FAIR LABOR STANDARDS ACT

BOARD WORKSHOP EXHIBITS

PRESENTED BY THE HUMAN
RESOURCES DEPARTMENT
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What is happening?

The way overtime is calculated and compensatory time is accrued will be changing to implement labor
agreements negotiated by SEIU and LIUNA and to be consistent with the terms of the Fair Labor Standards
Act (FLSA). These provisions also apply to employees covered by the Resolution for Exempt Management,
Management, Confidential and Other Unrepresented Employees and to temporary employees as defined in the
Ordinance 440.

What is FLSA overtime?

The Act establishes rules for calculating overtime pay. It requires overtime pay for non-exempt employees
who work more than 40 hours in a seven-day FLSA workweek. The FLSA workweek for employees on a 9/80
schedule may overlap pay periods in order to account for employees’ 9/80 off day and at the same time ensure
that each workweek contains 40 hours.

How is this different?

In the past the County has paid overtime based on the number of hours worked beyond the employee's

regularly scheduled day or 80-hour bi-week. Actual work hours and paid leave time both were counted toward

the overtime threshold. Under FLSA rules non-exempt employees are paid overtime when they actually work
iore than 40 hours in the FLSA workweek. Leave time does not count toward the 40-hour threshold.

Will any exempt employees still get overtime?

Yes, in fimited circumstances. The most common occurs when an employee is placed on call and is called
back to work. The employee will be paid at overtime rates even if that time would not qualify for overtime
under FLSA rules. All of the exceptions are listed in the applicable Memorandum of Understanding on
www WorkferceExchange.net; click on HR Toolbox in the header, then on the left side of the page, select
Employee Relations. The MOU's are available for selection on the right side.

Who will be affected by this change?

Negotiators for SEIU and LIUNA agreed that the change would apply to all the employees the unions
represent. To be certain about whether the change affects you, check the County Classification and Salary
listing, which indicates whether a county position is exempt or non-exempt. The listing is available at
www . WorkforceExchange net; click on HR Toolbox in the header, then on the left side, select Classification.
The Class and Sailary Listing is available for selection on the right. You may contact your Human Resources
Services team if you have any questions.

Why should | have to lose pay because of this change?
This change will affect some employees financially in order for the county to abide by the law and with
negotiated labor agreements.

When wiil the changes take effect?
Je expect to implement the changes effective as of July 3, 2008




what if | have additional questions?

Human Resources will be holding Question and Answer sessions at the following times and locations:

June 9th  3:00 p.m. *Sherman Building (100 seats)

June 12" 3:00 p.m. and 4:00 p.m. County Administrative Center, Board Room

June 18" 2:00 p.m. and 3:00 p.m. County Administrative Center, Board Room

June 24" 9:30 a.m. and 2:00 p.m. Workforce Development Center, indio

June 30" 9:30 a.m. Auditorium, Community Health Agency (50 seats)
July 2™ 2:00 p.m. and 3:00 p.m. County Administrative Center, Board Room

July 9 2:00 p.m. RCRMC

July 10" 3:00 p.m. and 4:00 p.m, County Administrative Center, Board Room
July 14™  2:00 p.m. and 3:00 p.m. DPSS, County Circle, Dodge Room

July 17" 2:00 p.m. and 3:00 p.m. County Administrative Center, Board Room
July 23®  9:30 a.m. and 1:00 p.m. Workforce Development Center, Indio

July 24" 2:00 p.m. and 3:00 p.m. County Administrative Center, Board Room

To attend one of the sessions, please send an e-mail to FLSA@rc-hr.com and indicate the date
1d time of the session that you would like to attend.

Departments may hold additional Question and Answer sessions for their employees.

*The address for the Sherman Building is 3900 Sherman Drive, Riverside, CA 92503 (Located off Magnolia
Ave. & Jackson St. - Behind Parkview Hospital)




Overtime Is Changing — What Do the New Rules Mean?

You've probably heard that as of July the way overtime is paid in the County for employees in LIUNA or
SEIU bargaining units, and for employees covered by the Management Resoiution. You may be
wondering what does this mean to you. While it is impossible to answer that question for every
employee in just a few paragraphs we did want to fill you in on three “big” changes because this might
help you understand how the new system will work.

The first change is probably the biggest because it is going to require everyone in the County to
think about overtime in a whole new way. Under the old system you are familiar with overtime was
determined on a daily basis but under the new rules overtime will be determined on a weekiy basis.
An example will probably make this easier o understand. Let's assume that you work a 9/80
schedule, with Friday as your 8-hour day, and you regularly work 7:30 a.m.-5:00 pm. For
purposes of our example, on Tuesday evening your supervisor asks you to stay until 7:00 p.m.

Under the old system the time between 5:00 p.m. and 7:00 p.m. would be considered overtime
because it was two hours more than your usual work day. That is how daily overtime is calculated.
However, under the new FLSA system the time between 5:00 and 7:00 will not be considered
overtime because they will only be the 19" and 20" hour you have worked that week. So what
happens to these “overtime” hours?

Well, if you worked your normal schedule that week you would expect to reach 40 hours of work at
11:30 a.m. on Friday morning. However, because of the extra two hours on Tuesday, you will
actually reach 40 hours at 9:30 a.m. on Friday morning. As a result time between 9:30 a.m. and
11:30 a.m. on Friday morning will be overtime. That is how a weekly overtime system works,

So while you may be used fo thinking you worked overtime on Tuesday evening, under the new
rules you actually won't work overtime until Friday moming. So the key is to stop thinking about
days and to start thinking about weeks to figure out when you have worked overtime.

part} only time actually worked in excess of 40 hours in a workweek will be counted as overtime.
Under the old system the hours you were paid were used to determine if you were eligible for
overtime. This practice of using paid time led to abuse and overtime was being paid to employees
who had not actually worked a full week. This change will make overtime payment more equitable
and reward those employees who have truly put in extra time.

2 The next big change has to do with which type of hours qualify for overtime. After July (for the most

as salaried employees and wifl no tonger be eligible for overtime (in most cases). They will be paid
their regular bi-weekly salary each pay period. While we've always had “exempt” employees they
have received overtime in the past under the MOU, not under the FLSA. As of July that will be
changing.

3 The third big change is that employees who are considered “exempt” from the FLSA will be treated



Exempt employees generally fall into one of four categories: executive, professional, administrative,
and computer. You can look on the County’s Class and Salary Listing to find out if your job |
exempt “E” or non-exempt “N”.

More Flexibility In addition to the three major changes outlined above you may alsc see
some added flexibility in your daily schedule as a result of moving to a weekly overtime system. With
daily overtime your supervisor did not have much discretion with your day-to-day work schedule. For
example, if you had to leave early on Wednesday your supervisor could not let you “make up” time on
Thursday because that generally would require the payment of overtime. With the change to weekly
overtime your supervisor will have more flexibility fo work with you on minor schedule adjustments
during the workweek because these usually will not involve the payment of overtime.

Scheduling Even though there are no planned changes from current practice, most
employees do not fully understand the rules about scheduling. As a general rule your supervisor can
change your daily schedule, including your start and stop time and/or the days you work, to meet the
needs of the department. In some departments - like RCRMC - this happens all the time but in others it
is rarer. Just keep in mind that this can happen, even without any advance notice to you.

When it comes to a change of the shift pattem for your work group (e.g. 9/80 to 4/10) the County has to
provide two weeks notice to your union before implementing that change. Although not specifically
required, you should expect to be notified as well.

Similarly, the County cannot alter your established FLSA workweek to avoid paying you overtime for
that week and the County generally will not alter your FLSA workweek unless you are changing your
“8/80” day or some similar change.

So while there is considerable flexibility with your shift scheduling there are also some limits on what
changes can be made, or at least how much notice is required before a change is implemented. As
always, management can require you to work any hours necessary to get the job done.

