   .046154 
10,401 - 20,800  120 (15 days)   .057693 
20,801 - 31,200  140 (17.5 days)   .067308 
31,201 +  160 (20 days)   .076924 

 
2. An eligible management employee may accrue vacation at the appropriate rate applicable to the 

employee's length of service (as set forth above) until the employee reaches one of the following accrued 
hours of vacation limits: 

 
 Hours (days)  Maximum Vacation 
 Earned (based on hrs)  Accumulation Limits 
  96 (12 days)  192 hours 
 120 (15 days)  240 hours 
 140 (17.5 days)  280 hours 
 160 (20 days)  320 hours 
 
 Once the appropriate accumulation limit has been reached, the employee shall cease to earn additional 

vacation until the employee's accumulated vacation balance falls below the limits listed above. 
 
3. Effective July 1, 2014, management employees in Group I & II will be granted 64 hours of additional 

vacation time as management leave in the first full pay period of each fiscal year (or pro-rated upon hire 
date).  These hours are a separate leave benefit and not counted against the maximum vacation accrual 
established based on length of service.  Employees may, at their option, sell back up to 48 of the 64 
hours of management leave each fiscal year at their hourly rate of pay.  This leave will be tracked 
separately from the regular vacation accrual and is not intended to carry over from year to year.  If this 
time is not used by the end of the fiscal year (see note), up to 48 hours of the remaining balance will be 
automatically cashed out to the employee.  Any sale of management vacation hours will be deducted only 
from the management vacation leave balance. The remaining 16 hours of leave can not be cashed out 
and must be taken as time off only.  If any hours remain at the end of the fiscal year after 48 hours are 
cashed out, the remaining hours will carry over to the new fiscal year (see note) However, and the hours 
granted for the new fiscal year shall be reduced by the number of hours equal to those carried over. 
 
a) All management attorneys in the District Attorney’s Office, Child Support, Minors Advocate, and 

County Counsel will be granted 80 hours additional management leave in the first full pay period of 
each fiscal year (or pro-rated upon hire date). Which will not carry over and may be cashed out in full.   
   

b) Management employees in Group III will be granted 40 hours of vacation time in the first full pay 
period of each fiscal year (or pro-rated upon hire date). All other terms described above apply. 
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4. All Management employees may, at their option, sell back an additional 8 hours of accrued regular 
vacation each fiscal year, (see note) at their hourly rate of pay, to be contributed directly to the 
employee’s deferred compensation account. 
  

5. Upon the recommendation of the Human Resources Director, the County Administrative Officer may 
authorize a vacation accrual rate for management positions hired from outside the county at an amount 
equivalent to what their accrual would be if their service time with other public agencies was earned in 
Kings County.  Additionally, when this advanced accrual rate is authorized at the time of hire, the prior 
public service time will be used for calculating future adjustments to the accrual rate as if the time was 
earned with Kings County. 

 
Note: 1) For purposes of payroll processing of vacation hour sell backs described above, the end of the fiscal year 
is defined as the last day of pay period 13 in any year.  2) Management leave is not available for use during pay 
period 14.  3) Provisions regarding vacation do not apply to elected officials. 
 
 
HEALTH/DENTAL/OPTICAL PLAN PREMIUM CONTRIBUTION 
 
Employees who elect to use a Health Plan offered by the County must continue to participate in the Dental 
and Optical plans and must remain in that plan until the open enrollment period of the plan.  Employees 
electing to pretax their insurance will not be allowed to drop insurance coverage except at open enrollment 
unless the employee has a qualifying status change. 
 

Effective May 15, 2023 (pay period 2023-11), the County contribution (per month based on 24 pay 
periods) to the health/dental/optical insurance premium will be as follows: 
 

                           PPO Plan 
Health/Dental/Vision 
Plan Level 
 

 
County Share 

Single  $658.64 
Two-Party  $1,199.19 
Family  $1,804.39 

 
The County shall pay 100% of the health insurance premium (including the medical, dental and vision 
plans) for the health plan offered by the County for each management employee and their eligible family 
members, based on their enrollment in such health plan.  Employees promoting into or demoting out of 
management classifications after open enrollment will be treated as a “status” change and may enter or 
leave the plan, or modify the number of dependents covered. 

