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Joshua Green, General Manager 
Michael McLaughlin, Fire Chief 
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    REGULAR BOARD OF DIRECTORS MEETING 
  WEDNESDAY, JANUARY 15, 2020 

  EXECUTIVE SESSION – 5:00 P.M. 
  REGULAR MEETING – 6:30 P.M. 

 Board Chambers 
 8820 Elk Grove Blvd. 
 Elk Grove, CA 95624 

 AGENDA 

Note: All items submitted for the Agenda must be in writing.  The deadline for submitting these 
items is 4:00 P.M. on the Monday one week prior to the meeting.  The Secretary of the Board 
receives all such items. 

EXECUTIVE SESSION – 5:00 P.M. 

1. CALL TO ORDER

2. COMMUNICATIONS FROM THE PUBLIC

3. RECESS TO EXECUTIVE SESSION

a. CONFERENCE WITH LABOR NEGOTIATORS
Pursuant to Government Code Section 54957.6
Agency designated representatives:  General Manager Joshua Green,
Chief Administrative Officer Nitish Sharma and Fire Chief Michael
McLaughlin
Employee Organizations:  Sacramento Area Fire Fighters Local 522 and
Unrepresented employees

REGULAR BOARD MEETING – 6:30 P.M. 

A. CALL TO ORDER

1. Report out of Executive Session
2. Session Roll Call
3. Pledge of Allegiance
4. Moment of Silence
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B.  ANNOUNCEMENTS/PRESENTATIONS 
 

None 
 

C.  DEPARTMENT REPORTS 
 

5. Administrative Services Department Report – (J. Haddon) 
6. Parks and Recreation Department Report – (M. Dopson) 
7. Fire Department Report – (M. McLaughlin) 

 
D.  COMMUNICATIONS FROM THE PUBLIC (Non-agendized items): This is the 
time and place for the general public to address the Board of Directors.  State law prohibits the 
Board from addressing any items not previously included on the Agenda.  The Board of Directors 
may receive testimony and set the matter for a subsequent meeting. Comments are to be limited 
to three minutes per individual at the discretion of the President.  Individuals representing a 
group or an organization shall be permitted five minutes.  Comments relating to similar issues 
should be brief, concise and non-repetitious. Speakers should state their home or business 
address when commenting to the Board. 
 
Note:  Under the provisions of the California Government Code, the Board is prohibited from 
discussing or taking immediate action on any non-agendized item unless it can be demonstrated 
to be of an emergency nature or the need to take immediate action arose after the posting of the 
agenda. 
 

E.  CONSENT CALENDAR 

The following Consent Calendar items are expected to be routine and non-controversial.  They 
may be acted upon by the Board at one time without discussion.  Any item may be removed by 
a Board Member for discussion or clarification.  Members of the public wishing to comment on 
any Consent Calendar item may do so before Board action. 

 

8. Approve the December 18, 2019 Regular Board Meeting Minutes. 
9. Approve a Preferred Municipal Underwriter Consultants List. 
10. Approve a Preferred Municipal Bond Consultants List. 
11. Approve Resolution No. 2020-05 Authorizing an Agreement with GovInvest Inc. to Provide 

Licensing of Analytical Software for Post-Employment Benefits Actuarial Study.  
12. Approve an Agreement with Urban Futures Inc., for Financial Advisor Services. 
13. Award a Three-year Contract with Burnham Benefits Insurance Service for District’s 

Consulting Services for District’s Employee Benefits Programs. 
14. Adopt Resolution No. 2020-06 Approving the District Policies for Administrative Rules. 
15. Adopt Resolution No. 2020-04 Approving the Fire and Parks Impact Fee Deferral for 

Gardens at Quail Run. 
16. Adopt Resolution No. 2020-07 Consenting to the Recordation of the Irrevocable Offer of 

Dedication of Parkland for the Fieldstone North Project. 
17. Approve Resolution No. 2020-08 Accepting the Kammerer Park Conveyance Grant Deed. 
18. Approve a Multi-year District Wide On-call Masonry Services Agreement. 
19. Receive and File an Informational Report Related to the Parks and Recreation Department 

Landscape and Lighting Committee Application and Handbook. 
 
RECOMMENDATION: Approve the Consent Calendar as presented. 
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F.  PUBLIC HEARINGS 
 

20.  SUBJECT: Annexation #25 – Community Facilities District No. 1 (Elk Grove Fire 
Protection) (CFD1). (J. Ebner) 
 

RECOMMENDATION:  
1. Open the public hearing take testimony on the proposed annexation of properties 

into CFD1; 
2. Approve Resolution No. 2020-01 to annex territory to CFD1 and authorize the 

levy of special taxes;  
3. Approve Resolution No. 2020-02 calling a special election of the qualified electors 

of the territory to be annexed to CFD1; and  
4. Approve Resolution No. 2020-03 declaring the results of Special Tax Election, 

determining validity of prior proceedings, and directing recording of notice of 
special tax lien. 

 
G.  STAFF REPORTS:  

The President will open the meeting for public input if the Board desires to take action on 
any item(s). 

  

21. SUBJECT: Fiscal Year 19/20 Mid-Year Budget Update. (J. Edwards) 
 

RECOMMENDATION:  
 
1) Consider Staff’s report on revenues and expenditures for fiscal year 18/19 and projected 

revenues and expenditures for fiscal year 19/20; and 

2) Accept staff’s proposed midterm budget adjustments to the fiscal year 19/20 budget as 
outlined in the staff report and included as add packages. 

 

22. SUBJECT: Board Strategic Plan Workshop Update. (C. Baptista) 
 

RECOMMENDATION:  
 
1) Schedule a second Board Strategic Planning Workshop with BHI Management 

Consulting, prior to the creation of a Plan Development for the District’s Strategic Plan; 
or 

2) Request BHI Management Consulting to create the Plan Development for the District’s 
Strategic Plan for Board Approval. 

 

H.  INFORMATIONAL ITEMS 
 

23. Notes from the City of Sacramento Fire Department thanking Chief Dan Quiggle and 
Firefighter Bryan Schell for the support they gave to the memorial services for Firefighter 
Tami Thacher. 

24. Note from the Cal-JAC Executive Director Yvonne de la Pena thanking Chief McLaughlin 
for the department’s participation in the Cal-JAC’s 2019 Fall Firefighter Career Expo.  

25. Note from Pre-school parent commending Pre-school Teachers Ms. Robbie and Ms. 
Nicole on the way they teach their students. 

26. District Programs and Events – January/February 2020 
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I. BOARD OF DIRECTOR’S BUSINESS 
 

27. Election of Officers: 
 

a) Board President 
b) Board Vice President 
 

28. Committee Appointments: 
 

a) City of Elk Grove Liaison 
b) City of Elk Grove Two by Two  
c) City of Galt Liaison 
d) City of Galt Two by Two  
e) Elk Grove-Cosumnes Cemetery District 
f) Elk Grove USD Two by Two  
g) Senior Center Board 
h) Elk Grove Historical Society  
i) Elk Grove Chamber of Commerce  
j) Galt Chamber of Commerce  
k) Diversity Work Group  
l) Northern California Special Districts Insurance Authority  
m) Fire Communications Center  
n) Sacramento County Treasury Oversight Committee  

 

29. Miscellaneous Reports  
30. Meeting/Event Approval  
31. Meeting/Event Report  

 

J.  IDENTIFICATION OF ITEMS FOR FUTURE MEETING:  

This is the time for the Board of Directors to identify the items they wish to discuss at a future 
meeting. These items will not be discussed at this meeting, only identified for a future meeting.  
This is also the time for scheduling of Board Workshops or special meetings. 
 

K.  ADJOURNMENT 
 

Note: Disabled Accommodations.  
The Cosumnes Community Services District will make reasonable accommodations for persons having special 
needs due to disabilities.  Please contact Elenice Gomez, Assistant to the General Manager, at 8820 Elk Grove Blvd. 
Elk Grove, CA 95624, phone (916) 405-7169, at least 48 hours prior to the meeting, to allow time to provide for 
special accommodations. 
 

Note: Review and Copies of Agenda, Agenda Reports and Material.  
Prior to each Meeting, copies of the Agenda, Agenda Reports and other materials, as well as any public record 
relating to an open session agenda item that is distributed within 72 hours prior to the meeting, are available for 
public review at the Cosumnes Community Services District’s Administrative Office during normal working hours.  In 
addition, a limited supply will be available on a first come, first serve basis at the meeting. 
 

Certificate of Posting of Agenda 
I hereby declare that the foregoing Agenda for the January 15, 2020 Regular Meeting of the Cosumnes Community 
Services District Board of Directors was posted on January 9, 2020 at 8820 Elk Grove Blvd., Elk Grove, California, 
95624, and was available for public review at that location. 
 

Signed this 9th day of January 2020 
 



STAFF REPORT 

DATE: 

TO: 

FROM: 

January 15, 2019 

Board of Directors 

Nitish Sharma, Chief Administrative Officer 

COSUMNES 

Enriching Community 
Saving Livas 

SUBJECT: MONTHLY ADMINISTRATIVE SERVICES DEPARTMENT REPORT -

DECEMBER 2019 

VISION: A regional leader dedicated to providing superior fire, emergency medical and parks 
and recreation services that enrich the community and save lives. 

MISSION: To enhance the quality of live for those residing in, doing business in and visiting 
the community. The CSD strives to provide balanced services to all areas of the community, 
while being responsive to individuals. 

GOAL 1 - The CSD will make safety a priority in all operations. 

• IT installed a network camera in the CSD Admin server room for visibility and security;
• Finalized agreements with Anti-Phishing and intrusion detection security providers to

help protect the District's email system and internal network infrastructure.

GOAL 2 - The CSD will ensure its financial stability, accountability and 
transparency. 

• Administrative Services staff attended the Sacramento Chapter meeting of the
California Society of Municipal Finance Officers to hear a presentation on pension and
other post employee benefits funding strategies.

GOAL 3 - The CSD will promote a work environment where staff can 
thrive. 

• Purchased a discounted 50 user license of Adobe Acrobat Professional for improved
efficiency of District personnel;

• Established a new Admin Services phone group and ring order for improved external
customer service;

• Created a shared mailbox resource for the purpose of scheduling District meetings;
• Assisted reorganizing the District's file server folders for improved efficiency and

security.
• Human Resources reviewed opportunities to enhance employee benefit programs by

evaluating benefit broker consulting services for the District.
• Human Resources Director attended training session on advanced workplace

investigations, furthering the District's commitment to provide all employees an
environment free of harassment, discrimination, and retaliation.

• Finance cross trained staff on procurement process in the general ledger system.
Staff presented a training manual on the Accounts Payable system.

Community Services District 
l!nrtchlng Community · Saving Lives 
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INFORMATION  
REPORT 
DATE: January 15, 2020 

TO: Board of Directors 

FROM: Elenice Gomez, Clerk of the Board 

SUBJECT: DISTRICT PROGRAMS – JANUARY/FEBRUARY 2020 

District staff invites you to visit the upcoming programs and events:  

Activity / Event Date Time Location 

Lunar New Year Jan. 31 6 – 9 pm The Center at  
District 56 

Celebrate the New Year , Elk Grove’s diversity, and learn ore about the many cultures that 
ake up our commutiny. 

Princess Ball Feb. 1 5 –7 pm Laguna Town Hall 

Parent and child (ages 7 and under) dance the night away at this special ball. 

Father Daughter Dance  Feb. 7, 8 
Feb. 9  

6 – 9 pm 
5 – 9 pm 

Laguna Town Hall 
Laguna Town Hall 

Moonlight Masquerade – Come together for a catered dinner, dancing and a keepsake for 
each child (ages 5 and above). 

Elk Grove Community Band 
Concert  

Feb. 10 7 pm Laguna Town Hall 

Enjoy a free concert featuring the Elk Grove Community Band. This is a CSD supported 
event through the Community Support Program ($3,000 in-kind contribution) 

Item 26
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ADOPTION AND AMENDMENT OF POLICIES 
 
 

Policy #   1000 

Original Effective Date: 04/05/1994 

Revision Date:  02/20/2019; 01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1000.1 The Cosumnes Community Services District (“District”) will develop and implement policies 
that are consistent with federal, state, and local laws and regulations.  

 
PURPOSE AND SCOPE 

1000.2 The District is committed to providing the best quality services to the public and its 
employees. Therefore, it is critical that all District services be provided in accordance with 
applicable laws, regulations, and District policies and procedures.  

 
1000.3 This policy applies to all District elected officials, executives, employees, interns, volunteers, 

contractors, vendors, suppliers, members of the public, and other persons who participate in 
District programs and services. 