Q&A Sessions Every change brings uncertainty and we expect this be true as we
make this conversion in how overtime is paid. We invite you to attend one of the employee information
sessions to have your specific questions answered. The schedule for these meetings can be found on
workforceexchange.com. Foliow the FLSA page link, enter your employee information, and then
select the “Payroll Stuffer” link. You can also contact your HR Services Team for additional
information or send an e-mail to FLSA@rc-hr.com.




RONALD W. KOMERS, IPMA-CP
AssT. County EXECUTIVE OFFICER
HuMAN RESOURCES DIRECTOR

BARBARA A. OLIVIER, SPHR
County Administrative Center ASST. HumaN RESOURCES DIRECTOR
4080 Lemon Street, P.O.Box 1569 « Riverside, CA 92502 » (851) 955-3500
44-189 Monroe Strest, Suite B  Indio, CA 92201 « (760) 863-8327

June 17, 2008
Re:  Fair Labor Standards Act (FLSA) Overtime Payment Exem
Name

Address
City, CA Zip

e County of Riverside and your bargaining unit
consistent with provisions of the Fair Labor
ion that establishes overtime pay standards

During the latest round of labor negotiations,
agreed that employees will be paid overtime
Standards Act (FLSA). FLSA is the federal legis
for full-time and part-time employees.

After careful review, the County has determined that your position of WORKERS COMP UR
NURSE CASE MGR is considered exempt from the FLSA overtime payment requirements.
Effective July 3, 2008, you wili no longer be entitled to receive overtime pay.

All other premium pay such as shift differentials, call-back and standby pay will continue to be
paid in accordance with the provisions of your bargaining unit's Memorandum of Understanding.

ding FLSA provisions please visit: www.WorkforcebExchange.net. If
FLSA status, please contact your Human Resources

For more information
you have questions
Services Team.

Sincerely,

\—-wo\\_;_

Ronald W. Korpers
Assistant County Executive Officer/
Human Resources Director

Exmrrgd Empiovees



RONALD W. KOMERS, IPMA-CP

AssT. COUNTY EXECUTIVE OFFICER
HUMAN RESOURCES INRECTOR

Wmner IPMA Award for Excellence

County Administrative Center ASST, HUMAN RESOURCES DIRECTOR
4080 Lemon Street, P.0.Box 1562 » Riverside, CA 92502 » (951) 955-3500
44-199 Monroe Street, Suite B » Indio, CA 92201 « (760) 863-8327

BARBARA A. OLIVIER, SPHR

June 17, 2008
Re: Fair Labor Standards Act (FLSA) Overtime Payment Provisions
Name

Address
City, CA Zip

During the Jatest round of labor negotiations, the County and yo: argaining unit agreed that employees
will be paid overtime consistent with provisions of the Fair Labor Standards Act CFLSA) This will also
apply to non-exempt employees covered under the Resolution for Exempt Mmagwent Management,
Confidential and Other Unrepresented Employees. FLSA is the federal legislation that establishes
overtime pay standards for full-time and part-time employees.

According to FLSA provisions, employees classified as non-exempt receive overtime pay for hours
actually worked in excess of 40 in a seven-day FLSA workweek at a rate not less than one and one-half
times their FLSA pay rate. :

After careful review, the Cousiy. has determmed that your position of ELECTIONS COORD -
SERVICES is classified as norn-ex aceordmg 10 FLSA. Effective July 3, 2008, you will be entitled to
receive overtime pay for hours actﬁally worked in excess of 40 in your approved FLSA workweek

“““

in which your FL.SA workweek ends.

Please be advised that if you are werking a 9!80 work schedule your FLSA workweek may not coincide

and evalum )

Ali other premlum pa such as splﬁ dlfferentlals eall-back and standby pay will contmue to be paid in

the pay penod in whlch your FLSA workweek ends.

If you
have further questions regarding your FLSA status, please contact your Human Resources Services Team.

Sincerely,

\*‘\—\Q\R__

Ronald W. Komers
Assistant County Executive Officer/
Human Resources Director




RONALD W. KOMERS, IPMA-CP
ASST. County ExECUTIVE OFEICER
HumaN RESOURCES DIRECTOR

Wmner IPMA Award for Excellence

County Administrative Center ASST. HUMAN RESOURCES DIRECTOR
4080 Lemon Street, P.O.Box 1569 e Riverside, CA 92502 e (951) 855-3500
44-199 Monroe Street, Suite B » Indio, CA 92201  (750) 863-8327

BARBARA A. OLIVIER, SPHR

June 17, 2008

Name
Address
City, CA Zip

Re:  Fair Labor Standards Act (FLSA) Overtime Payme Provisions

employees will be paid overtime consistent wﬂh FLSA provxsuons More. recently the parties
agreed that employees in your job classification will be entitled to receive a recruitment/retention
premium for all hours worked in excess of 80 in a.pay period. To review the entire agreement
between your bargaining unit an he County of Riveréide, you may go to:

www.workforceexchange.net.

Your position of PRE HOSPITAL LIAISON NURSE is ex 'pt from FLSA overtime provisions,
however, you will continue to féceive overtlme paviior au,thonzed work in excess of your normai
work schedule until the” C
recruitment/retention premium.

(MOU). To ensure accurate payment please be sure to code your time correctly for
tlmekeeplng purposes :

Sincereigi,'

\—\w\\_\_

Ronald W. Komers
Assistant Gounty Executive Officer/
Hurman Resources Director

Siledathor




THE TRUTH ABOUT
“FIGHTING tHe LOSS

or OVERTIME TOGETHER”

SEIU, Local 721 recently circulated a brochure re-
guesting that you join with them to fight the loss of
overtime. Here are some things they did not tell you:

Changes to overtime rules are the result of a union
contract negotiated between the County and SEIU in
December 2005. The County is only following the
labor contract in implementing the negotiated Fair
Labor Standards Act (FLSA) changes.

SEIU understood overtime changes because its legal
counsel, Fern Steiner, from the San Diego firm of Tos-
dal, Smith, Steiner, and Wax, was invited to negotia-
tions on December 15, 2005 (the date the agreement
on FLSA overtime was made), met with the SEIU ne-
gotiating team, and asked questions about the pro-
posal during negotiations.

When the labor contact was submitted to the Board
of Supervisors for approval, the following statement
was made: “Overtime: For FLSA covered employees
consistent with FLSA”. There was no secret that the
change had been negotiated and SEIU did not chal-
lenge the contract when it was submitted to the

Beard.

The County does not know what information SEIU
communicated privately to employees it represents
about this change. The ratification message on SEIU's
website did hot make any reference to the FLSA
change.

Rebecca Miller, who negotiated on behalf of SEIU,
stated the following about the new MOU in a Labor-
Management meeting held on Thursday, January 12,
2006:

Rebecca [Miller] replied that the negotiating
team and the union staff are positive about the
contract. The materials sent to employees and
look at the ratification process, from the begin-
ning it was conveyed that the contract is good,
and union members made tremendous strides.
Rebecca said it is a very complex contract, and
it is difficult to explain across the board...

SEIU has filed a charge with the State PERB but not
because of “the County’s move to prevent several
hundred SEIU members from receiving overtime
pay.” The charge alleges that the County did not
meet and confer about the effects of changes to the
FLSA status of employees, an issue that was settled
in 2005 when the parties agreed to adopt FLSA
overtime rules.

The County reviewed the FLSA status of all éo7
SEIU job classifications and 434 remain unchanged,
167 classifications were changed from exempt to non-
exempt (meaning they are now eligible for overtime),
and only six classifications were changed from non-
exempt to exempt.




»  The State PERB charge makes allegations that are
not factually correct. For example:

Allegation: SEIU was unaware of the change to the
overtime rules until February 2008 when they started
receiving “inquiries from members about potential
changes in overtime compensation” and in March
2008 when the County provided information about
FLSA status.