 
DEFERRED COMPENSATION  
 
 Effective January 1, 2014, for every three dollars contributed to the County contracted deferred 

compensation programs by management employees, the County shall contribute one dollar to the 
employee’s account, up to a maximum of twenty five hundred dollars ($2,500) per calendar year.  

 
RETIREMENT/PERS SERVICE CREDIT 
 

The County contracts with the Public Employee Retirement System (PERS) for this benefit and pays the 
employee contribution for members of the Board of Supervisors only.  All management employees pay 
the total Miscellaneous or Safety PERS employee contribution depending on their classification and 
status within PERS (Classic or “new member” – see below).  

  
Miscellaneous Non-Safety Management 
 

1. New Members –Employees hired on or after January 1, 2013 and designated as “new members” 
to CalPERS are eligible for the PERS 2% at 62 Miscellaneous Plan pursuant to AB 340/SB197 
(Pension Reform Act 2013).  These employees pay the entire employee contribution rate 
reviewed and set annually by CalPERS.  Such payment shall vest to the employee.  
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2. Classic Members – Employees hired prior to January 1, 2013, or those hired on or after that date 
that are not designated as “new members” to CalPERS by the Pension Reform Act of 2013, are 
eligible for the 2% at 55 Miscellaneous Plan.  These employees pay the entire employee 
contribution of 7.0% of salary.  Such payment shall vest to the employee.  

 
a) The 2% at 55 Plan has been modified to also include the following optional benefits:  

One-Year Final Compensation and Military Service Credit. 
 

b) The Miscellaneous Plan has also been modified for employees to have, at their option, 
the ability to apply to PERS for retirement service credit for their unused sick leave 
balance. However, the County limits the use of this provision to employees who have not 
cashed out their sick leave or opted for the Retiree Health benefit. 

 
Safety Management 

 
1. New Members – Employees hired on or after January 1, 2013 and designated as “new members” 

to CalPERS are eligible for the PERS 2.7% at 57 Safety Plan pursuant to AB 340/SB197 
(Pension Reform Act of 2013).  These employees pay the entire employee contribution rate 
reviewed and set annually by CalPERS.  Such payment shall vest to the employee.  
 

2. Classic Members – Employees hired prior to January 1, 2013, or those hired on or after that date 
that are not designated as “new members” to CalPERS by the Pension Reform Act of 2013, are 
eligible for the 3% at 55 Safety Plan, which became effective 4/1/02.  These employees pay the 
entire 9% of salary PERS employee contribution.  Such payment shall vest to the employee.  

 
a) The 3% at 55 Plan has been modified to also include the following optional benefits:  

One-Year Final Compensation and Military Service Credit.  
Elected Officials  
 
Pursuant to State Law local elected officials have the option of declining participation in the Public 
Employees Retirement System.  An amount equal to the Employee’s share of retirement may, if an 
elected officer declines participation in PERS, be applied toward the County Sponsored deferred 
compensation plan in lieu of the PERS contribution.  The County match amount for this benefit shall not 
exceed the match provided to management employees described above.  

  
TERM LIFE/ACCIDENT INSURANCE 
 

Term life/accident insurance (with an option for portability when leaving County service in good  
standing) is provided for management employees as follows: 

 
  Management Group I  $ 50,000 
  Management Group II/III $ 40,000 
 
LONG TERM DISABILITY INSURANCE 
 
 Long Term Disability (LTD) Insurance is provided to all management employees. 
 