 
APPLICATION / PROCEDURE  
 

1000.4 Definitions: 
 

a. Policy 
1. A written statement that outlines guiding principles intended to influence 

decisions and actions. 
2. Defines what and why something shall be done.  
3. Reflects the rules governing the District and employee conduct.  
4. Should be as simple and direct as possible. 

 
b. Application / Procedure 

1. Outlines a particular and specific way of doing things.  
2. Defines how, who, and when something should be done. 

 
1000.5 District policies will be categorized within the following areas: 
 

a. Board Policies – Policies that apply to the entire District and include areas that have 
a material impact on the ability of the District to govern and operate. Adopted by the 
District Board of Directors (“Board”) and implemented by the General Manager. 
 

b. District Policies and Procedures – Policies and procedures that apply to the entire 
District and include areas that impact the day-to-day operations of the District. 
Approved and implemented by the General Manager. 

 
c. Fire Department Policies and Procedures – Policies and procedures that apply to the 
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members of the Fire Department and include areas that are specific to the day-to-
day operations of the Department. Approved and implemented by the Fire Chief or 
General Manager. 

 
d. Parks and Recreation Department Policies and Procedures – Policies and 

procedures that apply to the members of the Parks and Recreation Department and 
include areas that are specific to the day-to-day operations of the Department. 
Approved and implemented by the Parks and Recreation Administrator or General 
Manager. 

 
1000.6  Consideration by the Board of Directors to adopt a new Board policy or to amend an 

existing Board policy may be initiated by any Director or the General Manager.  
 

a. The proposed adoption or amendment shall be initiated by a Director or the General 
Manager by submitting a written draft of the proposed new or amended Board policy 
to the Board President and the General Manager, which may be submitted in person 
or by any communication method approved by the District, and requesting that the 
item be included for consideration on the agenda of the next appropriate regular 
meeting of the Board of Directors.  
 

b. Any member of the Board may place an item on a future agenda by making a formal 
request to the General Manager at a meeting of the Board.  

 
c. The General Manager will place Board items on a future Board agenda to the extent 

that staff time and research on the proposed item is mutually decided upon between 
staff and the Board. 

 
1000.7  Adoption of a new Board policy or amendment of an existing Board policy shall be 

accomplished at a regular meeting of the Board of Directors in accordance with the District’s 
state statutes regarding the constitution of a majority vote. 

 
a. The General Manager is authorized to issue interim Board policy or amendments by 

General Order when a Board policy must be established in a time period too short to 
permit completion of the process delineated in this policy. Interim Board policy may 
remain in force up to twelve months from the date of issuance or until a final Board 
policy has been approved and disseminated, whichever is sooner.  

 
1000.8  Copies of the proposed new or amended Board policy(ies) shall be included in the agenda-

information packet for any meeting in which they are scheduled for consideration (listed on 
the agenda). A copy of the proposed new or amended policy(ies) shall be made available to 
each Director for review at least 72 hours, per the Brown Act, prior to any meeting at which 
the policy(ies) are to be considered. 

 
1000.9  The management and organization of all Policies and Procedures will be at the discretion of 

the General Manager.  
 
1000.10  The delivery and dissemination of Board Policies must be in a manner where it is 

accessible to all affected staff. If updates and revisions are required, staff must be notified 
of the changes and where to find the updated version. The General Manager and Clerk of 
the Board are responsible for the dissemination of new and revised Board Policies. 



       

1000: Adoption and Amendment of Polices, page 3 of 3 

 
1000.11  District, Fire, and Parks and Recreation Policies and Procedures should be developed, 

approved, and implemented in accordance with their Policies. 
 
1000.12  In the event of any inconsistency or conflict between policy and a Memorandum of 

Understanding (“MOU”), the terms and provisions of the MOU shall supersede the policy 
for the employees governed by the applicable MOU.  

 
1000.13 If any policy pertains to a mandatory subject of bargaining under applicable law or legal 

obligation under Meyer Milias Brown Act (“MMBA”), any meet and confer obligations will be 
satisfied. 

 
REFERENCES 

None 
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BASIS OF AUTHORITY 
 
 

Policy #   1005 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1005.1 The Cosumnes Community Services District (“District”) Board of Directors (“Board”) shall 
comply with and be guided by applicable state laws and regulations, including the enabling 
act of the District and applicable federal laws and regulations.  

 
PURPOSE AND SCOPE 

1005.2 Individual Board of Directors can be held personally liable for damages arising from any 
actions taken by that Director than can be construed to be outside the course and scope of 
their duties, responsibilities, and authority as a Director.  

 
  The Board recognizes the Board is the legislative body and unit of authority within the 

District. This policy sets forth the basis of authority for the Board and its members. 
 
1005.3 This policy applies to all District elected officials. 
 
APPLICATION / PROCEDURE  

1005.4 Definitions: 
a. None 

 
1005.5 The Board of Directors is the legislative body and unit of authority within the District. Power 

is centralized in the elected Board collectively and not in an individual Board Director. Apart 
from their normal function as a part of this unit, Board Directors have no individual authority. 
As individuals, Board Directors may not commit the District to any policy, act, or 
expenditure. 

 
1005.6 Board Directors do not represent any fractional segment of the community but are, rather, a 

part of the body that represents and acts for the community as a whole. Routine matters 
concerning the operational aspects of the District are delegated to District staff members. 

 
REFERENCES 

1005.7 California Community Services District Law 
  Government Code Section 61000, et sec. 
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ORGANIZATIONAL MISSION, VISION, AND VALUES 
 
 
Policy #   1010 

Original Effective Date: 04/05/1994 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1010.1 The Cosumnes Community Services District (“District”) Board of Directors (“Board”) shall 
provide a clear, meaningful vision, mission, and values for the organization to motivate 
employees and give them a common sense of purpose.  

 
PURPOSE AND SCOPE 

1010.2 To guide District employees, as well as partners, contractors, and subcontractors in their 
daily activities and provide them with a sense of direction, purpose, and achievement for 
the long term; to plainly state District values and motivate employees to reach higher and 
farther. Vision, mission, and values are key components of leadership: leadership is the 
ability to articulate a vision, embrace the values of that vision, and nurture an environment 
where everyone can reach the District’s goals and satisfy their personal need for growth.  

 
1010.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE 

1010.4 Definitions: 
a. None 

 
1010.5 The Board is responsible for developing and adopting the District vision, mission, and 

values statements. 
 
1010.6 The Department Head is responsible for developing the individual Department vision and 

mission statements to be adopted by the Board of Directors.  
 
REFERENCES 

1010.7 Cosumnes Community Services District Vision - 
A regional leader dedicated to providing superior fire, emergency medical and parks and 
recreation services that enrich community and save lives.  

 
1010.8 Cosumnes Community Services District Mission - 

To enhance the quality of life for those residing in, doing business in and visiting the 
community. The CSD strives to provide balanced services to all areas of the community 
and save lives.  

 
 



       

1015: Commitment to Diversity, Equity, and Inclusion, page 1 of 2 

COMMITMENT TO DIVERSITY, EQUITY, AND INCLUSION 
 
 

Policy #   1015 

Original Effective Date: 05/03/2017 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1015.1 The Cosumnes Community Services District (“District”) is committed to ensuring that 
diversity, inclusiveness, and equity are integral parts of our day-to-day management, work, 
and service delivery.  

 
PURPOSE AND SCOPE 

1015.2 The Board of Directors (“Board”) values and respects the diversity of its employees, 
volunteers and customers. This includes equal opportunity to hiring and promotion 
opportunities, the right to non-discrimination, and the right to non-harassment based on 
race, religion, national origin, disability, age (over 40), gender, pregnancy (including 
childbirth and related medical conditions), marital status, gender identity, medical condition, 
genetic information, military or veteran status, sexual orientation, or any other protected 
characteristics under applicable law.  

 
1015.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE  

1015.4 Definitions: 
 

a. Diversity: refers to having a range of people across gender identities, racial 
backgrounds, geographic locations, socioeconomic backgrounds, ages, ability, 
sexual orientation, and other characteristics represented and participating in a 
space, event, or community.  
 

b. Equity: is another word for fairness. Equity is an approach that recognizes that the 
magnitude of systemic barriers posed to a particular person will vary based on their 
gender identity, race, geographic location, class, age, ability, sexual orientation and 
other factors.  

 
c. Inclusion: takes diversity one step further. When we talk about diversity, we are 

talking about having a wide range of voices and perspectives present and 
participating.  
 

1015.5 CSD will strive to hire the best possible employees for each position, without discrimination. 
All customers shall have the same opportunities to apply for or access available services. 
This includes equal opportunity to hiring and promotion opportunities, the right to 
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nondiscrimination, and the right to non-harassment based on race, religion, national origin, 
disability, age (over 40), gender pregnancy, (including childbirth and related medical 
conditions), marital status, gender identity, medical condition, genetic information, military 
or veteran status, sexual orientation, or any other protected characteristic under applicable 
law. Further, every effort will be made to provide high quality, culturally sensitive services to 
all customers. 

 
1015.6 The Community of Elk Grove come from a wide range of backgrounds, including gender, 

age, ethnic and cultural backgrounds, religious beliefs, sexual orientation, family 
responsibilities, socio-economic status, and life and work experience. These are some of 
the things that make Elk Grove such a great place to live and work, and the District greatly 
values that diversity. To ensure the best hiring practices and to attract and retain a qualified 
workforce, we will strive to develop recruitment strategies and outreach efforts that 
maximize the applicant pool for all District positions. 

 
1015.7 District staff will develop and maintain a District Equity Statement, which will be reviewed 

and adopted by the Board. 
 
REFERENCES 

1015.8 District Equity Statement 
 
  At Cosumnes CSD, we will: 

 Ensure equity and inclusion in recruitments and hiring processes. 
 Promote a climate that is welcoming and conducive to the success of all employees 

through respect, inclusion, equity, and cultural awareness. 
 Develop and support policies and procedures that promote diversity, equity, and 

inclusion. 
 Provide equitable access to District services, events, and activities that further 

develop diversity and inclusion in our community.  
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PROHIBITED CONDUCT 
 
 

Policy #   1100 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1100.1 Cosumnes Community Services District (“District”) personnel are expected to uphold the 
highest standards of ethical conduct and should always avoid even the appearance of 
impropriety.  

 
PURPOSE AND SCOPE 

1100.2 District personnel are in positions of authority in decision making and spending of public 
funds. In recognition of this responsibility this policy further clarifies prohibited conduct. 

 
1100.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, and suppliers. 
 
APPLICATION / PROCEDURE  

1100.4 Definitions 
a. None 

 
1100.5 The following conduct is expressly prohibited: 
 

a. District personnel shall not use their employment in any way to obtain financial gain 
or avoid financial detriment for the employee, their household or family members or 
for any business, not-for-profit organization, or other separate legal entity, which the 
employee or a member of the employee’s household or family is associated. 
 

b. District personnel shall not award business to a member of their household or family 
regardless of the mechanism used to provide that business. This prohibition includes 
the use of limited purchase orders or procurement cards to provide business to a 
household or family member. 

 
c. District personnel shall not take any official action, the effect of which would be to 

the employee’s private financial gain or loss, without first notifying their Department 
Head and immediate supervisor in writing of the actual or potential conflict of interest 
and obtaining approval prior to taking such action. Nor shall an employee allow the 
purchase by the District of any goods and services from a business with which the 
employee is associated, except when the purchase is expressly authorized by Board 
action.  
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d. District personnel shall not solicit private business from fellow District personnel or 
from citizens while on duty and/or in uniform or otherwise readily identifiable as a 
District personnel, such as while in a District vehicle. 
 

e. District personnel shall not use information received because of District employment 
for private gain or to avoid financial detriment if the information is confidential or not 
readily available to the public. Information that is public may not be readily available 
to the public if a special request is required to obtain the information or, special 
knowledge, such as that acquired as a District personnel, is needed to take 
advantage of the information. 

 
f. No employee may solicit or receive any gift in anticipation of official action to be 

taken by the employee in the course of employment. 
 

g. Receipt of gifts by District personnel is restricted by state law and District policy. See 
Policy 3220 Awards, Gifts, Prizes, and Promotional Items. 

 
h. No employee may directly supervise an employee who is a member of their 

household, an immediate family member, or an employee with whom they are 
romantically involved. It shall be the responsibility of the supervisor or manager to 
promptly disclose, in writing, the existence of the relationship to their Department 
Head in order to resolve the conflict. 

 
REFERENCES 

1100.6 District Policy, Awards, Gifts, Prizes, and Promotional Items (3220) 
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PROHIBITION AGAINST WORKPLACE HARASSMENT, DISCRIMINATION, AND RETALIATION 
 
 

Policy #   1105 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1105.1 Cosumnes Community Services District (“District”) prohibits workplace harassment, illegal 
discrimination, and retaliation in employment.  

 
PURPOSE AND SCOPE 

1105.2 The District is committed to equal employment opportunity and a work environment free of 
discrimination and harassment, including sexual harassment.   