Truth: SEIU has known about the adoption of FLSA
overtime since it was negotiated in 2005. In August
2007, SEIU actually negotiated a Side Letter to the
MOU that contained the following preamble:

WHEREAS the parties negotiated a Memoran-
dum of Understanding (“MOU™) that, with some
limited exception, pays overtime in accordance
with the rules established in the Fair Labor Stan-
dards Act (“FLSA");

AND WHEREAS the County has reviewed all the
classifications in the bargaining units represented
by SEIU to determine which classifications are
exempt from the FLSA overtime provisions;

If SEU did not know about the FLSA rules being im-
plemented why does the 2007 Side Letter make ref-
erence to the FLSA and exempt employees? The
side letter is available on workforceexchange.net if
you want to see it.

Allegation: SEIU first discussed FLSA overtime with
the County during the March 2008 labor-
management meeting.

Truth: There have been ongoing discussions about
this issue with SEIU since December 2005, For exam-
ple, this discussion is recorded in the minutes of the
Thursday, April 13, 2006, Labor-Management Meeting:

fmplementation of FLSA Overtime

Arianna Jimenez said she has heard a rumor that
the County intends to unilaterally change employ-
ees' FLSA exempt/nonexempt status.

Ron Komers said he would address this question
conceptually: It is the employer’s obligation to
determine employees’ exempt status, and it is
determined on a position-by-position basis. When
we go through a classification review process, we
ensure that we comply with the law in that regard.
It is not a discretionary act; it is 8 mandatory act.
An employee’s exempt or nonexempt status is
determined by their duties. It is always the
County’s intent to comply with the law. Doris
Lackey, Human Resources Services Manager, is
responsible for making determinations as to ex-
empt or nonexempt status. ... Employees may
contact Doris Lackey if they feel they are misclas-
sified in terms of FLSA status.

oSEIU alleges “Overtime Misused by Management”
but County employees who are eligible for overtime
have always been paid overtime in the past when
they qualified, and will continue to receive overtime
in the future in accordance with the labor contract.

«SEIU states that “Your employer should give you
two weeks notice when your schedule will be
changed.” The labor centract requires that the union
representing the affected employees be notified one
pay period prior to any change to an existing, alter-
nate shift pattern (i.e. /80 to 4/10 or to 12 hour
shifts). However, the County can legally adjust your
daily or weekly work schedule without any advance
notice to the employee or the union, to minimize the
overtime you will be required to work. County man-
agers are actively reviewing their overtime practices
and are particularly focused on ensuring that exempt
employees do not feel mistreated.

oSEIU poses the question, “Do | have to work over-
time?” We agree that the answer is “yes." The
County has the right, and the responsibility, to en-
sure that the work is done. If overtime is necessary
the County can require you to work. This is the
same as it always has been and never before has
SEIU indicated that this is an “abuse” of employees.
The assignment of work including overtime is a fun-
damental management right.
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Frequently Asked FLSA
Questions

What is FLSA?

e The Fair Labor Standards Act (FLSA)
requires employers to pay Non-Exempt
employees one-and-one-half times their rate

of pay for hours worked in excess of 40 in an
FLSA workweek.

e The FLSA workweek is any consecutive 7
days or 168 hours




What determines which employees
are Exempt or Non-Exempt?

FLSA provides exemption from the Act’'s
overtime requirements for the following
employees:

» Executive

¢ Professional

« Administrative

» Computer (analysts, programmers, software engineers)

Employee status is based on the nature, scope
and consequence of the position (not just job
classification).

What does this change mean for
Non-Exempt Employees?

Non-Exempt employees will get overtime pay
for hours actually worked in excess of 40 in an
FLSA workweek. Hours paid such as vacation,
sick, holiday do not count in determining
overtime pay.




What does this change mean for
Exempt Employees?

Most Exempt employees will no longer receive
overtime pay.

Will other types of pay be affected?

e Other types of premium pay such as:
-Shift differentials
-Call back and Stand-by
-Recruitment & Retention premiums

Will continue to be paid to Exempt & Non-Exempt
employees according to the provisions of the
appiicable MOU.




When do Non-Exempt employees
get paid overtime?

e Hours are evaluated at the end of each FLSA
workweek and payable at the end of the Pay
Period in which the applicable FLSA
workweek ends.

e Employees who work an Alternate Work
Schedule (e.g. 9/80, 6/12) may have FLSA
workweeks that end in the next pay period.

Why aren’t FLSA workweeks the
same as Pay Period weeks?

¢ For employees who have Alternate Work Schedules
such as 9/80 or 6/12, the 8 hour day must be split
between two FLSA workweeks so that each workweek
totals 40 hours.

The 8 hour day determines when the FLSA workweek
begins and ends.

The Pay Period week begins each Thursday, but
depending on the Alternate Work Schedule an
employee’s FLSA workweek may start on any day of the
week (e.g. Friday).




Why don’t we adjust Pay Period weeks
to be the same as FLSA Workweeks?

Because there are approximately 40 different
FLSA schedules at the County (e.g. 9/80
work schedules with Friday or Monday as the
8 hour day).

Who can be required to work
“overtime”?

Exempt employees are required to work the time
necessary to accomplish the job they are assigned.

e Non-Exempt employees can be required by
management to work over their normal schedule.
e Because of the FLSA changes, some employees

who will be mandated to work over their regular
hours will not receive overtime pay.




Can an employee’s work schedule be
changed?

e Employee daily work schedules may be
changed at any time based on business
needs;

e FLSA requires that overtime be evaluated on
a weekly basis (any consecutive 7 days or
168 hours), therefore daily start and end
times can be changed without affecting the
overtime computation.

Can an employee’s work schedule be
changed (cont.)?

e FLSA prohibits employers changing the regular
FLSA workweek, (the 7 day consecutive period) in
order to avoid overtime pay

e |If an employee’s work schedule is changing, the
department time entry staff should be notified at the
beginning of the pay period so that the current FLSA
schedule is reflected in PeopleSoft.




How do Exempt employees
account for partial day absences?

Generally, employees represented by unions
must deduct partial day absences from sick
and vacation time accruals.

Who qualifies for stand-by and call
back pay?

e If an employee (Exempt or Non-Exempt) is
called back to work when on stand-by, the
hours worked will be paid in accordance with
the applicable MOU.

e If a Non-Exempt employee is called back to
work but had not been on stand-by, the
hours worked will be paid and evaluated for
FLSA overtime.




Fair LLabor Standards Act

(FLSA)

Standards for Overtinw and
[’:\i’l”;ll,-""‘"‘.‘.A\:(Hl-—('\l"li‘l!]{' Stattls

FI.SA Overview

The Fawe Labor Standavds Act estabhishes vavdelines
used toderermine whether employees are entitled 1o
FT.SA overtime,

Overtime is paid on howrs actoally worked doring the
IS workweel,

An cmplovees PLSA scehedole determimes the FLSA

workweek,




Detfinitions

Exempt - Based onan employee’s

posttion/ classification and the nature of the duties
performed an emplovee may he excempt rom FESA
overtme,

\mH'\mn[H ~ Helors 1o :-mlﬂm,':_'-('\ who are cligible for
FLSA overtine.

FLSA workweek - Consists of 7 consecutive diays (165
hours).

[FESA sehodule - Is ased to determine the FESA
workweek for noB-exempl cmployvees.

Definitions

FLSA Regular Rate Based on cmplovee’s hoorly vade,
differeniials, and total hours worked dueing the T'TSA
workweek, (Nav vary rom FISA worlvweck 1o
worlweck 11:-114-|'|1iir|;*; ot adiiTereneials and total hoores
worrhed),

FESAN Onertimme Bate e and one il tones the
FISA regalar rane ol pay.