SICK LEAVE ACCRUAL 
 
 a. All regular full-time and regular part-time management employees hired prior to January 

1, 1999, shall be entitled to point zero-four-six-one-five-four (.046154) hours of sick leave 
with pay for each hour of the actual hours of regular employment. 

   
 b. All regular full-time and regular part-time management employees hired January 1, 1999 

or thereafter will accrue sick leave as follows: 
  Service    Hours   Sick leave earned at the rate of 

Hours    Earned   (based on hours worked) 
 0 - 10,400   80 (10 days)  .038462 
10,401 - 20,800   88 (11 days)  .042308 
20,801 +   96 (12 days)  .046154 

Note:  Provisions regarding sick leave do not apply to elected officials. 
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UNUSED SICK LEAVE PAYOFF/POST RETIREMENT HEALTH BENEFIT 
 
This Article does not apply for employees who elect the PERS service credit.   
 
 a) Management employees hired January 1, 1999 or later, who have 5 years of Kings County 

continuous service immediately prior to retirement, are age 50 or older, and retire in good 
standing at the time of their separation from Kings County employment will receive a percentage 
of the dollar value of accrued sick leave (at time of retirement) put into an “account” to be used 
toward Kings County health insurance premiums, at a rate not to exceed the family option per 
month until the employee, and/or spouse if covered, is eligible for Medicare or the money runs 
out, whichever occurs first. When an employee and/or spouse, if covered, reach Medicare 
eligibility the remaining money may be used for Medicare supplemental premiums until the 
money runs out.  The retiree health benefit percentage shall be as follows: 

       
    Percent of compensation   
    (based on hours) 
Service Hours   Retiree Health Benefit 
10,401 - 41,600   40% 
41,601 and over   50% 

 
To qualify for the retiree health benefit the employee and any eligible dependents to be covered 
must be enrolled in the County’s existing health benefit plan at the time of the employee’s 
retirement from County service.  Retiree health benefit payments may be used toward coverage 
for the employee’s dependents only as long as the dependent(s) is eligible for coverage under 
the plan, has not reached Medicare eligibility and, in the case of children, only to the age 
permitted under the plan contract as dependent children. If the employee dies after retirement (or 
while still employed in good standing) prior to Medicare eligibility and there is money remaining in 
the account, the employee’s covered dependent(s) may continue to use the account toward 
Kings County health insurance premiums or Medicare supplemental insurance premiums, if 
eligible as stated above.  Any unused balance in account remains the property of the County.  
 

b) Management employees hired prior to January 1, 1999, who separate in good standing shall be 
allowed a one time irrevocable election to decide whether to receive the retiree health benefit 
option or cash as follows: 

  
   Percent of  Percent of 
   Compensation  compensation 
Service  (based on hrs)  (based on hrs) 
Hours   Cash  OR Retiree Health Benefit 
10,401 - 41,600 25%   40% 
41,601 and over 30%   50% 
 

 Taxes will be paid by the employee on the full cash distribution, or the portion of the deposit into 
the account that could have been taken in cash.  Additionally, the cash benefit is taxable in the 
year the cash is received.  Any unused balance in the account remains the property of the 
County.  
 
 
1) Retiree health benefit option: 

 
To qualify for the retiree health benefit (non-cash) benefit the employees must have 5 years of 
Kings County continuous service immediately prior to retirement, are age 50 or older, and retire 
in good standing at the time of separation from Kings County employment.  A percentage of the 
dollar value of accrued sick leave (at time of retirement) will be put into an “account” to be used 
toward Kings County health insurance premiums.  The employee and any eligible dependents to 
be covered must be enrolled in the County’s existing health benefit plan at the time of the 
employee’s retirement in good standing from County service.  Employees electing to utilize the 
retiree health benefit option must submit their election in writing to the Department of Finance not 
later than 14 days after the effective date of retirement.  If the employee elects the retiree health 
benefit option, the County will pay up to the family option per month toward the employee’s health 
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insurance premium until the employee, and/or spouse if covered, is eligible for Medicare or the 
money runs out, whichever occurs first.  Retiree health benefit payments may be used toward 
coverage for the employee’s dependents only as long as the dependent(s) is eligible for coverage 
under the plan; has not reached Medicare eligibility and, in the case of children, only to the age 
permitted under the plan contract as dependent children.  When an employee and/or spouse, if 
covered, reach Medicare eligibility the remaining money may be used for Medicare supplemental 
premiums until the money runs out.   If the retiree dies prior to Medicare eligibility and there is 
money remaining in the account, the employee's dependent(s) may continue to use the account, 
if eligible as stated above.  In the event of death of an eligible employee (while still employed in 
good standing), the qualifying eligible dependent(s) shall make a determination of either cash or 
the retiree health benefit option within 30 days of the death of the employee. 
 