 
1105.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, and contractors (“worker”).  Additionally, the District will not tolerate harassment 
of its workers by others with whom the District has a business service, or professional 
relationship (including members of the public and other persons who participate in District 
programs and services). 

 
APPLICATION / PROCEDURE  

1105.4 Definitions: 
 

a. Discrimination: the definition includes the following, but is not limited to: 
 

1. Unequal treatment of District personnel or applicant in any aspect of 
employment, including discrimination based solely or in part on the 
employee’s or applicant’s protected category. Protected categories include:  
 

i. Race 
ii. Color 
iii. Religion (Religious Creed)  
iv. National Origin  
v. Citizenship 
vi. Ancestry 
vii. Age (40 and above) 
viii. Sex (Including pregnancy, childbirth, breastfeeding and/or related 

medical conditions) 
ix. Disability (Physical and/or Mental)  
x. Marital Status 
xi. Domestic Violence Victim Status 
xii. Medical Condition (Cancer/genetic characteristics) 
xiii. Gender, Gender Identity, and Gender Expression 
xiv. Military Status and Veteran Status 
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xv. Genetic Information 
xvi. Sexual Orientation 
xvii. Political Affiliation 
xviii. Any other status protected by state or federal law  

 
2. Hostile behavior towards applicants or employees because of their protected 

category.   
 

3. Basing an employment decision affecting a job applicant or employee 
(e.g., decision to hire, promote, transfer, terminate, etc.) on one's 
protected status; (e.g., race, color, religion, sex, etc.). 

 
4. Treating an applicant or employee differently about any aspect of 

employment because of his or her protected status. 
 

5. Taking adverse employment action (i.e., demotion, transfer, discipline, 
termination) against an employee based on the employee opposing 
discrimination and/or harassment in the workplace, assisting, supporting, 
or associating with a member of a protected category/status who 
complains about discrimination and/or harassment, or assisting in an 
investigation of discrimination and/or harassment. 
 

b. Harassment: unwelcome conduct that is based on any of the protected categories 
listed above. “Hostile Work Environment” is defined as conduct of a sexual nature or 
on the basis of sexy by any person in the workplace that unreasonably interferes 
with an employee’s work performance and/or creates an intimidating, hostile, or 
otherwise offensive work environment.  

 
1. Examples of actions that may lead to workplace harassment complaints 

based on a hostile work environment and which are prohibited include, but 
are not limited to, the following: 
 

i. Visual Harassment, such as posters, photographs, letters, notes, 
email, text messages, cartoons, or drawings related to the person’s 
protected category/status (including using District computer systems 
related to such materials).  
 

ii. Verbal Harassment, such as epithets, derogatory 
comments/statements, sexual objectification (either favorably or 
unfavorably), vulgar, racist or other discriminatory jokes, or slurs 
based upon a person’s protected category/status.  

 
iii. Physical Harassment, such as assault, blocking or impeding access or 

other physical interference, sabotaging or undermining work or 
imposing demeaning work tasks based upon a person’s protected 
category/status.   

 
2. Even if the conduct does not constitute a hostile work environment, it may 

still be misconduct that is cause for discipline. 
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c. Sexual harassment: form of workplace harassment as described above and is 
defined to include, but is not limited to: 

 
1. Unwelcome sexual advances, requests for sexual favors, and other verbal or 

physical conduct of a sexual nature constitute sexual harassment when this 
conduct explicitly or implicitly affects an individual's employment, 
unreasonably interferes with an individual's work performance, or creates an 
intimidating, hostile, or offensive work environment. 
 

2. Sexual harassment can occur in a variety of circumstances, including but not 
limited to, the following: 

 
i. The victim, as well as the harasser, may be any gender. The victim 

does not have to be of the opposite sex. 
 

ii. The harasser can be the victim's supervisor, a supervisor in another 
area, a manager, a co-worker, or a non-employee like a vendor or 
member of the public. 

 
iii. The victim does not have to be the person harassed but could be 

anyone affected by the offensive conduct. 
 

iv. Unlawful sexual harassment may occur without economic injury to or 
termination of the victim. 

 
v. The harasser's conduct must be unwelcome. 

 
3. Determining what constitutes sexual harassment depends upon the specific 

facts and context. Sexual harassment: 
 

i. May be subtle and indirect or blatant and overt.  
 

ii. May consist of repeated actions or may arise from a single incident. 
 

iii. Conduct of a sexual nature or on the basis of sex by any person in the 
workplace that unreasonably interferes with an employee’s work 
performance and/or creates an intimidating, hostile or otherwise 
offensive working environment.   
 

4. Sexual harassment can result from various forms of conduct, including, but 
not limited to, the following:   
 

i. Visual harassment: leering/staring, making sexual gestures, displaying 
sexually suggestive or pornographic objects, pictures, magazines, 
cartoons, posters, letters, notes, emails, or text messages. 
 

ii. Verbal harassment: making or using derogatory comments, epithets, 
slurs, and jokes. Comments about body parts or physical appearance, 
innuendo, unwanted sexual advances, unfulfilled threats of 
employment benefits/detriments in exchange for sexual favors, 
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pressure for dates, discussion of a sexual nature, questioning a 
person’s sexual practice or history, sexually degrading words used to 
describe an individual.  

 
iii. Physical conduct: touching, assault, impeding, or blocking 

movements.  
 

5. Quid Pro Quo (‘This for that’) harassment cases are another type of Sexual 
harassment. 
 

i. “Quid Pro Quo” harassment can occur when submission to or 
rejection of such conduct by an individual is used as the basis for 
employment decisions affecting that individual, such as a promotion, 
raise, hiring, or performance appraisals. 
 

ii. This kind of sexual harassment can only be perpetrated by a 
supervisor, manager, or another person who has the authority to 
affect the employee's terms and conditions of employment. 
 

6. Examples of actions that may lead to sexual harassment complaints and 
which must be avoided include, but are not limited to, those listed below: 
 

i. Unwanted sexual advances or pressure for dates or sexual favors.  
 

ii. Making implicit or explicit offers of employment benefits in exchange 
for sexual favors.  

 
iii. Making implicit or explicit threats of retaliation for negative responses 

to sexual advances. 
 

iv. Leering, sexual looks or sexual gestures with hands or through body 
movements. 

 
v. Unwanted touching, including hugging, kissing, patting or stroking. 

 
vi. Pinching, grabbing, assaulting, impeding or blocking movements.  

 
vii. Sexually suggestive objects or pictures, text messages, cartoons or 

posters in the workplace or on computer systems (including email and 
the Internet). 

 
viii. Graphic verbal commentaries about an individual’s body. 

  
ix. Sexually degrading words used to describe an individual, including 

inappropriate sex-oriented comments about appearance, including 
dress or physical features.  

 
x. Lewd propositioning. 

 
xi. Unwanted written communications, telephone calls, or personal gifts. 
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xii. Sexual teasing, jokes, remarks or questions. 
 

xiii. Referring to an adult as a “girl”, “hunk”, “doll”, “babe”, or “honey” or 
whistling at someone. 

 
xiv. Sexual innuendoes or stories.  

 
xv. Asking about sexual fantasies, preferences or history. 

 
xvi. Questions about sexual life. 

 
xvii. Sexual comments about a person’s clothing, anatomy or looks. 

 
xviii. Telling lies or spreading rumors about a person’s personal sex life. 

 
xix. Giving massages, touching a person’s clothing, hair or body. 

 
xx. Making remarks or comments that are homophobic or transphobic.  

 
7. Even if the conduct does not constitute sexual harassment, it may still be 

misconduct that is cause for discipline.   
 

8. Retaliation: any adverse employment action taken against an employee 
because the employee is engaged in activity protected under Federal and 
State laws or this policy. 

 
1105.5 The District, as a public employer and a provider of services, will not tolerate nor condone 

discrimination or harassment from any worker, regardless of employment status.  All 
District workers are responsible for maintaining a work environment free from discrimination 
and harassment as defined below and will be held fully accountable for complying with this 
policy and for taking appropriate measures to ensure that such conduct does not occur. 

 
1105.6 A worker who believes that they have been the victim of discrimination or harassment 

should immediately report the alleged harassment or discrimination as described under 
"Complaint Procedures" below.  Any District worker who believes that they have witnessed 
or has knowledge of any harassment or discrimination in the workplace is strongly 
encouraged to report the acts or occurrences.   

 
District workers who violate this policy are subject to disciplinary action up to and including 
termination from District service.  Supervisors/managers who know or should have known 
of discrimination or harassment throughout the normal course of their employment duties 
and fail to report such conduct and fail to take immediate corrective action are also subject 
to disciplinary action up to and including termination from District service.  Contractors, 
members of the public or other persons who participate in District programs and services 
who violate this policy are subject to appropriate sanctions. 
 
Since the District provides many public and essential services, working with members of 
the public is often required. Employees are expected to interface with the public as their 
duties require, at times in difficult situations.  However, employees are not expected to 
endure actual harassment by members of the public.  If an employee feels that they are 
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being subjected to harassment by a member of the public, the employee should report such 
behavior using the complaint procedure outlined below.   

 
  Retaliation or reprisals against witnesses or employees who in good faith file harassment or 

discrimination complaints or provide information in an investigation will not be tolerated.  
However, intentionally making a false report or providing false information is cause for 
discipline. 

 
1105.7 The District will not tolerate nor condone District workers who, in the workplace or on 

District technology, view, display, print, send, download, or distribute content that contains 
or depicts nudity or sexually explicit material.  Additionally, material that contains slurs, or 
racist, homophobic, transphobic, sexist, or other discriminatory statements or depictions is 
prohibited.     

 
District workers who view, display, print, send, download, or distribute such content or 
depictions in the workplace or on District technology are subject to disciplinary action up to 
and including termination from District service, regardless of whether or not another 
employee raises a concern with the material.  Further, any such content or depictions that 
could have criminal implications will be immediately reported to the City of Elk Grove’s 
Police Department.  
 
Also, District workers who access content that contains or depicts nudity or sexually explicit 
material using the District’s email or internet systems may also be in violation of other 
District policies, including, but not limited to, the District’s Computer Systems Use, Internet 
Use, and Email Use. 

 
1105.8 The District desires to avoid misunderstandings, complaints of favoritism, or lack of 

objectivity, claims of sexual harassment, and the morale and dissension problems that 
potentially result from romantic or other close non-work-related relationships between 
employees. Therefore, all employees must report immediately to Human Resources any 
past or present consensual relationships with anyone in a direct supervisory or subordinate 
capacity. Human Resources will consult with management to develop a plan to manage or 
eliminate conflicts of interest and mitigate adverse effects on the involved parties and other 
third parties. If, in the District’s opinion, potential problems noted above cannot be avoided 
in a reasonable manner, the District may take appropriate action to address the situation. 

 
1105.9 Employees have the right to communicate problems, suggestions, or issues to District 

management.  Federal and State laws prohibit the punishment of employees for asserting 
their rights to be free from employment discrimination, including harassment. No employee 
shall sufferer retaliation as the result of exercising their rights under Federal and State laws 
and this policy.  

 
As used in this policy, retaliation is defined as any adverse employment action taken 
against an employee because the employee is engaged in activity protected under Federal 
and State laws or this policy. 
 
Acts of retaliation could take many forms.  For example, retaliation could include, but is not 
limited to, the following:  

 



       

1000: Prohibition Against Workplace Harassment, Discrimination, and Violence, page 7 of 11 

a. Receiving a reprimand or given a performance evaluation that is lower than it should 
be. 

b. Being transferred to a less desirable position. 
c. Denial of a promotion or salary increase.  
d. Verbal or physical abuse. 
e. Increased scrutiny. 
f. Spreading false rumors. 
g. Adjusting work schedules with no legitimate business reason to do so. 
h. Denying access to resources or training.  
i. Exclusion from meetings, correspondences, or other types of activities that would 

make it difficult to perform job duties.  
j. Termination from District service. 

 
1105.10 Pursuant to California Labor Code Section 1102.5 (as amended from time to time) the 

District will comply with Whistleblower regulations as specified in Board Policy 1110.  
 

1105.11 Responsibilities: 
 

a. Employees, Interns, Volunteers, and Contractors shall be responsible for: 
 

1. Maintaining a work environment free of discrimination and harassment, 
complying with the policy. 
 

2. Reporting complaints of discrimination or harassment to a supervisor, 
Department Head, or the Human Resources Division immediately.  

 
3. Cooperating fully with all investigations of discrimination and harassment and 

implementation of remedial measures. 
 

4. Refraining from retaliating against any employee who participates in an 
investigation or opposes discriminatory practices. 

 
b. Supervisors/Managers shall be responsible for: 

 
1. Contacting the Department Head and the Human Resources Division 

immediately upon receiving a complaint or when aware of a situation 
involving potential violations of this policy. 
 