Fair L.abor Standards Act ( 1IS\)

Lineeter IS ¢ mplovers compensate non-exenpl
cmplovees onc-and-one-hali-times thenr FTSA
recibar cate ol pay Tor hours aetindly worked over 0
incan FLSA workweek,

“aid teave time inctuding vication, siek, holiday and
mn]u nsatory thne is not considered thme worked
for the o vmputition of FLSY overtnne.

Fxempt emplovees are not entitled (o ove FLime puy
nuder FESA, but may be entivled to othey premium
pay under the .lil]'lll( .1hl= Moemorandune of
Urnderstandimg (MO

Who is subject to the overtime
changes?

FESA overtime applies (o “non-excimpt”
cmplovees within:

ST

LILINA

Ntm—vu*mpi l‘illl.lltll\'[‘ll‘“{ covered by the
Resolution lor Management,
Confidential and other Unrepresented
Ernployees,




Other Premium 2ay

Other Preminm pay will continae to he puaid
accordimee with the provisions of the applicable MO
Preminn pay hichudes:

Shitt differentisls

Pavinent at overtinge rate for call back whenoon
\l.;mt“.r_\-'

Becruitment and retention premians
Tor nurses aind socind workers

e

I x (rmpt’/ hY on-cxempt Status

FLSA statns s deternnned based on the tvpe of worl
meecluding the scope and consequence ol duties
performed.

Fhoman Besonrees has riviewed all positions (o
cnsure that they are appropriately eoteporized as
FISY exempr or FESA non-exempt. (Please see the

Chass el Salaey Distinge located one




FI.SA Overtime Calculations

Overtine is based on time actaally worked
over 1O houes inan FILS A workweek (not
time paid),

Inorder 1o he lmid as overthme, hours must
be vreported by using the appropriate time

reporting code.
|

|

| 378 Scehedule
|

FLSA Week 1

Sat | Sun i Mon |Tue|Wed
0331|841} D42 04031044
- K NET I

Flie esanple shos e s baseid s
HH A i]l']‘il}’:lllllll‘[[]r l(_'i')”l!lli_'i\" I‘]j"\‘l\ L SR DR T L &3 SO

worhoverh s 1o senedidied hoans,




FLSA Overtime Example

Suzie is scheduled for o 575 sehedule and reported e
hours Revular, 8 hours Viacation and 1 hours
“Overtine”,

Suzie is not eligible to be pand at time and one half for
the overtime hours since she actually worked fewer
than 10 hoors i ithe FLSA workweek, The + hours
that Suzie worked in excess ol her sehedule will be paud

Al stradelt tine,

FI.SA Overtime Calculations:

An FESA workweelois based aonan cimployecs approved
work (FISAY scliedule as Tisted in PeopleSolt Time &

1..ithor,

FlSA vworkiveehs coasist ol 165 consceulive hour

wrinds (7ebiivs v 2 hanes per iy,
] | | A




FI.SA Work Schedule

The FESA workhweek s determimed by oan approved FTLSA

sehedule such s

050 schedale - FESA workwoeek s deternimed by the s

hour day such as: briday - Friday or Monday - Mondan

2 schedule —~ FESA workweek is determined by the &

hour day such as: Wednesday - Wednesday
S8 schodule — FLSA workweek is Thursday -
W (‘(fn('wdgl_\'

10 schiedule = FESA workweelk is Thursday -
Wednesday

/10 Schedule

Tue

[ ]

0410

Wed

w08

Tl tinesbees example o i harsedb o
o sehedudes ack iod coniains two coniple!
worhwweelos Poely FESA wonrhv o o 1o sebied bl

i ('Illpill"-:('l.‘ worked § hovrs o ovestino i LS

18.00




3/ 12 Schedule

i mmm

B
EIEEA

e eninpie ahose s Toran ciplover o 2712 selier
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9/80 Schedule

For emplovees who work a 9750 schedale their 8 hour
dhay by split between two FLSA workweeks, so that cach

FLSA worliweek toals 10 selieduled Lhoowrs.

For emplovees who work o 6750 scheduale one FLLSA
worlweck may be divided hetween two iy periods

(See example, next shide)

/50 Spht Day

FLSA Weak?

FLSAWuck

Fi | Sot | Sun | Boa | Tue | Wed| Thu | Fi | St | n | Mon | Tue | Wed] T | Fi
Q4161 477 0408 48 | 04D B4 04V 0413 044 {50476 4717 B4 4130420 421 | b2 1043 | 04|
TR m{m- N OB

L1 180190130130 (G
GD[ | 190190(80]90] |

In the cvample above, John works o /780 sehedule with pay
week Prdov ot The s hoor dav s divided in hatf with 1 hones
atlocated to FLSA worbweek T ardd Fhones to FLSY worliweel
2. Othersose FPESA workvweckh 1 swwould rellect 18 hoars seorhed
aeed FLSA workweelk ¢ wonld veflect 26 howrs worloed,




FI.SA Work Schedules

Overtime will not he evaluated aceuratelv mnfess the
corrcet FLSA schedole s Hpt!;lll'd i PeopleSof
FIIRNTS.

Supeirvisors neetl (o provide "Timekeepers with
| approved FLSA work schedules For non-exemp
| cmplovees so that overtime can bhe calenfated
| i'ut't‘(_'i‘ll_\'.

Tiwmekeepers will he given detailed instructions Tor
upelinting these sehedules in FTRNS,

Important Changes Regarding
Overtime Pay

Favahauteom ol osertime ocenrs st Che ened ol e

canployvec’s FLSA workweck,

Overtime s prad o the pay pertod in whielo the

worrlkweeok crds,

IMan IS AVseorkseck has not ended sathim the pay
period, hours worked i eveess ofan employes’s

sechedibe sl be paid o straieht e (NOTE),

10




Paycheck Earninegs Codes

FEOT FLSA overtime worked and patd dorving the corren
Py ln"l‘inrf.

Pazd g one sowl one hal times che FYSN ey race forine

actiadly sworhed noeseess ol the FLSN senedule

NOT - Hours worked in excess of the cinplovee’s scheduale.
Siee the FIS AV workweel has not ben compleied during the
pivy period, hoas setally wovked will he evaluated in the
Folloain pary peviod and Bours worled inescess of the
employ FLSA sehedude is poid ar steaight tivie during the
curreni pay period.

COT — Overtime compensation not evaluaied by FLSA.
CHher overtime vompensiiion nol applicable to eiplosees
tinder LIPS ACSETL o i exemp cmployees vosered iy the
Resoiution Tor Bxempr Noamgemenn, Manaeement,
Coulidential mod Other Unepresented Faagploners

i

0401262007 EndDate:  U4M812007

Rate Code Hours Rate: ﬁum’nuﬁ 28.324400
28.324400

Description Rale Cade Hours Rate tsed

Regular 42,50 28.324400 1203.79
Vacation 1.50 28324400 42.89
Stralght

overtime - 0.50 26.324400 1418
Bys Maint

11




Pa‘y heck Ka rnings Codes

NOA - Overtime adjustment made the following pay
period,

s to coinbensaten for hours

worled nreseess of
the TSN worbiwerh, 1P

il TSN Brourly mite oy
dyvopatd an the FISA race "XOTT

FOX  FISA overtime adjustient,

Avovertime adjnstiment padd a1 one cid one halUCtimes the
FESA Bomely mie Tor o presioies [uiy period,

OSE Overtime Standby

Compessation pail ot one siad ooe Tl mes the vanplosees
Batody rate Tor svadhy “call ek [riy.