2) Cash benefit option: 

 
Employees who fail to elect the retiree health benefit will be cashed out, if eligible. If the 
employee elects the cash option, the employee will receive the benefit if the employee separates 
in good standing as a result of resignation, layoff, retirement or death. 

 
ELECTED OFFICIALS - POST RETIREMENT HEALTH INSURANCE 
 
 Kings County elected Officials may be eligible for a Post Retirement Health Benefit upon retiring from the 

County.  All the criteria shall apply as for management post retirement health insurance generally except 
that: An elected official is eligible for the post retirement health insurance benefit  described below if that 
elected official: 1) serves at least five (5) consecutive years in office without break in service between the 
five years served and the date of departure from elected office; and 2) either simultaneously retires from 
PERS at the end of such service (or is at that time already retired from PERS). The benefit is calculated 
by multiplying the hourly rate at the time of eligibility, by the number of consecutive years in office, and 
then multiplying the result by one half of the annual sick leave benefit provided to management 
employees at the time of eligibility. The official may defer use of this benefit if otherwise covered on the 
County health plan at the time of eligibility so long as there is no break in coverage during the deferral 
period.  Pursuant to existing practice the balance does not accrue interest. (Note: the change in the 
formula will go in to effect at the start of each sitting elected’s next consecutive term in office and at the 
time of filing candidacy papers for any new candidate who is subsequently elected.) Any previously 
earned benefit will be calculated and recorded by the Finance Department. 

If a balance remains at the time the elected, and/or his/her spouse or eligible dependent no longer 
participates in the County health insurance, this amount can be applied toward a Medicare Part B plan or 
Medicare supplement, or PERS Long Term Care plan. Participation in the County health insurance 
program is not required for the elected, and/or spouse or eligible dependent to direct all or part of the 
funds in this account to a Medicare Part B or PERS Long Term Care plan premium. In all other instances, 
any balance on account remains property of County. 

P.O.S.T. EDUCATION INCENTIVE PAY 
  

1. Employees in the classifications of Assistant Chief DA Investigator, Undersheriff, Assistant Sheriff, 
Assistant Sheriff – STC, Sheriff's Commander, and Chief District Attorney Investigator who possess a 
valid P.O.S.T. Management Certificate shall be entitled to receive compensation in the amount of $200.00 
per month ($92.31 per pay period).  Employees must submit certification to the appropriate department 
head prior to payment authorization.  Employees receiving compensation for P.O.S.T. Management 
Certification shall not be entitled to compensation for other P.O.S.T. certification. 

 
2. Employees in the above indicated classifications possessing valid, current P.O.S.T. Supervisory 

Certification shall be entitled to receive compensation in the amount of $150.00 per month ($69.23 per 
pay period).  Eligible employees must submit appropriate certification to the department prior to payment 
authorization.  Employees receiving compensation for P.O.S.T. Supervisory Certification shall not be 
entitled to compensation for other P.O.S.T. certification. 
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3. Employees in the above indicated classifications possessing valid, current P.O.S.T. Advanced 
Certification shall be entitled to receive compensation in the amount of $125.00 per month ($57.69 per 
pay period).  Eligible employees must submit appropriate certification to the department head prior to 
payment authorization.  Employees receiving compensation for P.O.S.T. Advanced Certification shall not 
be entitled to compensation for other P.O.S.T. certification. 
 

4. Employees in the above indicated classifications possessing valid, current P.O.S.T. Intermediate 
Certification shall be entitled to receive compensation in the amount of $100.00 per month ($46.15 per 
pay period).  Eligible employees must submit appropriate certification to the department head prior to 
payment authorization.  Employees receiving compensation for P.O.S.T. Intermediate Certification shall 
not be entitled to compensation for other P.O.S.T. certification. 