2. Supervisors/Managers who know or should have known of discrimination or 
harassment and fail to report such conduct and fail to take immediate 
corrective action are also subject to disciplinary action up to and including 
termination from District service. 

 
c. Division Heads and Department Heads shall be responsible for: 

 
1. Assisting the Director of Human Resources by disseminating this policy to 

department employees and ensuring that the workplace remains free of 
discrimination and harassment.  
 

2. Contacting the Human Resources Division immediately upon receiving a 
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complaint from an employee or notification that a complaint has been filed 
with the EEOC or DFEH, or when aware of a situation involving potential 
violations of this policy. Coordinating and cooperating with the Director of 
Human Resources in resolving complaints involving employees in their 
respective departments; when discrimination and/or harassment has 
occurred: 

 
a. Taking prompt and appropriate remedial action. 

 
b. Taking reasonable steps to protect the complainant from further 

discrimination/ harassment. 
 

c. Taking reasonable steps to protect the complainant from retaliation as 
a result of communicating the complaint. 

 
d. Taking action to remedy the effects of discrimination/harassment.  

 
d. Director of Human Resources shall be responsible for: 

 
1. Ensuring this policy is disseminated to all employees. 

 
2. Providing training and assistance to Department Heads, supervisors, Board 

Members, and employees in preventing and addressing discrimination and 
harassment. 

 
3. Investigating, resolving, and, when appropriate, making recommendations for 

corrective actions of complaints. 
 

4. Advising the complainant and individual against whom a complaint has been 
made of the resolution of the investigation.  

 
5. Responding to complaints filed with the EEOC or DFEH. 

 
1105.12 A report of discrimination or harassment can be made verbally or in writing, but the 

employee will be asked to communicate all known facts and information about the acts or 
occurrences so that an investigation can be conducted.   

 
Allegations of discrimination or harassment will be promptly and objectively investigated.  
The investigation and findings will be based upon the totality of circumstances, and each 
situation will be evaluated on a case-by-case basis. Where discrimination or harassment 
has occurred, prompt and effective remedial action commensurate with the severity of the 
offense will be taken per existing District discipline procedures. 

 
Anonymous inquiries can be made regarding this policy to assist employees who believe 
that they may be victims of harassment or discrimination in determining available options. 
Anonymous complaints can be made by phone at 800-775-5463 (by using a blocked 
number) or via email (AdminHRStaff@yourcsd.com) using an anonymous personal email 
account sent from a non-District computer.  
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The District recognizes the sensitivity of discrimination and harassment complaints and 
respects the confidentiality and privacy of the individual reporting or accused of harassment 
or discrimination or providing information in connection to a claim of harassment or 
discrimination to the extent reasonably or legally possible.  For example, information related 
to a complaint may need to be disclosed in responding to a complaint made to an outside 
governmental agency such as the California Department of Fair Employment and Housing 
(DFEH) or the Federal Equal Employment Opportunity Commission (EEOC). Also, there 
are circumstances, such as if disciplinary action is taken, when details of the investigation, 
including the identity of the complainant and witnesses, may be disclosed.  Concerns 
regarding confidentiality can be directed to the Human Resources Division.    

 
Complaint procedures are described in detail under “Complaint Procedure” below.  The 
options to file complaints of discrimination or harassment which involve District personnel 
include filing the complaint with: 

 
a. A supervisor 
b. A Department Head 
c. The Human Resources Division  
d. The Equal Employment Opportunity Commission (EEOC)  
e. The Department of Fair Employment and Housing (DFEH) 

 
If an employee is uncomfortable filing a complaint with a supervisor, the complaint can be 
made to the Department Head or directly to the Human Resources Division.  Employees 
have the right to lodge a complaint with an outside agency (EEOC or DFEH).  Note that a 
violation of this policy may exist even when there is no violation of the law.   

 
If a complaint is filed with a department, the department shall immediately notify the Human 
Resources Division.  The Director of Human Resources shall coordinate the investigation, 
which includes deciding whether an investigation will be conducted by the Human 
Resources Division or an outside professional workplace investigator after consultation with 
the Department Head and the District Counsel.  
 
Complaints which involve the Board of Directors may be made to the District Counsel, any 
Supervisor, Department Head, or the Human Resources Division.  Complaints that involve 
Board Appointees (General Manager, District Counsel) may be made to the Board 
President or any Board Member, as well as any Supervisor, Department Head, or the 
Human Resources Division.  The Board Member must notify the Director of Human 
Resources Director of any complaints received.  Complaints received by a Board Member 
or the District Counsel may receive technical assistance, guidance or advice from the 
Director of Human Resources, as requested. 
 
Complaints of discrimination or harassment raised by District workers against employees, 
agents or representatives of contractors, vendors, members of the public or suppliers doing 
business with the District shall be promptly reported to the Human Resources Division or 
any supervisor or Department Head.   
 
Firms whose employees discriminate against or who sexually harass District personnel in 
the course of doing business with the District may be subject to termination of a contract, 
suspension or debarment from doing business with the District; or to other measures as the 
District General Manager and the District Counsel may deem appropriate. 
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COMPLAINT PROCEDURES 
 
1105.13 Filing a Complaint. Employees who believe they have been discriminated against or 

harassed are to report the act or occurrence to a Supervisor, Department Head, or the 
Human Resources Division in writing or verbally. It is highly recommended that the 
employee reports the act or occurrence immediately. Any Supervisor who receives a 
complaint of discrimination or harassment or who becomes aware of a situation involving 
potential violations of this policy shall notify the Department Head and the Human 
Resources Department.  Any Department Head who receives a discrimination or 
harassment complaint from an employee or notification that a complaint has been filed with 
the EEOC or DFEH shall notify the Director of Human Resources as soon as possible after 
receiving the complaint.  

 
Investigation and Resolution. After reviewing the discrimination or harassment complaint, 
the Director of Human Resources shall determine if an investigation is necessary to resolve 
the issues of the complaint and if so, authorize and supervise the investigation of the 
complaint, or engage an outside workplace investigator to investigate the complaint.  
 
If the complaint contains no assertion that the alleged acts occurred based on one or more 
of the protected categories, the alleged misconduct is not covered by this policy.  In that 
situation, the Director of Human Resources will determine whether and to what extent to 
investigate the allegations.   
 
When the investigation of complaints covered by this policy is completed, the Director of 
Human Resources will determine if there is sufficient evidence to substantiate a violation of 
this policy or if any other misconduct has occurred, and if remedial action is necessary to 
resolve the issues of the complaint. The complainant, alleged harasser, and management 
with a legitimate need to know will be notified of the determination as to the outcome of the 
investigation only (meaning whether the complaint is “sustained” or “not sustained.”)   
 
After investigation, if there is a finding that harassment, discrimination, or retaliation in 
violation of this policy has occurred, the District will take appropriate and immediate action 
to end any harassment/discrimination and prevent its recurrence. 

 
1105.12 Employees remain free to pursue complaints of discrimination or harassment with two 

outside agencies: the State of California Department of Fair Employment and Housing or 
the United States Equal Employment Opportunity Commission, whether or not 
complainants choose to use the Cosumnes Community Services District complaint 
procedure.  Time limits for filing complaints with State and Federal compliance agencies 
vary, and those agencies should be contacted directly for specific information.  The 
addresses and telephone numbers (as of the revision date of this procedure) are: 

 
Department of Fair Employment and Housing 

2218 Kausen Drive #100 
Elk Grove, California 95758 
Phone: (916) 478-7251   
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Equal Employment Opportunity Commission 
Oakland Office 
1301 Clay Street Suite 1170-N 
Oakland, California 94612 
Phone: 800-669-4000 

 
REFERENCES 
 
1105.13 Board Policy, Duty to Report Unlawful or Improper Actions Policy (1110) 
 
1105.14 California Labor Code Section 1102.5 
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DUTY TO REPORT UNLAWFUL OR IMPROPER ACTIONS 
 
 

Policy #   1110 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1110.1 All Cosumnes Community Services District (“District”) employees are expected to report 
observed unlawful or improper actions by a District personnel.  

 
PURPOSE AND SCOPE 

1110.2 Employees are expected to disclose waste, fraud, abuse, and corruption by a District 
official. The District will not tolerate any retaliation against an employee for filing a 
complaint or report under this rule or for cooperating in an internal or external government 
investigation. Retaliation is prohibited even if the underlying complaint or report is not 
substantiated. 

 
1110.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE  

1110.4 Definitions: 
 

a. District Personnel: District officer, employee, intern, contractor, vendor, or supplier. 
 

b. Illegal Order: a directive to violate or assist in violating a federal, state or local law, rule 
or regulation, or an order to an employee to work or cause others to work in conditions 
outside of their scope of duty that could unreasonably threaten the health and safety of 
employees or the public.  

 
c. Illegal or Improper Activity: an activity by a District personnel undertaken in the 

performance of that person's duties that is either: (1) a violation of any state or federal 
law or regulation including, but not limited to, corruption, malfeasance, bribery, theft of 
property, fraud, coercion, conversion, abuse of property, or willful omission to perform a 
duty; or (2) violates District policies, is economically wasteful, or involves gross 
misconduct, incompetency, or inefficiency. Illegal or Improper Activity includes alleged 
financial, accounting, or audit improprieties and alleged ethical violations by a District 
personnel. 

 
d. Protected Disclosure: a good faith communication from a District personnel or law 

enforcement agencies that discloses information that may be evidence of Illegal or 
Improper Activity. 
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e. Retaliation: an employee or director using or attempting to use his or her official 
authority or influence over an employee to intimidate, threaten, or coerce any employee 
in order to interfere with the rights of employees to freely report Illegal or Improper 
Activity to the District or a law enforcement agency. Retaliation includes, but is not 
limited to, promising to confer, or conferring any benefit; affecting or threatening to 
affect any reprisal; or taking or directing others to take, recommend, or approve any 
personnel action against an employee making a Protected Disclosure including, but not 
limited to, demotion, transfer, assignment, performance evaluation, suspension, or 
other disciplinary action including termination. 

 
1110.5 Employees who are unsure whether to report an action are expected to bring the issue to 

the attention of their supervisor or to Human Resources. All information received in 
connection with this rule is treated as highly sensitive. To the extent possible, confidentiality 
will be maintained; however, absolute confidentiality cannot be guaranteed. 

 
1110.6 Encouragement of Reporting of Illegal or Improper Activity: District encourages employees and 

members of the Board to file complaints or reports about Illegal Orders or Illegal or Improper 
Activity or alleged Retaliation with the General Manager. All such complaints shall include 
specific facts supporting any allegation of Illegal or Improper Activity, or Retaliation, as defined 
by this policy. Complaints of Illegal or Improper Activity or Retaliation may be made 
anonymously, but such anonymity may impede the ability of the District to conduct a thorough 
investigation. If the General Manager is alleged to be involved in the complaint or report, then 
such complaint shall be filed with the President of the Board of Directors. If the President of the 
Board is also alleged to be involved in the complaint, then the complaint or report shall be filed 
with the District Counsel. 
 
Other allegations with respect to which the District has existing complaint, grievance or appeal 
procedures as specified in the District’s policies should be addressed pursuant to those 
procedures, such as issues of alleged discrimination or harassment which are processed by 
the District’s Human Resources Division.  
 

1110.7 Investigations of Allegations of Illegal or Improper Activity: The General Manager may request 
that a person submitting a complaint alleging Illegal or Improper Activity provide their name 
and contact information and provide the names and contact information for any persons who 
could help substantiate the claim. However, this information is not required in order to submit a 
complaint. 
 
Upon receiving a complaint from any employee or member of the Board that an employee or 
Board member has engaged in an Illegal or Improper Activity, the General Manager will 
conduct an investigation of the allegations in the complaint. To the extent possible, the District 
will not disclose the identity of the person filing the complaint, or of any person providing 
information in confidence regarding the facts in the complaint, unless required by law. The 
General Manager may disclose the facts in the complaint to a law enforcement agency in the 
event that an allegation of criminal conduct is contained in the complaint filed with the District.  
 
The General Manager may request the assistance of or delegate the investigation to the 
District Counsel, Department Head, Division Manager and/or any outside consultant for 
assistance in evaluating an allegation of Illegal or Improper Activity or conducting an 
investigation of Illegal or Improper Activity as authorized by this policy. The General Manager 
shall investigate the allegations in the complaint and prepare a report of the results of the 
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investigation. 
 
If, upon completion of the investigation, the General Manager finds that a District personnel 
may have engaged or participated in an Illegal or Improper Activity, the General Manager shall 
make such findings in the investigative report and include recommended actions to prevent the 
continuation or recurrence of the Illegal or Improper Activity. Such recommendations may 
include taking disciplinary action against those employees found to have violated this policy, 
which action may be taken by the General Manager. The investigative report may also 
recommend imposing sanctions, including referral to the District Attorney’s office, on those 
Board members found to have violated this policy. In that event the report shall be filed with 
the Board of Directors which shall comply with the policies of the District in initiating discipline 
against a member of the Board of Directors. The District shall keep confidential all investigation 
work product including the investigative report.  