2aycheck Sample

Begin-Lnd Dotes Midi# Renson

Adgifional Data
DAR200T - 0252007 4 Mot Specified

Rate Code  Hours Rate Earrings Hourly Rate! 9214650
Regudar:

Overtime:
Rep Earns:
Rate isod:  HowrlyRate .

iCode Descripion  Rate Code at Aatoust + T R
(XOA OamAg B aN4 .. BB AH

12




Noew l’aycl'l ' liurninhs Codes

NTW — Compensatory Tone Worked held for evahiition
Compensitory thne camnditionzHy eredited (hanthed 1ime ) ar the
TT.50 }Hllli'l“ rate for fie worbed moexeess ol the FLSA work
sehiedode i the cinrerns pay period. Overtime evalugiion will accny

} inthe nest oy prertonl,

| !

\

When the thme s evslunted incthe nest pay perviod i is
determined that overtitne was waorhed during the eomplete FLSA
workwecek, then € winpensaiory Gine is eridined os thie "7V
code at one d-one-lalf thnes the TS0 hoarle rate,

When the thve s esaloated slocing the next pay peried i G
determined fhay o thine was not worhed for the complere FLSA
workweek then coanpensi o Dot at the T'LSA Boarly rinee
nsing the "XAYLET eaening s code,

I’ayclwck Czn‘nplcs

Addl# Reason
5  NotSpacified

Rate Code Hours Rate Earnings ! 15819400

Regular:

Overtimre:

Reg Eamns:

Rate Used: Hovrly Rate

MOty E g : 3

iCode Descrintion Amoynt + T R
oL Comp Used . 14327 AW
{REG Reguisy | 220287 H
XIW SusTmwkd _ @ . NAH

13




Time Sheet l*)x;implvs

Johrr worlis o o/20 schedule with pav o secek rnday off Drorogy
the FISA workweelk ol ol 1/ 337/07 throueh 1/¢ o7, he workerd
S0 onvertiine hours, Jobn sill receive overtime pav in the pay

period whieh ended 1725707 since e worked over 10 hours i

ithe t'nmlilvi't."cf FLSA workweek which ended 1720707,

[LSA Woek 7

Tue | Wed] Thi | Fi Sun | Mon
N7 |94 o4/ Joar

Fri | Sat | Sun | bon | Tus [Wed| Thu | Sun | Won
(M6 | 4707 | 0408 0409 | /D [ 04711 [ 04772 [ 04113 | 04d [ 14715 [ 04786

Thimesheet lix:unplvs

Muary werhis oo bosn schedule soitho gy woeeh Friday oft [avine, the
FLSA wnrioweeh ol 1) e throngd b7 (L ey warkied an
additionad Do hogrs, Sivee e FESA o choended oo peay Aoy
My will be e <teadedi thee o hie ol thest ended oy

P oy e overtine poy i be cvadomied the mest piy periodd,

Schedule: £
SplitDay: 5
Pay £nd Dt s

[LSA Wenk ?

AWk T
Tue | Wed | Thu
[ 0 (2%

Sat [ Sun
0413|0414 | D4R 04716




Timesheet Examples

tn the example Below Ton works o 0750 schedule with pav
week Pridayv ol There was a holiday on NMondav 1716707 and
Tom has reported overtime on 17107707 and 1ois/o070 Tom s
not entitled to overtime since he only worked 36 hours durig
FLSA workwecek o

Sthedule: o _
Spl Day: 3

Pabudde ot

Fri_| Sat | Sun | Mon | Tue |Vied| Tha | Fei | Sat | Sum | Mon | Tee
475 ] 0407 | e8| 48 [ earD [ 0unq Joanz 4113|044 04415 | D4/16 | 4A7

Wed| The
4n18] 0419

Sumimary

Tt s nnportant that Superyisors nofy ther

| repariment Tonelieopers of pon-exempt coployeey”
cnrcent sehedoles for covreet pavment of overtnme,
Cvertime oy evaluaced ot the end of each FLSA
workaecl,
Overtime s paid i the pav peviod moschich the TLSA
workweel s cornpleted.
I*,i.u]_wlu_\l’a.’f-, wilh 9750 work schodoles will hase ther =
bhour cbiy split in ball <o vhat cocli FLSY worfoweck has

soheduled 10 hours of waork,

15




Questiml & Answers

Lets review what has changed regarvding payment

of FISA Overtime at the County of Riverside,

Teview

Joho s o £ us todim el works five 8 honr iliays,
Monday through Prickiy (s FLSA seliedale is
Thursday throneh Wednesday), Monday is o holiday
and John s paidb lor 5 hours holiday, Johnworked 1o
honrs eacly day on Foaesdiny, Wedsiesday, Tharsday and

Pridayv, How mach overtime swouold John be entitled 1o

in the TR [:u-limi'_’

VISR Wonk 1
Thu | Fri | Sat | Sun | Mon [ Tue [ Wed
03/29| 0330 03/31 | 0441} M4M2 [04/03[0444
ETE ‘ . 900" 800 :

16




QI_I(‘.Ht 1on

Choosce the best answoer below:

A John is entitled o -+ hours overtime
B.) Johnis not cutled to overtime

C.) John is entitled to 8 hours overtime

Answer

\; Johoots cotdled toF honrs overtine,

Due to the holiday o Weel 10 John only had 36 hours
worked meladme the - honrs overtane reportedd.
Durving FESA Week @ John had 18 hoars worked,
theretore John swonld receive 1 hours paid at straigehi
fime i PTSA Week 1and 1 howes pand o time and one
hall for FISA MWl 2

PayEnd Di: 411200

, it T ) ;
TRC Thu | Fri | Sat | Sun | Mon [ Tue [Wed| Thu | Fri Sat | Sun | Mon | Tue | Wed
03/79 [1330 | 03731 | 0401 04452 [04403]04/04 ] 0405 704/06 | 04417 | (408 (0489 umnliﬂﬁ
EBG ENET - - 608 guo| pes o - - a0 aee’ noe
HOL - - - - sy - -1 - - - - - - -
[ - - - - - 240 2000 200 200 > - - - - -

17




Review

Choose the best answ ers

The I'aoo Labor Standards Act, requires non-

exempt emplovees to he compensated time and
once half for every hour actually worked over (o

moan FLSA work week?

A Troe

Answer

Troe. The Fae abor Scandards Aot Fequires
ciplovers to compensate DOT=C eI
cinployees at time and one hatf tor every hoor

worked over 20 moan FLESA worliweck.

18




Review

Choose thie best answers:

Department Divector. Jin's position is considered
exempt. Below isan example of Jinn's tiimesheer, Toy

trnch overtime s Jim entitled 1o be |mi(|2’

i
yre it | Sat | Sun | Mon | Tue | Wed| Thu | Fri | Sat [ Sun [ Mon] Tue [Wed| Tha | Fri | Sat | Sun | blon | Tue | Wed| Tha | Fri

0323 | 03724 | 03775 | 03/26 | 03777 | 03728 03/20 [ 43/38 103131 [84/01 [04/02 |04/3 10404 [04/05 [ 04786 [ 0407 | 04/08 [ 04405 8440 [T [T
N N L K I N N I L ]

ek - - - . - - - - - - - - - - - - . - - - .

_}Q. - - - - - - - - - - - - - - - - - - - - -

. S o I T T R [T R T T T [

Jim pertodically is regquired to stav Late for his job as o
|
|
|

Review

Choose the best ansswer:

A Jimis enditled 1o 9 hours overtime.

By Jinis encithed 1o 5 hones overtime, sinee he

only had 56 hoars worked in week 1,

Co Jim s not entidled 1oy overtime,

19




Answer

Codim s not entitled to any overtime. Sinee

Juonds olassificaiion is exempt, heas exempt
from Federal overtime regulations,
\

Congratulations you have
(:mnpl(_.rl(,‘(.l the FLLSA

Interactive Training!