 
 
FIRE CERTIFICATION PAY 
 

1. Employees in the classification of Assistant Fire Chief and Battalion Chief who obtain and maintain   
EMT-D qualification shall be entitled to additional compensation in the amount of $15.00 per pay period.  

2. Employees in the above indicated classifications who obtain and maintain a Fire Officer or Company 
Officer certification shall be entitled to additional compensation in the amount of $42.00 per month 
($19.38 per pay period). All Battalion Chiefs who obtain and maintain a Chief Officer or Chief Fire Officer 
certification shall be entitled to additional compensation in the amount of $85.00 monthly ($39.23 per pay 
period). Appropriate certification documentation must be received by the department prior to payment 
authorization. Employees receiving compensation for Chief Officer or Chief Fire Officer shall not be 
entitled to receive additional compensation for Fire Officer or Company Officer certification.  

 

FIRE STIPEND 
 

The intent for the Fire Stipend is to provide a method of compensation when the Assistant Fire Chief or 
Battalion Chiefs are assigned to work extra shifts outside their regular assigned working hours.  Based on an 
estimate of anticipated vacation, training time and possible sick leave use for the three field Battalion Chiefs, 
it is necessary to provide additional field coverage for up to 52 shifts or partial shifts annually.  The Fire 
Stipend applies to the Assistant Fire Chief and all assigned Battalion Chiefs in the Operations, Fire 
Prevention and Training Divisions.   

 
 The stipend rates are as followed: 
 
  Stipend     Hours 
  
  $500      8 to less than 16 hours 
  $1,000     16 to less than 24 hours 
  $1,500     24 hours or more 
 

* Coverage of less than 8 hours will not be compensated.  This time is compensated through 
Management Leave.  

* Employees shall not receive stipend pay for any hours they receive strike team pay. 
 

While the Administrative Battalion Chief assigned to Fire Prevention/Training activity would also be eligible 
for the stipend if they cover for an Operation Battalion, this stipend will not apply for coverage of the Fire 
Prevention/ Training Battalion Chief’s absences.  
 

FIRE MANAGEMENT STRIKE TEAM PAY 
 

Fire management positions (Battalion Chief and Assistant Fire Chief) will be compensated while on, or as 
relief to, strike team at the current rate required by the California Fire Assistance Agreement with Cal OES. 
*Employees shall not receive stipend pay for any hours they receive strike team pay. 

 
 
 



SECTION V UNREPRESENTED MANAGEMENT BENEFITS 
 

 

BATTALION CHIEF HOLIDAY-IN-LIEU 
 

All Shift (56-Hour work week) Fire Battalion Chiefs shall receive Holiday-in-Lieu.  Holiday-in-Lieu time will be 
recorded and paid as 24 hours of “Holiday-in-Lieu” for each whole holiday and 12 hours for each half-day 
holiday.  If a Shift Battalion Chief is required to work on a holiday, no other day off will be traded or 
exchanged for the schedule day.   
 
All Administrative (40-hour work week - Fire Prevention/ Training) Battalion Chiefs shall receive 8 hours 
Holiday Pay and will receive an additional 16 hours of Holiday-in-Lieu for each whole holiday.  On ½ day 
holidays, Administrative Battalion Chiefs will receive 4 hours of Holiday Pay with no additional compensation 
of Holiday-in-lieu.  

 
LONGEVITY PAY 
 

Effective July 25, 2022 (Pay Period 16-2022), employees in the following safety management classifications, 
who have completed ten (10) years of continuous full-time service (20,800 service hours) with the County in 
an allocated position shall, in addition to their regular salary, receive longevity pay in the amount of three 
percent (3%).  Longevity pay for those employees who are eligible, shall become effective no later than the 
full pay period following the completion of the required period of continuous service.  Longevity pay will be 
determined by CalPERS to be pensionable consistent with the existing laws and regulations.    
 