 
1110.8  Whistleblowers: Pursuant to California Labor Code Section 1102.5 (as amended from time 

to time) the District will comply with Whistleblower regulations.   

a. A “whistleblower” is an employee who discloses information to a government or law 
enforcement agency, person with authority over the employee, or to another 
employee with authority to investigate, discover, or correct the violation or 
noncompliance, or who provides information to or testifies before a public body 
conducting an investigation, hearing or inquiry, where the employee has reasonable 
cause to believe that the information discloses:  

 
1. A violation of a state or federal statute,  

 
2. A violation or noncompliance with a local, state or federal rule or regulation, 

or  
 

3. With reference to employee safety or health, unsafe working conditions or 
work practices in the employee’s employment or place of employment.  
 

b. A whistleblower can also be an employee who refuses to participate in an activity 
that would result in a violation of a state or federal statute, or a violation of or 
noncompliance with a local, state or federal rule or regulation.  
 

c. Whistleblower Protections 
 

1. An employer may not make, adopt, or enforce any rule, regulation, or policy 
preventing an employee from being a whistleblower.  
 

2. An employer may not retaliate against an employee who is a whistleblower.  
 

3. An employer may not retaliate against an employee for refusing to participate 
in an activity that would result in a violation of a state or federal statute, or a 
violation or noncompliance with a state or federal rule or regulation.  

 
4. An employer may not retaliate against an employee for having exercised their 

rights as a whistleblower in any former employment.  
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d. Violations of these protections will result in disciplinary action, up to and including, 
termination from District service. 
  

e. An employee or volunteer who believes they have been subjected to Retaliation as 
defined and prohibited by this policy shall file a written complaint with the General 
Manager which specifies the alleged retaliatory conduct and identifies the individuals 
allegedly engaged in such conduct. 

 
1110.9 This policy does not authorize District personnel to disclose exempt public records or other 

information required or permitted to be confidential under the law 
 
REFERENCES 

 
1110.10 Board Policy, Prohibition Against Workplace Harassment, Discrimination, and Retaliation 

Policy (1105) 
 
1110.11 California Labor Code Section 1102.5 
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STATEMENT OF ETHICAL CONDUCT 
 
 

Policy #   1115 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1115.1 All Cosumnes Community Services District (“District”) personnel are expected to treat their 
office as a public trust. 

 
PURPOSE AND SCOPE 

1115.2 District personnel are expected to conform to District Code of Ethics & Values set forth in 
this Policy (“Code”) which provides clear, positive statement of ethical behavior reflecting 
the core values of the District and the communities it serves. The Code includes practical 
strategies for addressing ethical questions and a useful framework for decision-making and 
handling the day-to-day operations of the District. The Code is developed to reflect the issues 
and concerns of today's complex and diverse society. 

 
1115.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE  

1115.4 Definitions: 
a. None 

 
1115.5 District personnel are not permitted to receive a personal financial gain or avoid financial 

detriment that would not otherwise be available but for their position as a public employee. 
 
1115.6 District personnel are expected to recognize the possibility of a potential or actual conflict 

of interest they may have and disclose the conflict, in writing, to their supervisor and 
Department Head. The supervisor or Department Head shall acknowledge the potential or 
actual conflict in writing and determine whether such conflict can be resolved if 
appropriate. A copy of the disclosure and subsequent acknowledgement shall be placed in 
the District personnel file. 

 
1115.7 District personnel are expected to conduct themselves in a manner to avoid the 

appearance of impropriety. Conduct that could appear dishonest to a reasonable observer 
will undermine the public trust even if the conduct is not illegal. 

 
1115.8 District personnel are expected to report conduct that is unethical.  
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1115.9 District Code of Ethics & Values: 
 

a. Goals of the Code of Ethics & Values: 
 

1. To make Cosumnes Community Services District a better District built on 
mutual respect and trust.  
 

2. To promote and maintain the highest standards of personal and professional 
conduct among all involved in District government, District staff, volunteers and 
members of the District's Board. All elected and appointed officials, officers, 
employees, members of advisory committees, and volunteers of the District. 

 
3. The Code is a touchstone for members of District Board and staff in fulfilling 

their roles and responsibilities. 
 

b. Preamble: 
 

1. The proper operation of democratic government requires that decision-makers 
be independent, impartial and accountable to the people they serve. The 
District has adopted this Code to promote and maintain the highest standards 
of personal and professional conduct in the District's government.  
 

2. All officials, and others, who participate in the District's government are 
required to subscribe to this Code, understand how it applies to their specific 
responsibilities, and practice its eight core values in their work. Because we 
seek public confidence in the District's services and public trust of its decision-
makers, our decisions and our work must meet the most demanding ethical 
standards and demonstrate the highest levels of achievement in following this 
Code.  
 

c. Core Values: As participatory officials in the District's government, we subscribe to the 
following Core Values: 

 
1. As a representative of the District, I will be ethical. 

 
i. In practice, this value looks like: 

 I am trustworthy, acting with the utmost integrity and moral 
courage. I am truthful. I do what I say I will do. I am dependable. 

 I make impartial decisions, free of bribes, unlawful gifts, narrow 
political interests, financial, and other personal interests that 
impair my independence of judgment or action. 

 I am fair, distributing benefits and burdens according to 
consistent and equitable criteria. 

 I extend equal opportunities and due process to all parties in 
matters under consideration. If I engage in unilateral meetings 
and discussions, I do so without making voting decisions or any 
improper or unauthorized representations on behalf of the 
District. 

 I show respect for persons, confidences, and information 
designated as "confidential."  
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 I use my title(s) only when conducting official District business 
for information purposes or as an indication of background and 
expertise carefully considering whether I am exceeding or 
appearing to exceed my authority.  

 I will avoid actions that might cause the public or others to 
question my independent judgment.  

 I maintain a constructive, creative, and practical attitude toward 
the District’s affairs and a deep sense of social responsibility as 
a trusted public servant.  
 

2. As a representative of the District, I will be professional.  
 

i. In practice, this value looks like:  
 I apply my knowledge and expertise to my assigned activities 

and to the interpersonal relationships that are part of my job in a 
consistent, confident, competent, and productive manner.  

 I approach my job and work-related relationships with a positive, 
collaborative attitude.  

 I keep my professional education, knowledge, and skills current 
and growing. 
 

3. As a representative of the District, I will be service-oriented. 
 

i. In practice, this value looks like:  
 I provide friendly, receptive, courteous service to everyone. 
 I attune to and care about the needs and issues of citizens, 

public officials, and District workers. 
 In my interactions with constituents, I am interested, engaged, 

and responsive.  
 

4. As a representative of the District, I will be fiscally responsible. 
 

i. In practice, this value looks like:  
 I make decisions after prudent consideration of their financial 

impact, considering the long-term financial needs of the District, 
especially its financial stability.  

 I demonstrate concern for the proper use of District assets (e.g., 
personnel, time, property, equipment, funds) and follow 
established procedures. 

 I make good financial decisions that seek to preserve programs 
and services for District residents.  

 I have knowledge of and adhere to the District’s Financial 
Management Policies.  
 

5. As a representative of the District, I will be organized. 
 

i. In practice, this value looks like: 
 I act in an efficient manner, making decisions and 

recommendations based upon research and facts, taking into 
consideration short- and long-term goals. 
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 I follow through in a responsible way, keeping others informed 
and responding in a timely fashion. 

 I am respectful of established District processes and guidelines. 
 

6. As a representative of the District, I will be communicative. 
 

i. In practice, this value looks like:  
 I positively convey the District's care for and commitment to its 

citizens. 
 I communicate in various ways, that I am approachable, open-

minded, and willing to participate in dialog. 
 I engage in effective two-way communication, by listening 

carefully, asking questions, and determining an appropriate 
response which adds value to conversations.  
 

7. As a representative of the District, I will be collaborative. 
 

i. In practice, this value looks like:  
 I act in a cooperative manner with groups and other individuals, 

working together in a spirit of tolerance and understanding. 
 I work towards consensus building and value diverse opinions. 
 I accomplish the goals and responsibilities of my individual 

position, while respecting my role as a member of a team. 
 I consider the broader regional and state-wide implications of the 

District's decisions and issues.  
 

8. As a representative of the District, I will be progressive. 
 

i. In practice, this value looks like:  
 I exhibit a proactive, innovative approach to setting goals and 

conducting the District's business. 
 I display a style that maintains consistent standards; but is also 

sensitive to the need for compromise, "thinking outside the box" 
and improving existing paradigms when necessary. 

 I promote intelligent and thoughtful innovation in order to forward 
the District's policy agenda and District services.  
 

d. Enforcement: 
 

1. Any Official found to be in violation of this Code may be subject to Censure by 
the District Board. Any member of any Advisory Committee found in violation 
may be subject to dismissal from the Committee. In the case of an employee, 
appropriate action shall be taken by the General Manager or by an authorized 
designee.  

 
 
REFERENCES 

1115.10 Board Policy, Duty to Report Unlawful or Improper Actions (1110) 
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WORKPLACE VIOLENCE PROHIBITED 
 
 

Policy #   1120 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1120.1 All Cosumnes Community Services District (“District”) prohibits violent behavior of any kind 
or threats of violence either implied or direct, on District premises and facilities as well as at 
District sponsored events on non-District property.  

 
PURPOSE AND SCOPE 

1120.2 The District recognizes the importance of a violence-free work environment for all District 
personnel and the public. 

 
1120.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE  

1120.4 Definitions: 
 

a. Workplace Violence: Behavior in which an employee, former employee or visitor to a 
workplace inflicts or threatens to inflict damage to property, serious harm, injury, or 
death to others at the workplace. 
 

b. Threat: The implication or expression of intent to inflict physical harm or actions that a 
reasonable person would interpret as a threat to physical safety or property. 

 
c. District premises or District facilities: All property of the District including, but not limited 

to the offices, facilities, and surrounding areas on District-owned, -managed, or -leased 
property, parking lots, and storage areas. The term also includes District-owned or -
leased vehicles and equipment wherever located. 

 
d. Intimidation: Making others afraid or fearful through threatening, physically aggressive, 

or violent behavior. 
 

e. Court Order: An order by a Court that specifies and/or restricts the behavior of an 
individual. Court orders may be issued in matters involving domestic violence, stalking 
or harassment, among other types of protective orders, including Temporary 
Restraining Orders. 
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1120.5 The following conduct is expressly prohibited: 
 

a. Violence in the workplace may include, but is not limited to the following list of 
prohibited behaviors directed at or by a co-worker, supervisor, or member of the public: 
 

1. Direct threats or physical intimidation. 
 

2. Implications or suggestions of violence. Stalking, including following to and from 
work. 
 

3. Possession of weapons of any kind on District premises, including parking lots, 
other exterior premises or while engaged in activities for the District in other 
locations, or at District sponsored event. 
 

4. Assault of any form. 
 

5. Physical restraint or confinement. 
 

6. Dangerous or threatening horseplay. 
 

7. Loud, disruptive or angry behavior or language that is clearly not part of the 
typical work environment. 
 

8. Blatant or intentional disregard for the safety or well-being of others. 
 

9. Commission of a violent felony or misdemeanor on District premises. 
 

10. Any other act that a reasonable person would perceive as constituting a threat 
of violence. Records shall be maintained of steps taken to establish and 
maintain the District's Injury and Illness Prevention Program.  
 

b. Bringing a “dangerous or deadly weapon” to work or on District property, including 
parking lots on District property. This applies to all employees regardless of whether an 
employee possesses a concealed weapon permit. 
 

1. This section does not apply to peace officers acting within the scope of their 
duty, or to any government employee authorized or required by their 
employment or office to carry or use firearms.  

 
1120.6 Domestic violence, while often originating in the home, can significantly impact workplace 

safety and the productivity of victims as well as co-workers. For the purposes of this document, 
"domestic violence" is defined as abuse committed against an adult or fully emancipated 
minor. Abuse is the intentional or reckless attempt to cause bodily injury, sexual assault, 
threatening behavior, harassment, stalking, or making annoying phone calls to a person who is 
in any of the following relationships: 
 

a. Spouse or former spouse; 
 

b. Domestic partner or former domestic partner; 
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c. Cohabitant or former cohabitant and or other household members; 
 

d. A person with whom the victim is having, or has had, a dating or engagement 
relationship; 

 
e. A person with whom the victim has a child. 

 
The District recognizes that domestic violence may occur in relationships regardless of the 
marital status, age, race, or sexual orientation of the parties. 