20




RONALD W. KOMERS, IPMA-CP
ASST. CounTY ExEcUTIVE QFFICER
Human RESOURCES DIRECTOR

BARBARA A. OLIVIER, SPHR
County Administrative Center ASST. Human ResOurces DIRECTOR
4080 Lernon Streat, P.O.Box 1569 » Riverside, CA 92502 « (951 ) 855-3500
44-189 Monroe Street, Suite B « Indio, CA 92201 » (760) 863-8327

September 26, 2008

Re:  Recruitment & Retention Premium Payment Provisions

During the latest round of labor negotiations, the County and your bargaining unit agreed that
employees will be paid overtime consistent with the Fair Labor Standards Act (FLSA). Your
position is exempt from FLSA overtime provisions and you are not eligible to receive FLSA
overtime pay. However, you are eligible to receive a recruitment/retention premium for all hours
actually worked in excess of 80 in a pay period. The recruitment/retention premium will begin
effective September 25, 2008.

The premium is paid at the rate of one times your base hourly rate of pay for hours actually
worked in excess of 80 and up to and including 84 hours in a pay period. For hours worked in
excess of 84 in a pay period, a premium is paid at the rate of one and one-half times your base
rate of pay. The calculation of hours in excess of 80 or 84 in a pay period shall not include any
hours for which you have aiready received any other premium under the provisions of your
bargaining unit’'s Memorandum of Understanding (MOU).

All other premium pay such as shift differentials, call-back and standby pay will continue to be
paid in accordance with the provisions of your bargaining unit's MOU. To ensure accurate
payment, please be sure to code your timesheet correctly.

To review the agreement between your bargaining unit and the County of Riverside, you may go
to: www.workforceexchange.net, select HR Toolbox from the menu bar, then select Employee
Relations from the Resources menu on the left. On the right hand side select the SEIU
Recruitment & Retention Side Letter. If you have further questions regarding your FLSA status,
please contact your Human Resources Services Team.

Sincerely,

Ronald W. Komers
Assistant County Executive Officer/
Human Resources Director

Side Latter Nurse




RONALD W. KOMERS, IPMA-CP
AssT, COUNTY EXECUTIVE OFFICER
HumaN RESOURCES DIRECTOR

Winner IPMA Award for Excellence
BARBARA A. OLIVIER, SPHR

County Administrative Center ASST. HUMAN RESOURCES DIRECTOR
4080 Lemon Street, P.0.Box 1563  Riverside, CA $2502 » (951) 955-3500
44-199 Monroe Street, Suite B  Indio, CA 92201 e (760) 863-8327

September 26, 2008

Re:  Recruitment & Retention Premium Payment Provisions

During the latest round of labor negotiations, the County and your bargaining unit agreed that
employees will be paid overtime consistent with the Fair Labor Standards Act (FLSA). Your
position is exempt from FLSA overtime provisions and you are not eligible to receive FLSA
overtime pay. However, you are eligible to receive a recruitment/retention premium for all hours
actually worked in excess of 80 in a pay period. The recruitment/retention premium will begin
effective September 25, 2008.

The premium is paid at the rate of one and one-half times your base hourly rate of pay. The
calculation of hours actually in excess of 80 in a pay period shall not include any hours for which
you have already received any other premium under the provisions of your bargaining unit’s
Memorandum of Understanding (MOU).

All other premium pay such as shift differentials, call-back and standby pay will continue to be
paid in accordance with the provisions of your bargaining unit's MOU. To ensure accurate
payment, please be sure to code your timesheet correctly.

To review the agreement between your bargaining unit and the County of Riverside, you may go
to: www. workforceexchange.net, select HR Toolbox from the menu bar, then select Employee
Relations from the Resources menu on the left. On the right hand side select the SEIU
Recruitment & Retention Side Letter. If you have further questions regarding your FLSA status,
please contact your Human Resources Services Team.

Sincerely,

Ronald W. Komers
Assistant County Executive Officer/
Human Resources Director

Side ietter Social Sarvices
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Guide Lists For Determining Exemptions

Fair Labor Standards Act (FLSA)
(Annotated For California Law)
Updated: October 2001

GUIDE LIST FOR DETERMINING EXEMPTION OF"EXECUTIVE"” EMPLOYEES
UNDER THE FEDERAL

FAIR LABOR STANDARDS ACT (FLSA}

(California Employers must aiso follow California law})

1) If an employee regularly earns $155.00 but less than $250.00 a week , use this checklist to assist you in
determining whether an executive employee is, or is not, exempt from payment of overtime under the Fair Labor

Standards Act;

Legal Requirement

Comment

A. His/her primary duty must involve the
management of the enterprise in which she/he
is employed, or of a customarily recognized
department or subdivision.

Determine whether individual spends at least 80% or
more of hisfher time in performance of managerial
duties (over 60% if she/he is employed by a retail or
service establishment).

AND

Management duties include interviewing, selection,
training, setting rates of pay and hours of wark,
directing employees’ work activities, appraising their
productivity, handling employees’ grievances,
planning, determining materials and equipment
needed for production or servicing customers.

discretionary powers.

B. She/he must customarily and regularly direct | Two full-time employees or their equivalent must be
the work of two or more other employees. employed in the department the executive is
managing.
AND
C. She/he must have the authority to recommend |His/her recommendations or suggestions for firing,
the hiring, firing, advancements, promotions, ar jhiring, advancements, promotions, etc. must be given
other change of status of other employees. particular weight by top management.
AND '
D. Shefhe customarily and regularly exercises His/her job must call for the exercise of discretionary

powers in the day-to-day performance of hisfher
duties. The requirement is not met by the occasional
exercise of discretionary powers,

) If an employee is compensated on a salary basis at a rate of not less than $250.00 a week , use this checklist
to assist you in determining whether shethe is, or she/he is not, exempt from the payment of overtime under the Fair

Labor Standards Act:

Legal Requirements

Comment

A. His/her primary duty consists of the
management of the enterprise in which she/fhe
is employed or of a customarily recognized
department or subdivision.

Distinguish between the executive who occasionally
manages two or more employees and where an
executive has a permanent function or status. Primary
duty generally means more than 50% of an employee’s
time in a typical workweek.

AND

includes the customary and regular direction of
the work of two or more other employees.

Employees supervised must be in the department which
the executive is managing.




Notes For California
(Executive Exemption)

1. Effective January 1, 2000, an employee must also earn a monthly salary equivalent of no less than two (2)
times the state minimum wage for full-time employment . Full-time employment is defined in California Labor’
Code §515(c) as forty (40) hours per week.

2. In California an employee must be primarily engaged in duties, which meet the test of the exemption. "Primarily
engaged in" means that more than one-half (1) of the employee’s work time must be spent engaged in exempt
work. The activities constituting exempt work and non-exempt work shall be construed in the same manner as
such terms are construed in the foilowing regulations under the Fair Labor Standards Act effective in July, 2000 --
(29C.F.R. §§ 541.102. 541.104-111. 541.115-116 ) and shall include, for example, all work that is directly and
closely related to exempt work and work which is properly viewed as a means for carrying out exempt functions.
The work actually performed by the employee during the course of the workweek must, first and foremost, be
examined and the amount of time the employee spends on such work, together with the employer’s realistic
expectations and the realistic requirements of the job, shall be considered in determining whether the employee
satisfies this requirement. See the applicable Industrial Welfare Commission {(IWC) Wage Order for further
details.

Note: Where a company is covered by both federal and state exemption requirements, and most are, the higher
standard applies. Therefore, the state minimum weekly earnings would have to be met when applying these tests
to California employees.