DSA Management POA Management 
Assistant Chief District Attorney Investigator Chief Probation Officer 
Assistant Sheriff Deputy Chief Probation Officer 
Chief District Attorney Investigator Probation Division Manager 
Sheriff’s Commander  
Sheriff   
Undersheriff  

 
 

Effective September 4, 2023 (Pay Period 19-2023), employees in the following safety management 
classifications, who have completed ten (10) years of continuous full-time service (20,800 service hours) with 
the County in an allocated position shall, in addition to their regular salary, receive longevity pay in the 
amount of three percent (3%).  Longevity pay for those employees who are eligible, shall become effective 
no later than the full pay period following the completion of the required period of continuous service.  
Longevity pay will be determined by CalPERS to be pensionable consistent with the existing laws and 
regulations.    
 

Detentions Management Fire Management 
Assistant Sheriff-STC Assistant Fire Chief 
Detentions Lieutenant Battalion Chief  
 Fire Chief 

 
 
UNIFORM ALLOWANCE 
 

The management employee classifications listed below shall be entitled to receive a uniform allowance 
which will automatically be adjusted to the same amount as the bargaining unit employees they 
supervise, currently: 
 
Assistant Chief DA Investigator        $650 
Assistant Fire Chief         $1,200 

             Assistant Sheriff         $950 
Assistant Sheriff-STC         $900 
Battalion Chief          $1,200 
Chief District Attorney Investigator       $650 

 Chief Probation Officer         $650 
Deputy Chief Probation Officer        $650 
Detentions Lieutenant         $900 
Fire Chief          $1,200 
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Food Services Manager         $275 
Juvenile Corrections Manager        $450 
Probation Division Manager        $650 
Sheriff           $950 
Sheriff’s Commander         $950 
Sheriff’s Records Manager        $275 
Undersheriff                                                                                                               $950 

 
1. All employees required to wear a uniform by the County shall receive a uniform allowance paid 

directly to the employee.  Only the initial uniform allowance paid to employees shall be paid in a lump 
sum.  New employees shall receive their initial allowance in the first full pay period following the date 
of employment.  Employees who voluntarily terminate within the first 90 days after receiving their 
initial allowance shall be required to reimburse the County for one-half of their initial allowance.  
Those who voluntarily terminate during the second 90 days after receiving their initial allowance will 
be required to reimburse the County for one-quarter of the allowance.  
 

2. Eligible employees who are on the regular County payroll in paid status shall receive the annual 
uniform allowance as follows:  Employees will be paid 1/26 of the annual allowance each pay period 
in paid status.  The uniform allowance shall not be paid for any pay period the employee is in unpaid 
status the entire pay period. 

 
3. For employees hired on or after January 1, 2013 and designated as “new members” to CalPERS, any 

uniform allowance will not be subject to PERS pursuant to AB 340/SB197 (Pension Reform Act of 
2013). 

 
BILINGUAL PAY 
 

Upon the written request of a department head explaining the business necessity, the County 
Administrative Officer may approve bilingual pay for a management employee in the amount of $25 per 
pay period when use of their bilingual skills is determined to be an essential service need.  Bilingual pay 
shall be terminated, and a new request for bilingual compensation may be submitted, if the employee is 
demoted, promoted, transferred or reassigned. The decision of the County Administrative Officer 
regarding the granting and termination of bilingual payment shall be final and shall not be subject to 
appeal or grievance procedures.  Employees receiving bilingual pay may be required to use their bilingual 
ability to assist other departments within the County.  When a part-time employee is assigned bilingual 
duties, the bilingual pay shall be prorated.  Employees who translate for more than one language are not 
eligible to receive additional bilingual compensation for the additional language(s).    

  
LEGAL SPECIALIST CERTIFICATION PAY 
 

Employees who are hired at or promoted to the Management attorney classifications at or above the III 
level are eligible for additional compensation as outlined below once they have acquired and maintain a 
State Bar of California-approved Legal Specialist Certification as a Family Law Specialist or Child Welfare 
Law Specialist.  Certification in any other legal specialties will not be considered qualifying for Legal 
Specialist Certification pay. 