 
1120.7 Reporting Acts or Threats of Violence. An employee who: 

 
a. is the victim of violence, or 

 
b. believes they have been threatened with violence, or 

 
c. witnesses an act or threat of violence towards anyone else shall take the following 

steps: 
 

1. If an emergency exists and the situation is one of immediate danger, the 
employee shall contact the Police Department by dialing 9-1-1, or push the 
emergency button located underneath the front counter and may take whatever 
emergency steps are available and appropriate to protect himself/herself from 
immediate harm, such as leaving the area. 
 

2. If the situation is not one of immediate danger, the employee shall report the 
incident to the appropriate supervisor or manager as soon as possible and 
complete the District’s Workplace Violence Incident Report Form. 

 
1120.8 Procedures for Future Violence: 

 
a. Employees who have reason to believe they, or others, may be victimized by a violent 

act sometime in the future, at the workplace or as a direct result of their employment 
with the District, shall inform their supervisor by immediately completing a Workplace 
Violence Incident Report Form so appropriate action may be taken. The supervisor 
shall inform the General Manager and the local law enforcement officials. 
 

b. Employees who have signed and filed a restraining order, temporary or permanent, 
against an individual due to a potential act of violence, who would be in violation of the 
order by coming near them at work, shall immediately supply a copy of the signed order 
to their supervisor. The supervisor shall provide copies to the General Manager and to 
the Police Department. 

 
1120.9 Incident Investigation: 

 
a. Acts of violence or threats will be investigated immediately in order to protect 

employees from danger, unnecessary anxiety concerning their welfare, and the loss of 
productivity. The General Manager or Chief Administrative Officer may initiate an 
investigation into potential violation of work rules/policies. If appropriate, the General 
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Manager will refer the matter to local police for their review of potential violation of civil 
and/or criminal law. 
 

b. Procedures for investigating incidents of workplace violence include: 
 

1. Visiting the scene of an incident as soon as possible. 
 

2. Interviewing injured and threatened employees and witnesses. 
 

3. Examining the workplace for security risk factors associated with the incident, 
including any reports of inappropriate behavior by the perpetrator. 

 
4. Determining the cause of the incident. 

 
5. Taking mitigating action to prevent the incident from recurring.  

 
6. Recording the findings and mitigating actions taken. 

 
c. In appropriate circumstances, the District will inform the reporting individual of the 

results of the investigation. To the extent possible, the District will maintain the 
confidentiality of the reporting employee and the investigation but may need to disclose 
results. The District will not tolerate retaliation against any employee who reports 
workplace violence. 
 

1120.10 Mitigating Measures: 
 

a. Incidents which threaten the security of employees shall be mitigated as soon as 
possible following their discovery. Mitigating actions include, but are not limited to: 

 
1. Notification of law enforcement authorities when a potential criminal act has 

occurred. 
 

2. Provision of emergency medical care in the event of any violent act upon an 
employee. 

 
3. Post-event trauma counseling for those employees desiring such assistance. 

 
4. Assurance that incidents are handled in accordance with the Workplace 

Violence Prohibited policy. 
 

5. Requesting District Counsel file a restraining order as appropriate. 
 
1120.11 Training Instruction: 

 
a. The District shall be responsible for ensuring that all employees, including managers 

and supervisors, are provided training and instruction on general workplace security 
practices. Managers and supervisors shall be responsible for ensuring that all 
employees are provided training and instructions on job specific workplace security 
practices. 
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b. Training and instruction shall be provided as follows: 
 

1. To all current employees when the policy is first implemented. Employees will 
be required to sign an acknowledgment that the policy has been received and 
read. 
 

2. To all newly hired employees, supervisors and managers, or employees given 
new job assignments for which specific workplace security training for that job 
assignment has not previously been provided. Employees will be required to 
sign a written acknowledgment that the policy has been received and read. 

 
3. To affected employees whenever management is made aware of a new or 

previously unrecognized hazard. 
 

c. Workplace security training and instruction includes, but is not limited to, the following:  
 

1. Preventive measures to reduce the threat of workplace violence, including 
procedures for reporting workplace security hazards. 
 

2. Methods to diffuse hostile or threatening situations. 
 

3. Escape routes. 
 

4. Explanation of this Workplace Violence Prevention Policy. 
 
REFERENCES 

None 
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USE OF DISTRICT RESOURCES 
 
 

Policy #   1125 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1125.1 Cosumnes Community Services District (“District”) prohibits inappropriate or personal use 
of District resources, including, but not limited to, tools and equipment, work time, and 
supplies.   

 
PURPOSE AND SCOPE 

1125.2 Citizens entrust District employees with appropriate management and use of District’s 
resources. 

 
1125.3 This policy applies to all District elected officials, executives, employees, interns, 

volunteers, contractors, vendors, suppliers, members of the public, and other persons who 
participate in District programs and services. 

 
APPLICATION / PROCEDURE  

1125.4 Definitions: 
a. None 

 
1125.5 District resources include, but are not limited to, the following: 
 

a. Any hand tool, power tool, or piece of equipment – whether new or used, regardless 
of value and/or the District's intent to retain (e.g., use of postage or copier 
equipment). 
 

b. Any work materials or supplies – new or used, regardless of value and/or District’s 
intent to retain (e.g., furniture, paper, program supplies, printers, etc.) 

 
c. Vehicles (See District Owned Vehicle Policy, 2460) 

 
d. Facilities or grounds – including but not limited to buildings, parking lots, improved 

or unimproved real property, regardless of Department assignment and regardless 
of current use. 

 
e. Time and/or Personnel – personnel services time of employees on paid status. 

 
f. Information – any confidential information gained in the course of or by reason of 

the official position or activities of the employee. 
 

g. Inter/Intra Office Mail 
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h. Records – any original District records, regardless of physical or electronic form or 

media, including but not limited to, documents, maps, photographs, negatives, 
slides, drawings, plans, blueprints, electronic files, e-mails, compact discs, external 
thumb, hard or portable hard drives or devices, audio, video or moving picture 
recordings. 

 
i. Information and Telecommunications Technologies – includes hardware and 

software associated with computers, image/voice/data capture and transmission 
 
1125.6 Examples of Appropriate Use of District Resources: 
 

a. Directly related to the activities which the employee was hired to perform, or 
authorized training for the employee; 
 

b. Of benefit to the citizens of the District as a whole, not limited to an individual(s); or  
 

c. Authorized by the appropriate authority and such use is not in conflict with local, 
state, or federal laws or regulations. 

 
1125.7 Examples of Inappropriate Use of District Resources include: 
 

a. Theft, regardless of the item’s value and/or the District’s intent to retain. 
 

b. Borrowing of any District resource, including but not limited to copying or 
downloading in any physical or electronic form or media and/or use, transfer, or 
sale for any non-work-related purpose of benefit, monetary or otherwise, to the 
employee, any one individual or group of individuals. 

 
c. Using work time to support or oppose a candidate or ballot measure. However, 

providing factual information about a ballot measure is not prohibited. 
 

d. Negligence, which results in damage, loss and/or personal injury. 
 

e. Willful destruction. 
 

f. Misuse of District-paid time. 
 

g. Any use which fails to meet the criteria under Appropriate Use of District Resources 
Section of this policy. 

 
REFERENCES 

1125.8 District Policy, District Owned Vehicles (2460) 
 
1125.9 District Policy, Mobile Telephones (2375) 
 
 
 



1130: Conflict of Interest, page 1 of 4 

CONFLICT OF INTEREST 
 
 

Policy #   1130 

Original Effective Date: 04/05/1994 

Revision Date:  10/17/201801/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1130.1 Cosumnes Community Services District (“District”) employees shall file statement of 
economic interest in compliance with state and local law.    

 
PURPOSE AND SCOPE 

1130.2 The Political Reform Act, Government Code Section §8100081000, et seq., requires 
state and local government agencies to adopt and promulgate conflict of interest codes. 
The Fair Political Practices Commission (“FPPC”) has adopted a regulation (2 Cal. Code 
of Regs. §18730), 2 California Code of Regulations  section 18730,  that which contains 
the terms of a standard conflict of interest code. ,  It which can be incorporated by 
reference in an agency’s code.   After public notice and hearing, Regulation 18730 and 
may be amended by the FPPC Fair Political Practices Commission after public notice 
and hearings to conform to amendments in the Political Reform Act.  

 
1130.3 This policy applies to all District elected officials, executives, and employees listed in 

Appendix Part I. 
 
APPLICATION / PROCEDURE  

1130.4 The Board of Directors (“Board”) approved and adopted the FPPC’s standard conflict of 
interest code. Therefore, the terms of 2 Cal. Code of Regs. §18730 2 California Code 
of Regulations  section 18730 and any amendments to it duly adopted by the Fair 
Political Practices CommissionFPPC are hereby incorporated by reference and, along 
with the attached Appendix, in which Directors of the Board and employees are 
designated, and in which .  This Incorporation Page, Regulation 18730 and the attached 
Appendix designating positions and establishing disclosure categories are set forth,  
shall constitute the conflict of interest code of the District. Cosumnes Community 
Services District (the “District”). 

 
1130.5 All District officials that are required to file statements of economic interest pursuant to 

Government Code Section 87200 et seq., including the General Manager, District 
Counsel, Chief Administrative Officer and Members of the Board of Directors, shall file 
their statements of economic interests electronically with the Clerk of the Board of 
Supervisors of the County of Sacramento. All other officials and designated positions 
required to submit a statement of economic interests pursuant to the District’s Conflict of 
Interest Code shall file their statements with the Assistant to the General Manager as 
the District’s Filing Officer to be retained as required.  The Assistant to the General 
Manager will make all retained statements available for public inspection and 
reproduction during regular business hours (Gov. Code §81008). 

 
REFERENCES 

1130.6 Appendix, Conflict of Interest Code of the Cosumnes Community Services District 
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APPENDIX 
 
 

CONFLICT OF INTEREST CODE  
 

OF THE 
 

COSUMNES COMMUNITY SERVICES DISTRICT 

(Amended October 17, 2018January 15, 2020) 

 
 

PART I 
 

OFFICIALS WHO MANAGE PUBLIC INVESTMENTS 
 

District Officials who manage public investments, as defined by 2 Cal. Code of Regs. §18700.3(b), are not 
subject to the District’s Code, but must file disclosure statements under Government Code section 87200 
et seq. [Regs. §18730(b)(3)] These positions are listed here for informational purposes only. 
 
It has been determined that the positions listed below are officials who manage public investments1: 
 

Members of the Board of Directors   
 
General Manager 
 
Chief Administrative Officer 
 
District Counsel 
 
Investment Consultant 

 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 

                     
1 Individuals holding one of these positions may contact the Fair Political Practices Commission for assistance or written 
advice regarding their filing obligations if they believe that their position has been categorized incorrectly. The Fair Political 
Practices Commission makes the final determination whether a position in covered by §87200. 
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DESIGNATED POSITIONS 
 

GOVERNED BY THE CONFLICT OF INTEREST CODE 
 
 
Designated Positions’ Title or Function Disclosure Categories Assigned 
Accountant 5    

Administrator of Parks & Recreation 1,2    

Assistant Landscape Architect/Landscape Assistant 2,3,5 

Battalion Chief 5    

Building Maintenance Supervisor  5 

Chief of Planning, Design and Construction 1,2    

Community Services Superintendent 5,7 

Construction Project Manager 2,3,5,6,7 

Deputy Fire Chief 5    

Director of Human Resources 5    

EMS Division Performance & Development Coordinator 5 

Facilities Manager 2,5 

Fire Chief 5   1,2    

Fire Marshal 2,5   

General Equipment Mechanic III 5 

Golf Course Manager 5 

Golf Professional 5 

Human Resource Analyst 5    

Information Systems Manager 5    

Landscape Maintenance Inspector  5 

Maintenance Supervisor 5 

Management Analyst (ALL) 5,7    

Marketing and Communication Supervisor 5 

Park Maintenance Manager 5 

Park Maintenance Supervisor 5 

Park Superintendent 5 

Parks and Recreation Director 5,7 

Recreation Manager 5,7    

Recreation Superintendent 5,7   

Recreation Supervisor 5 

Senior Landscape Architect 2, 3, 5, 7 

  
Consultant and New Positions 2 

                     
2 Individuals providing services as a Consultant defined in Regulation 18700.3(a), or in a new position created since this 
Code was last approved that make or participate in making decisions shall disclose pursuant to the broadest disclosure 
category in this Code subject to the following limitation:  
 
The General Manager may determine that, due to the range of duties or contractual obligations, it is more appropriate to 
assign a limited disclosure requirement.  A clear explanation of the duties and a statement of the extent of the disclosure 
requirements must be in a written document.  (Gov. Code §82019; FPPC Regs 18219 and 18734.).  The General 
Manager’s determination is a public record and shall be retained for public inspection in the same manner and location as 
this Conflict of Interest Code.  (Gov. Code §81008.) 
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PART II 
 

DISCLOSURE CATEGORIES 
 
The disclosure categories listed below identify the types of economic interests that the designated position 
must disclose for each disclosure category to which he or she is assigned.3  ”Investment” means financial 
interest in any business entity (including a consulting business or other independent contracting business) 
and are reportable if they are either located in or doing business in the jurisdiction, are planning to do 
business in the jurisdiction, or have done business during the previous two years in the jurisdiction of the 
District. 
 