GUIDE LIST FOR DETERMINING EXEMPTION OF"ADMINISTRATIVE" EMPLOYEES
UNDER THEFEDERAL

FAIR LABOR STANDARDS ACT (FLSA)

(California Employers must also follow California law, see notes below)

I) I an employee regularly earns $155.00 but less than $250.00 a week , use this checklist to assist you in
determining whether an administrative employee is, or is not, exempt from payment of overtime under the Fair Labor

Standards Act:
Legal Requirement Comment
A. His/her primary duty, office or non-manual "Primary" means at least 80% or more of his/her time
fieldwork, must be directly related to (over 60% if she/he is employed by a retail or service
management policies or general business establishment).

operations of his/her employer or his/her
employer's customers.

Person must be engaged in work of substantial
importance to management such as planning,
negotiating, advising company, representing the
AND company, purchasing, promoting sales, business
research and control. Includes persons whose wark
affects policy or whose responsibility is to execute or

carry it out.
B. She/he must customarily and regularly use Distinguish between the exercise of discretion and
discretion and independent judgment. independent judgment, and the use of skill in applying

technigues, procedures or specific standards.

Terms "discretion” and "independent" judgment imply
the comparison and the evaluation of possible
Jcourses of conduct and acting or making a decision
after the various possibilities have been considered.

AND Terms imply that a person has the authority or power
to make an independent choice, free from immediate
direction or supervision and with respect to matters of
significance.

C. She/he must regularly and directly assist a Differentiate between routine work, on a fairly low

proprietor or an employee engaged in a bona |[level, and that which does require the exercise of
fide executive or administrative capacity discretion and independent judgment. Routine work is




performing work only under general not necessarily work which is repetitive.
supervision requiring special or technical
training, experience or knowledge.

1) If an employee is compensated on a salary or fee basis of not less than $250.00 per week , use this checkiist
to assist you in determining whether she/he is, or is not, exempt from the payment of overtime under the Fair Labor

Standards Act:
Legal Requirement Comment
A. His/her primary duty must consist of the Key factor here is to insure that an administrative
performance of office or non-manual work employee spends the major part, or over 50%, of
directly related to management policies or the |his/her workweek engaged in administrative work of
general husiness operations of his/fher substantial importance to management.
employer or hisfher employer's customers.
AND
B. Includes work requiring exercise of discretion  |Involves the comparison and evaluation of possible
and independent judgment. courses of conduct and acting or making a decision
after the various possibilities have been considered.
The requirement is not met by the occasional
exercise of discretionary powers.

Notes for California Employees
{Administrative Exemption)

Under California law the IWC has issued the following definition. A person employed in an administrative capacity means
any employee;

1. Whose duties and responsibilities involve either:

o (a) The performance of office or non-manual work directly related to management policies or general
business operations of his/her employer or his/her employer's customers, or

o (b) The performance of functions in the administration of a school system, or educational establishment or
institution, or of a department of subdivision thereof; in work directly related to the academic instruction or
training carried on therein; and

2. Who customarily and regularly exercises discretion and independent judgment; and

3.
o (&) Who regularly and directly assists a proprietor, or an employee employed in a bona fide executive or
administrative capacity (as such terms are defined for purposes of this section), or

a (b) who performs under only general supervision work along specialized or technical lines requiring special
training, experience, or knowledge, or

o (c) who executes under only general supervision special assignments and tasks, and

4. Who is primarily engaged in duties which meet the test of the exemption.

“Primarily engaged in" means that more than one-haif (1/2) of the employee’s work time must
be spent engaged in exempt work. The activities constituting exempt work and non-exempt
work shall be construed in the same manner as such terms are construed in the following
regulations under the Fair Labor Standards Act effective in July, 2000 -- (29 C.F.R. §§
941.201-205, 541.207-208, 541.210. 541.215 ) and shall include, for example, all work that is

directly and closely related to exempt work and work which is properly viewed as a means for




carrying out exempt functions. The work actually performed by the empfoyee during the
course of the workweek must, first and foremost, be examined and the amount of time the
empioyee spends on such work, together with the employer’s realistic expectations and the
realistic requirements of the job, shall be considered in determining whether the employee
satisfies this requirement.

5. Such an employee must also earn a monthly salary equivaient to no less than two (2) times the state minimum
wage for full-time employment. Full-time is defined in Labor Code § 515(c) as forty (40) hours per week.

Note: Where a company is covered by haoth federal and state exemption requirements, and most are, the higher
standard applies. Therefore, the state minimum weekly earnings would have to be met when applying these tests
to California employees.

UNDER THE FEDERAL

FAIR LABOR STANDARDS ACT (FLSA)

(California Employers must also foilow California law, see notes below)

I} If an employee reguiarly earns $170.00 but less than $250.00 a week , use this checklist to assist you in
determining whether a professional employee is, or is not, exempt from payment of overtime under the Fair Labor

Standards Act:
Legal Requirement Comment
A, His/her primary duty must consist of the As a rule of thumb, the word "primary” means over
performance of work. 80% of the employee’s time in a typical workweek

(60% if employed in a retail or service establishment).
1. Requiring knowledge of an advanced Advanced knowledge generally is obtained above

GUIDE FOR DETERMINING EXEMPTION OF"PROFESSIONAL"” EMPLOYEES

type in a field of science or learning high school level. Usually evidenced by a degree.
customarily acquired by a proionged This serves to distinguish the professions from the
course of specialized intellectual mechanical arts where the knowledge is fairly
| instruction and study, advanced, but not in a field of science or learning.
| OR

2. Original and creative in character in a Does not include the work performed by a person
recognized field of artistic endeavor and |endowed with general manual or intellectual ability
the results of which depend primarily on |and training.
the invention, imagination, or talent of
the employee;

AND
B. His/her work must reguire the consistent A prime characteristic of professional work is the fact
exercise of discretion and independent that the employee does apply his/her special
judgment in its performance. knowledge or talents with discretion and judgment.
Mechanical or routine work is not considered
professional under this law.
AND
C. His/her work must be predominately Differentiate work from that which is routine, manual,

intellectual and varied in characfer and is of mental, mechanical or physical work.
such a character that the output produced or
the result accompiished cannot be
standardized in relation to a given period of
time.

Il) I an employee is compensated on a salary or fee basis of not iess than $250.00 per wesk , use this checklist

to assist you in determining whether shethe is, or is not, exempt from the payment of overtime under the Fair Labor
Standards Act;

Legal Requirement Comment

A. His/her primary duty generally (more than 50% |Learned Professions include lawyers, doctors,




of each week} consists of the performance of |accountants, engineers, teachers, etc. Education is
work requiring knowledge of an advanced type |acquired over a long pericd course of specialized

of science or learning; or work as a teacher in  jinstruction above high schoof level. Knowledge must
the activity of imparting knowledge; or work be customarily acquired by a prolonged course of
which is original and creative. specialized instruction and study. While a degree
from coilege is not mandatory, it denotes appropriate
training in a specific field of endeavor and it is the
best evidence of attainment.

AND

B. Sher/he must be doing work, which invalves the |A characteristic of a professional person is the fact
consistent exercise of discretion and judgment, |that she/he does apply his/her special knowledge or
or requiring invention, imagination, or talent in |talents with discretion and judgment.

a recognized field of artistic endeavor.

NOTES FOR CALIFORNIA
{Professional Exemption)

Under California law the fWC has issued the following definition. A person employed in a professional capacity means
any employee who meets ali of the following requirements:

1. (a) Who is licensed or certified by the State of California and is primarily engaged in the practice of one of the
following recognized professions: law, medicine, dentistry, optometry, architecture, engineering, teaching, or
accounting; or

2. (b) Who is primarily engaged in an occupation commonily recognized as a learned or artistic profession. For the
purposes of this subsection, "learned or artistic profession" means an employese who is primarily engaged in the
performance of:

1. (i) Work requiring knowledge of an advanced type in a field or science or learning customarily acquired by
a prolonged course of specialized intellectual instruction and study, as distinguished form a general
academic education and from an apprenticeship, and from training in the performance of routine merital,
manual, or physical processes or work that is an essential part of or necessarily incident to any of the
ahove work; or

2. (i) Work that is original and creative in character in a recognized field of artistic endeavor (as opposed to
work which an be produced by a person endowed with general manuat or intellectual ability and training),
and the result of which depends primarily on the invention, imagination, or talent of the employee or work
that is an essential part of or necessarily incident fo any of the above work; and

3. (i) Whose work is predominantly intellecfual and varied in character (as opposed to routine mental,
manual, mechanical, or physical work) and is of such character that the output produced or the resuit
accomplished cannot be standardized in relation to a given period of time.