 
$150 per month $200 per month 

Deputy County Counsel III Deputy County Counsel IV 
 Supervising Attorney – Child Adv. 
 Supervising Attorney – Child Sup. 

 
Eligible employees must present proof of certification in order to qualify for Legal Specialist Certification 
Pay.  Proof of re-certification must be presented at the end of each subsequent certification period in 
order to continue to qualify for certification pay. 
 

 
 
 
PUBLIC HEALTH DEPARTMENT PROFESSIONAL LICENSES 
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The County will reimburse, or pay, required professional license fees for unrepresented management employees 
in the classifications listed below (which will be monitored by the Public Health Department): 
 

Environmental Health Division Manager   
Nursing Division Manager     
Nutrition Services Manager      
Supervising Environmental Health Officer   
Supervising Public Health Nurse    

   Physician’s Assistant     
    Family Practice Nurse Practitioner  
 
RECRUITMENT AND RETENTION BONUS 
 
The following classifications only, shall receive up to an amount of $10,000 as a retention bonus. The retention 
bonus shall be effective for current employees in these classifications beginning September 4, 2023 (PP19-2023) 
or upon approval of the Board of Supervisors, whichever is later. The retention bonus shall be paid to employees 
on a pay-period basis in an amount of $192.31, for each actively employed pay-period (active status) between 
September 4, 2023 (PP19-2023) through August 31, 2025 (PP18-2025).  
 

Assistant Chief District Attorney Investigator Deputy County Counsel III 
Assistant County Counsel Deputy County Counsel IV 
Assistant District Attorney Detentions Lieutenant 
Assistant Fire Chief District Attorney 
Assistant Sheriff Fire Chief 
Assistant Sheriff-STC Juvenile Corrections Manager 
Battalion Chief Probation Division Manager 
Chief District Attorney Investigator Sheriff  
Chief Probation Officer Sheriff’s Commander 
County Counsel  Supervising Attorney – Child Advocacy 
Deputy Chief Probation Officer Supervising Attorney – Child Support 
Deputy County Counsel I Undersheriff 
Deputy County Counsel II  

  
 
Deputy County Counsel I/II/III/IV classifications only, currently at a lower step than Step 5 of their current range 
shall be automatically placed at Step 5 of their current range on September 4, 2023 (PP19-2023). This provision 
shall be a one-time adjustment for current Deputy County Counsel I/II/III/IVs and this provision shall sunset 
following implementation of the step adjustment. 
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SECTION VI 
BASE AND TIME OF PAY 

 
 

Compensation shall be paid on a bi-weekly basis within the hourly or monthly rate established 
for the class of position to which an individual has been appointed except where otherwise 
indicated in this resolution.  For accounting purposes within the Auditor's Office and in the 
Human Resources Department, the employment records of all employees, whether paid at a 
monthly or hourly rate, will be maintained on an hourly basis.  The first pay period shall be from 
Monday (starting at 0001 Monday morning) to midnight (2400) of the second Sunday thereafter.  
Compensation shall be payable on or before the fifth working day after the conclusion of each 
pay period for service rendered during the preceding pay period. 
 
Any officer required to file an affidavit as a condition of receiving his/her salary for any one 
month shall not receive the final installment of his/her salary for any month until he/she has 
submitted to the Auditor/Controller such affidavit or affidavits as are required by law. 
 

EFFECTIVE DATE 
 

This Resolution shall take effect _____________, except as to those items previously approved 
by action of the Kings County Board of Supervisors, and as to those items, the effective day 
shall be the date of the Board action. 
 
The foregoing resolution was adopted upon motion by Supervisor                  , seconded by 
Supervisor                   ___, at a regular meeting held _______________ by the following vote: 
 
 
      AYES: Supervisors 
      NOES: Supervisors 
   ABSENT: Supervisors 
 
             
    Richard Valle, Chairman of the Board of Supervisors 
    County of Kings, State of California 
 
 
 WITNESS my hand and seal of said Board of Supervisors this   day of  
  , 2023. 
 
              
       Clerk of said Board of Supervisors 
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