CATEGORY 1:  All Investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, that are located in, doing business in or own 
real property within the jurisdiction of the District. 

 
CATEGORY 2:   All interests in real property which is located in whole or in part within, or not more than 

two (2) miles outside, the jurisdiction of the District. 
 
CATEGORY 3:  All investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, that are engaged in land development, 
construction or the acquisition or sale of real property within the jurisdiction of District. 

 
CATEGORY 4:   All investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, that provide services, products, materials, 
machinery, vehicles or equipment of a type utilized by the District. 

 
CATEGORY 5:    All investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, that provide services, products, materials 
machinery, vehicles or equipment of the type purchased or leased by the designated 
position’s department, unit or division. 

 
CATEGORY 6:  All investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, subject to the regulatory, permit, or licensing 
authority of the designated employee’s department, unit or division. 

 
CATEGORY 7:   All investments and business positions in business entities, and sources of income, 

including gifts, loans and travel payments, or income from a nonprofit or other 
organization, if the source is of the type to receive grants or other monies from or 
through the District or its subdivisions.  

 
 

 

                     
3 This Conflict of Interest Code does not require the reporting of gifts outside this agency’s jurisdiction if the source does not 
have some connection with or bearing upon the functions or duties of the position. (Reg. 18730.1) 
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PROTECTION OF RESTRICTED AND CONFIDENTIAL INFORMATION 
 
 

Policy #   1135 

Original Effective Date: NEW 

Revision Date:  01/15/2020 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1135.1 Cosumnes Community Services District (“District”) employees shall ensure that restricted 
and confidential information is reasonably protected. 

 
PURPOSE AND SCOPE 

1135.2 As a result of employment with the District, employees may have access to information 
about District employees, vendors, and/or the public, which is restricted or confidential. 

 
1135.3 This policy applies to all District elected officials, executives, employees, and consultants. 
 
APPLICATION / PROCEDURE  

1135.4 Definitions: 
 

a. Confidential: Information that is made confidential or privileged by law or the 
disclosure of information that is otherwise prohibited by law or District policy. 
 

b. Restricted: Some restrictions or limitations on the use of or disclosure of the 
information. 

 
1135.5 Employees shall not access or attempt to access restricted or confidential information for 

which they have not been authorized to access. 
 
1135.6 Employees shall not disclose restricted or confidential information by any means except in 

accordance with, District policies, Department-specific policies and regulations or when 
required by law. 

 
1135.7 Employees shall discuss restricted or confidential information that is used in their work only 

with those people who have a need to know and in non-public locations. 
 
1135.8 Even after termination of employment with the District, former employees are responsible 

for not disclosing restricted or confidential information of any kind that was obtained as a 
result of their employment with the District. 

 
1135.9 This policy does not prevent employees from bringing forward complaints disclosing fraud 

or impropriety, or from engaging in privileged communication. 
 
1135.10 Employees are responsible for the protection and safekeeping of restricted and confidential 

information, documents and material and for the handling of such information, documents 
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and material in their possession, in whatever form that information is contained (i.e. 
electronic, physical), so as to prevent disclosure to unauthorized persons. 

 
1135.11 Employees have a duty to report to their supervisor or another manager any 

circumstances that cause them to believe the restricted or confidential nature of their work 
may be compromised or any restricted or confidential information was disclosed in 
violation of this policy. 

 
REFERENCES 

None 
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DRUG AND ALCOHOL USE PROHIBITED 
 
 

Policy #   1140 

Original Effective Date: NEW 

Revision Date:  TBA 

Type of Policy:    BOARD      DISTRICT       FIRE      PARKS 
 
 
POLICY 

1140.1 Cosumnes Community Services District (“District”) views illegal drug use and excessive 
use of legal drugs and alcohol as a threat to the public welfare and the health, safety 
and productivity of employees of the District.  

 
PURPOSE AND SCOPE 

1140.2 The District has a strong commitment to its employees to provide a safe work environment 
and promotes high standards of employee fitness. Consistent with the intent of this 
commitment, the District established this policy regarding drug and alcohol abuse. The 
District's goal is to establish and maintain a work environment that is free from the effects 
of drug and alcohol abuse. 

 
While the District has no intention of interfering with the private lives of employees, the 
District expects its employees to report to work in a condition to perform their duties in a 
safe, effective and efficient manner. 

 

1140.3 This policy applies to all District elected officials, executives, employees, interns, 
volunteers, contractors, vendors, and suppliers. 

 
APPLICATION / PROCEDURE  

1140.4 Definitions: 
 

a. Alcohol 
 

1. Any alcohol or alcoholic beverage as defined in the California Business and 
Professional Code Sections 23003 and 23004. 
 

b. Drugs 
 

1. As used in this policy include marijuana and all illegal controlled substances. 
 

c. Positive Test Result 
 

1. The result reported by independent, certified medical clinic or laboratory, 
when a specimen contains a drug or drug metabolite equal to or greater than 
the cutoff concentrations and confirmed positive by the clinic or laboratory or 
a refusal to test. A positive test or refusal to test will result in discipline up to 
and including termination.  
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d. Prescription Medication 
 

1. Medication that requires a valid prescription from a qualified physician. 
 

e. Reasonable Suspicion 
 

1. As used in this policy mean a determination by a supervisor or other 
manager that an employee may be under the influence of drugs or alcohol.  

 
2. This determination must be based on specific contemporaneous, articulable, 

objective facts and reasonable inferences drawn from those facts, and must 
be made by a trained supervisor and/or manager. 
 

f. Workplace 
 

1. District work locations, including contracted worksites, or operating District 
vehicles or equipment.  

 
1140.5 No employee shall: 
 

a. Unlawfully manufacture, distribute, dispense, possess or use alcohol or drugs in the 
workplace; 
 

b. Report for duty under the influence of alcohol or drugs; 
 

c. Report for duty with the odor of alcohol on their person; 
 

d. Absent themselves from duty or be unfit to fully perform duties for reasons 
attributable to, or produced by, indulgence in alcohol, drugs, or the excessive or 
other improper use of prescription or nonprescription medications. 

 
e. Use any prescription medications which may interfere with the safe and effective 

performance of duties or operation of District equipment or vehicles, without 
notifying their supervisor prior to beginning work or operating the equipment or 
vehicle. 

 
f. Refuse to respond to questions within the scope of this policy. 

 
g. Refuse to submit to a Reasonable Suspicion drug and alcohol test when required 

by the District. Refusal to submit includes: 
 

1. Refusing an order to take a required test; 
 

2. Inability to provide a urine specimen or breath sample without a valid 
medical reason, confirmed by a physician; 

 
3. Tampering, adulterating, or substituting a specimen or any other attempt to 

defeat or obstruct a drug or alcohol test; 
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4. Delaying arrival at the designated collection site; 
5. Leaving the collection site before the drug or alcohol testing process is 

complete; 
 

6. Failing to permit an observed or monitored collection when required; 
 

7. Failing to take a second test when required; 
 

8. Failing to undergo a medical evaluation when required; or 
 

9. Failing to cooperate with any part of the testing process. 
 
1140.6 While working, operating a District vehicle (on or off duty) or wearing a District uniform, no 

employee shall: 
 

a. Have the odor of alcohol on their person; 
 

b. Use alcohol or drugs; 
 

c. Have their ability to work impaired as a result of the use of alcohol or drugs; 
 

d. Possess alcohol or drugs; 
 

e. Provide, manufacture, deliver, transfer, offer, or sell alcohol or drugs to any other 
employee or to any person while on duty; 

 
If there is a question regarding an employee's ability to work safely and effectively while 
using prescription or nonprescription medications, clearance from a qualified physician will 
be required. The District will continue to retain the right to make the final determination 
concerning an employee’s fitness to perform work. 

 
1140.7 All employees must: 
 

a. Comply with all aspects of this policy 
 

b. Notify their supervisor before beginning work, when taking any prescription or non-
prescription medications which may interfere with the safe and effective 
performance of duties or operation of District equipment. 

 
c. Consult with the supervisor if there is any question concerning whether the use of a 

particular prescription or non-prescription medication is covered by this policy. Note: 
This policy is not intended to prohibit the safe and legal use of prescription and 
nonprescription medications. 

 
d. Provide, as soon as possible and no later than within 48 hours of a request, proof of 

a valid prescription for any medication identified by the employee as the cause of 
their behavior. The prescription must be in the employee's name. 

 
e. Notify the District of any felony drug arrest or conviction by the next regularly 

scheduled workday. 
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f. Notify the District of any drug conviction for acts occurring on District premises or 

on duty by the next regularly scheduled workday. 
 

1140.8 Managers and Supervisors must: 
 

a. Investigate any question which arises about an employee's fitness to work due to 
use of prescription or nonprescription medications. 
 

b. Investigate any employee who appears to be in violation of this policy. 
 

c. Refer for Reasonable Suspicion testing any employee who appears to be under the 
influence of drugs or alcohol while on duty. 

 
d. Advise an employee of their right to have either an available union representative (if 

any) or another employee present during an investigatory interview 
 
1140.9 The District has established an Employee Assistance Program (EAP) to assist employees 

with a full range of personal issues including alcohol and drug abuse problems. The EAP 
provider can evaluate an employee's case and determine the appropriate level and type of 
treatment, if any. 

 
a. Employees are encouraged to voluntarily seek professional assistance for alcohol 

and drug abuse with or without contacting management. 
 

b. Employees are encouraged to utilize chemical dependency programs offered under 
benefit plans. 

 
c. A manager or supervisor who has reason to believe that an employee may have a 

drug or alcohol problem which is affecting the employee's work performance, may 
suggest that the employee go to the District's EAP provider for an assessment. 
Participation in the assessment is voluntary. 

 
d. Contact between the employee and the EAP provider is confidential unless 

otherwise authorized by the employee. 
 

e. A referral to the District's EAP program is separate from any disciplinary action that 
may result from the employee's violation of this policy. 

 
1140.10 As a part of the District’s employment screening process, any applicant for a safety sensitive 

position, to whom a conditional offer of employment is made, must pass a test for controlled 
substances, per procedures described below. The offer of employment is conditioned on a 
negative drug test result. Applicants will be informed of the District’s requirement for testing in 
the employment application. 

 
1140.11 If an employee’s supervisor or manager has a verifiable and confirmed reasonable suspicion 

by at least two (2) people, including any Board Members, that the employee is working in an 
impaired condition or otherwise engaging in conduct that violates this policy, then the 
employee will be asked about any observed behavior or impaired condition and offered an 
opportunity to give a reasonable explanation. If the employee is unable to explain the behavior, 
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the employee will be requested to take a drug test in accordance with the procedures 
described herein. If the employee refuses to cooperate with the administration of the drug test, 
the refusal will be handled in the same manner as a positive test result, which results in 
termination. 

 
1140.12 Should an injury or motor vehicle incident occur while working, a drug or alcohol test may be 

administered if the injured employee’s supervisor has a reasonable suspicion that an 
employee was injured due to drug or alcohol use. 

 
1140.13 The District will refer the applicant or employee to an independent, certified medical clinic or 

laboratory, which will administer the test. The District shall require drug testing for: A) pre-
employment testing and B) reasonable suspicion testing. The District will pay the cost of the 
test. If the employee is determined by verifiable and confirmed reasonable suspicion 
observation as unable to drive or impaired for driving, then a District supervisor, Manager, 
Division Director, or member of the Human Resources Division will transport the individual to a 
medical facility for immediate testing or treatment. The employee will have the opportunity to 
alert the clinic or laboratory personnel to any prescription or non-prescription drugs that he or 
she has taken that may affect the outcome of the test. The clinic or laboratory will handle the 
required testing. The District will have no control over the clinic or laboratory’s testing methods. 
The clinic or laboratory will inform the District as to whether or not the applicant passed or 
failed the drug test. If an employee fails the test, he or she will be considered to be in violation 
of this policy and will be subject to discipline accordingly. 

 
1140.14 Any employee subject to testing under this policy will be directed to sign a form acknowledging 

the procedures governing testing and authorizing (1) the collection of a urine sample for the 
purpose of determining the presence of alcohol or drugs, and (2) the release to the District of 
medical information regarding the test results. Refusal to sign the authorization form or to 
submit to the drug test, will result in the revocation of an applicant’s job offer, or will be 
considered the same as a positive test leading to termination. 

 
1140.15 All drug testing records will be treated as confidential. 
 
 
REFERENCES 

None 
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 Board of Directors and General Manager Joshua Green  December 20, 2019 
Cosumnes Community Services District 
8820 Elk Grove Blvd. 
Elk Grove, CA 95624 
 
Subject: Report from Strategic Planning workshop  
 
Dear Board and GM, 
 
This report outlines the process leading up to and including the Board strategic planning 
workshop conducted on November 13, 2019.  The report will also propose next steps and 
proposed final results of the workshop discussions. 
 
Leading up to the workshop the consultant (Brent Ives, Principal of BHI Management 
Consulting) conducted input interviews with each Board member and selected staff members. 
This process allowed for the discussion and correlation of District background, status and of 
the issues and opportunities facing the District in the next few years. These interviews took 
place in summer of 2019 with time thereafter for scheduling of other events delaying the 
workshop to the November date. As such, the consultant requested more input from the Board 
members via email type survey where members provided their individual outlook for the 
District. This step took place in late October. 
 
On November 13 the Board met in open workshop session, along with several senior District 
staff members to discuss Board of Directors Values and Priorities.  The consultant facilitated 
the session with a powerpoint presentation regarding the discussion of roles, then the District 
Mission, before moving directly into the discussion and development of collective Values. The 
powerpoint presentation used that day is attached herein. The discussions of that day actually 
proceeded to slide #25 having skipped several slides in order to get to the Board member input 
charts. 
 
The discussion of the District Mission statement proceeded for about 45 minutes and resulted 
in a good review of the overall and underlying reason for CSD existence. Both the Board 
members and staff participated in this discussion. No changes were formally decided but the 
discussion did aim at shortening the statement with one such as was discussed below: 
 

To provide exceptional and vital service to our diverse community. 

 
The Board will be provided this discussion option at the next workshop to consider and discuss 
the potential of changing the District Mission statement.  
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Board Member Inputs: Based on a full discussion of the purpose/Mission above, the Board 
moved on the discussion of values and future project will proceed as follows. At the workshop 
several flipcharts were made (see photos in back) that are transcribed below. Prior to the 
workshop each Board member was asked to answer the following question: 

In summary fashion (25-50 words), describe the District in five years. 
 
The responses from Board members was received by the consultant and correlated into the 
five asset areas (Services, Workforce, Equipment, Funds and Service Area/Facilities). These 
represent generally all input gathered beforehand and while at the workshop from both the 
Board members and staff present: 
 
Services Area/Facilities 

• Larger 
o Galt Parks/ Florin Conserv./EG Cemetery/Sac.tree fund, EG Water Dist. 

• Community Center 
• 5 Successful year at Aquatics Center 
• Parks and Landscaping Advisory Committee working 
• Station 77 up 
• Casino 
• Scholarship program 
• Investment Assessment 
• Daytime Medic (Wall-time?) 
• Parks staff study 

 
Services 

• Mutual aid to fire volunteers at Hearld and Hood 
• Climate action plan working and being implemented 
• CWTA working 
• By-District working 
• Fee Equity Assessment (Plan) 
• Branding/Communications being implemented 

 
Equipment 

• IT analysis leading to an IT strategy 
• Asset Management Plan  

 
Public Workforce 

• INVEST – assure fairness, better lives for employees, multi-cultural training, sexual 
harassment training 

• Less contracting out (study leading to a plan for such) 
• Comp./Classification study for non represented employees 
• Succession Plan 
• Unfunded liabilities assessment and plan 
• Min. wage increase impact study 
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Funds 
• We have adequate funding now 
• Fiscally stable 
• Diversification of revenue 

 
Based on this input and discussion the Board moved to the discussion of the values that are 
reflected herein. The following two lists were created, one by the Board and one by the staff. 
 
Draft Board Values  

• Response 
• Quality 
• Workforce 
• Public Safety 
• Financial Accountability and Sustainability 
• Equity 

 
Staff developed Values  

• Safety 
• Financial sustainability/accountability and transparency 
• Personnel 
• Service to community 
• Access and Equity 

 
After some discussion, the list of those proposed by staff were agreed in concept for further 
review.  
 
Recommendation 
 
Values are best solidified when tested. During the CSD’s annual budgeting process a long list 
of projects, many of which are referenced above are considered.  This is drawn in graphic 
detail on one of the wall charts below.  The concept of giving and taking from a fixed amount of 
resources was discussed and shown. The list of those proposed projects in the input charts 
from this workshop, along with the long list considered each year should be “tested” against 
these initial agreed values.  This can and should be the subject of the next workshop for the 
Board. We propose that this workshop take place in January or February 2020 at latest in order 
to support the upcoming budgeting process. 

 
Sincerely, 

 
 <signature>    
Brent H. Ives, Principal 
BHI Management Consult 
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Who am I? 
 

 

 

• INTRODUCTION(s) 
- Brent Ives, BHI Management Consulting 

- Organizational consultant to Special Districts (18 years) 

• 25 years engineering manager at LLNL 

• USF - Organizational Development 

• 24 years on Tracy City Council (last 8 years as elected Mayor), various local and regional 
Boards/ Commission 

• Strategic Planning - Supervisor training – Board Dynamics – 

Board/manager Interactions – Executive Recruiting – many workshops, etc. every week a 
different Board, or three 

- We Provide the service, www.GoodBoardWork.com - on-line training for Public Board members 

- Author, “Fifty Two Ways to Be a Better Board”, 2016, available on Amazon (or here) 
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TODAY 
• EXAMINE AND DISCUSS YOUR PLANNING PROCESS THUS FAR 

• TALK ABOUT THE “VALUES” ….CORE VALUES…OF 
EXAMINING BOARD VALUES, OPERATIONAL 
CAPACITY AND PRIORITIES 

• TAKE A LOOK AT THE STATUS OF PLANNING 

HERE AND INPUT THUS FAR 

• WORK TOGETHER TO DISCUSS AND DEVELOP THIS 

BOARD’S CORE VALUES AND PRIORITIES 

www.bhiconsulting.com 3 
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Your Thoughts for Today? 
 

• List what you hope to accomplish today 
 
 
 
• INITIAL questions?? 
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•  STAFF PROVIDED THEIR TWO DEPARTMENTAL 

STRATEGIC PLANS – WELL DONE 

•  ASKED ALL OF YOU ABOUT…BOARD ENDORSED 

•  MAYBE SOME GAPS? – We’ll discuss 

•  ALL WANT TO TIE DECISIONS MADE TO 

AGREED PRIORITIES/GAPS AND CAPACITY 

THEREBY REFLECTING CORE VALUES  
www.bhiconsulting.com 5 
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BOARD CORE VALUES/PRIORITIES 

The “MISSION FIRST” Principle (3) To enhance the quality of life for 
those residing in, doing business in 
and visiting the community. The 
CSD strives to provide to all areas 
of the community, while being 
responsive to individuals. 

 
1. KNOW AND RESPECT YOUR MISSION  

…why this agency exists 

2. AVOID DISTRACTIONS FROM THE MISSION  
 

 

3. CREATE FOCUSED, COLLECTIVE PLANS AND POLICIES TO 
PROTECT AND ADVANCE THE MISSION … 

 

 

4. BOARD CORE VALUES REFLECT HOW THE MISSION WILL BE 
SUPPORTED AND ADVANCED 
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MISSION – CARING FOR AND FORWARDING 
THE PUBLIC’S NEED(S) 

BOARD CORE VALUES/PRIORITIES 

To enhance the quality of life for 
those residing in, doing business in 
and visiting the community. The 
CSD strives to provide to all areas 
of the community, while being 
responsive to individuals. 

 

 

 

 

 

 

 

• MISSION -WHY YOU EXIST 
- WHY THE PUBLIC’S MONEY GET’S COLLECTED HERE 

- THE CRITICAL SINGLE FOCUS FOR DECISION MAKING AND PLANNING 

- BELIEVING THAT ANYTHING ELSE HAS EQUAL OR MORE 
IMPORTANCE 

• ASK, “WHAT IS THIS DISTRICT ABOUT, WHAT COULD RISE TO A HIGHER LEVEL 
OF IMPORTANCE THAN ITS MISSION??? 

• UNDERSTAND THE CONCEPT OF ITS ORIGIN, STEWARDSHIP, HANDOFF AND 
ADVANCEMENT… 
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MISSION – To enhance the quality of life for those 
residing in, doing business in and visiting the 
community. The CSD strives to provide to all 

areas of the community, while being responsive to 
individuals. 

 
VISION– A regional leader dedicated to 

providing superior fire, emergency medical and 
parks and recreation services that enrich the 

community and saves lives. … 
 

BOARD CORE VALUES/PRIORITIES 
KNOW AND RESPECT THE MISSION 
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MISSION – To enhance the quality of life for those 
residing in, doing business in and visiting the 
community. The CSD strives to provide to all 

areas of the community, while being responsive to 
individuals. 

 
VISION– A regional leader dedicated to providing 

superior fire, emergency medical and parks and 
recreation services that enrich the community and 

saves lives. 
 
 

BOARD CORE VALUES/PRIORITIES 
KNOW AND RESPECT THE MISSION 
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MISSION – To provide exceptional and vital 
services to our diverse community. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

BOARD CORE VALUES/PRIORITIES 
KNOW AND RESPECT THE MISSION 
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1.  A COLLECTIVELY DEVELOPED SET OF ATTRIBUTES THAT STATE 
“OUR AGREED WAY OF PROTECTING AND ADVANCNG THE MISSION” 

 

 

2.  CORE VALUES REFLECT THE ORGANIZATIONAL VISION…SETS THE 
VALUES- BASED CULTURE, GET REFLECTED IN IMPLEMENTED 

PRIORITIES 

 

3. CORE  VALUES ASSERT BOARD ACCOUNTABILITY 
 

4. THE HIGHEST SET OF DECISION FILTERS AS TOUGH DECISIONS COME 
 

5. LIVING CORE VALUES TAKES COURAGE AT TIMES 
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1.  YOU HAVE GOALS AND STRATEGIES REFLECTING YOUR MISSION/VISION! 

2.  “FOUNDATIONAL CORE VALUES” PUT ACTION TO STATEMENTS. 

3.  BOARDS THAT STICK TO THEIR CORE VALUES CREATE A VALUES-BASED CULTURE 

4.  CORE VALUES CREATE DECISION FILTERS FOR YOU, THE BOARD. 

5.  GOOD  BOARDS  UNDERSTAND  THE LINKAGE BETWEEN SOLID CORE VALUES 
AND AGENCY LEVELS OF SERVICE (LOS). 

6.  DECISIONS OR DIRECTION WITHOUT A CLEAR LINE, CONFUSES AND LESSENS 
LOS. 

7.  GOOD BOARDS COLLECTIVELY DEVELOP, THEN CAREFULLY FOLLOW THEM. 

8.  CORE VALUES GENERALLY CONSIDER THE LONG-TERM EFFECT OF DECISIONS 
ON LOS 
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VALUES-BASED DECISIONS 
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1.  YOU DO THAT NOW, BUT INDIVIDUALLY … AS NEEDED… AS APPLICABLE 

 
2.  OFTEN “INTERIM” VALUES ARE USED 

 
3.  VALUES MUST BE SHARED 

 
4.  VALUES MUST BE LIVED TO BE REAL 

 
5.  YOU PARTICIPATED IN AN EXERCISE. FROM THAT I EXTRACTED 

CORRELATIONS  CORE VALUES… 
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VALUES-BASED DECISIONS 
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Your first meeting: 
-  The other four - This is your decision team 
-  They may share your thoughts, or not - Lots of decision together 
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• Individually, we all have values that we apply to the decisions before us. 

• Today’s exercise is to consider and agree on a collective set of CORE 

VALUES… 
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- Deliberations/Discussions/Debate…ALL GOOD, with civil respect 
- Setting the example as respected leaders in the community 
- Working together to craft the best decisions for this MISSION, for this region 
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CORE VALUES – when worked out, set the cultural foundation 
of what’s important to a Board and District. THEY ARE EXPRESSED IN 
PRIORITIES 

  
- It can take some work and some discussion and some cooperation 
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• Board agreed core values serve you into the future, assuring that you are 
putting first things first. 
• They will serve 
you In good times 
and tough times 
• It takes courage to 
respect our values 
at times 
• Its a grand expression 
of great local governance 
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• You are part of a decision machine 
• To optimize, all parts must do their job, 
both specific/unilateral jobs and integrated 
jobs 
• The Board “part” must works together to 
set Core Values and priorities 
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Establishing Clarity in what, why and how we 
do things 

Public Agency Organization 
Model 
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Photographs of wall charts follow: (Those most discussed are left 
larger for ref.) 
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