3. Who customarily and reguiarly exercises discretion and independent judgment in the perfermance of the duties
set forth in paragraph (1).

4. Who earns a monthly salary equivalent to no less than two (2) times the state minimum wage for full-time
employment,

5. Subsection (1) (b) is intended to be construed in accordance with the following provisions of federal law as thay
existed as of July, 2000: 29 C F R, §§ 541.207. 541.301(a)-(d), 541 302, 541.306. 541.307, 541.308. and
541.310 .

6. Notwithstanding the provisions of this subsection, pharmacists employed to engage in the practice of pharmacy,
and registered nurses employed to engage in the practice of nursing, shall not be considered exempt professional
employees, nor shall they be considered exempt from coverage for the purposes of this section unless they
individually meet the criteria established for exemption as executive or administrative employees. Effective
October 2000, certified nurse midwives, certified nurse anesthetists and certified nurse practitioners who are
“primarily engaged in performing duties for which certification is required” are exempt from overtime requirement
(see California Labor Code § 515 as amended).

7. SB 88, in addition to extending exempt status to these certified, advance practice nurses, also provided for
exempt status to computer professionals in the software field who are "primarily engaged” in exempt work within
the meaning of § 515.5 of the California Labor Code, are highly skilled, and are paid not less than $41.00 per
hour. This amount is subject to anhual increases based on the California Consumer Price Index for Urban Vage
Earners and Clerical Workers.




Note: Where a company is covered by both federal and state exemption requirements, and most companies are,
the higher standard applies.

Note: The exempt status for computer professionals provides an exemption from overtime payment requirements,
in that hours worked in excess of 8 hours per day or 40 hours per week need not be paid at a premium rate of on«.
and one-haif times the regular rate. However these hours are compensable and must be paid at the regular hourl;
rate.
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Determining Exempt Status in California '

Execufive
Administrative
Professional
Computer Software Field
Qutside Salesperson (Defined)
Commissioned Employees
Parent. Spouse, Child, Or Legally Adopted Child Of The Employer
Individual Participating In A National Service Program

Most California employers must comply with both federal and state regulations in order to determine
which job classifications can be considered exempt. California's requirements are more difficuit to satisfy
than the federal ones. For example, an empioyee in Caiifornia must be “primarily” engaged in exempt
duties. And, primarily is defined as: "...more than one-half the employee's work time."

The following is an excerpt from California {\WC Wage Order 4 January 1, 2001 as amended January 1,
2002 [hyperlinks added]. (There are 17 different wage orders in California. Make sure to post the one
which is correct for your business.)

1. Applicability of Order. This order shall apply to all persons employed in professional,
technical, clerical, mechanical, and similar occupations whether paid on a time, piece rate,
commission, or other basis, except that:

(A) Provisions of Sections 3 through 12 shall not apply to persons employed in
administrative, executive, or professional capacities. The following requirements shatl
apply in determining whether an employee’s duties meet the test to qualify for an
exemption from those sections:

(1) Executive Exemption. A person employed in an executive capacity means any
employee:

(a) Whose duties and responsibilities involve the management of the
enterprise in which he/she is employed or of a customarily recognized
department or subdivision thereof: and

{b) Who customarily and regularly directs the work of two or more other
employees therein; and

(c¢) Who has the authority to hire or fire other employees or whose
suggestions and recommendations as to the hiring or firing and as to the
advancement and promotion or any other change of status of other
employees will be given particular weight; and

(d) Who customarily and regularly exercises discretion and independent
judgment; and

(e) Who is primarily engaged in duties which meet the test of the
exemption. The activities constituting exempt work and non-exempt



work shall be construed in the same manner as such items are construed
in the following regulations under the Fair Labor Standards Act effective
as of the date of this order: 26 C.F.R. §§ 541.102, 541.104-111. 541.115-
116. Exempt work shall include, for example, all work that is directly
and closely related to exempt work and work which is properly viewed as
a means for carrying out exempt functions. The work actually performed
by the employee during the course of the workweek must, first and
foremost, be examined and the amount of time the employee spends on
such work, together with the employer’s realistic expectations and the
realistic requirements of the job, shall be considered in determining
whether the employee satisfies this requirement.

(£) Such an employee must also eamn a monthly salary equivalent to no
less than two (2) times the state minimum wage for full-time
employment. Full-time employment is defined in Labor Code & 515(c] as
40 hours per week.

(2) Administrative Exemption. A person employed in an administrative capacity

means any employee:
(a) Whose duties and responsibilities involve either:

(1) The performance of office or non-manual work directly
related to management policies or general business
operations of his/her employer or his/her employer’s
customers; or

(i) The performance of functions in the administration of a
school system, or educational establishment or institution, or
of a department or subdivision thereof, in work directly
related to the academic instruction or training carried on
therein; and

(b) Who customarily and regularly exercises discretion and independent
judgment; and

(¢} Who regularly and directly assists a proprietor, or an employee
employed in a bona fide executive or administrative capacity (as such
terms are defined for purposes of this section); or

(d) Who performs under only general supervision work along specialized
or technical lines requiring special training, experience, or knowledge; or

(e) Who executes under only general supervision special assignments and
tasks; and

(f) Who is primarily engaged in duties that meet the test of the
exemption. The activities constituting exempt work and non-exempt
work shall be construed in the same manner as such terms are construed
in the following regulations under the Fair Labor Standards Act effective
as of the date of this order: 29 C.E.R. §§ 541.201-205, 541.207-208,

541.210, 541.215 Exempt work shall include, for example, all work that

is directly and closely related to exempt work and work which is properly
viewed as a means for carrying out exempt functions. The work actuallv




performed by the employee during the course of the workweek must, first
and foremost, be examined and the amount of time the employee spends
on such work, together with the employer’s realistic expectations and the
realistic requirements of the job, shall be considered in determining '
whether the employee satisfies this requirement.

(g) Such employee must also earn a monthly salary equivalent to no less
than two (2) times the state minimum wage for full-time employment.
Full-time employment is defined in Labor Code Section 515(c) as 40
hours per week.

(3) Professional Exemption. A person employed in a professional capacity means any
employee who meets afl of the following requirements:

(a) Who is licensed or certified by the State of California and is primarily
engaged in the practice of one of the following recognized professions:
law, medicine, dentistry, optometry, architecture, engineering, teaching,
or accounting; or

(b) Who is primarily engaged in an occupation commeonly recognized as
a learned or artistic profession. For the purposes of this subsection,
"learned or artistic profession” means an employee who is primarily
engaged in the performance of:

(1) Work requiring knowledge of an advanced type in a field
or science or learning customarily acquired by a prolonged
course of specialized intellectual instruction and study, as
distinguished from a general academic education and from
an apprenticeship, and from training in the performance of
routine mental, manual, or physical processes, or work that
is an essential part of or necessarily incident to any of the
above work; or

(11) Work that is original and creative in character in a
recognized field of artistic endeavor (as opposed to work
which can be produced by a person endowed with general
manual or intellectual ability and training), and the result of
which depends primarily on the invention, imagination, or
talent of the employee or work that is an essential part of or
necessarily incident to any of the above work; and

(iif) Whose work is predominantly intellectual and varied in
character (as opposed to routine mental, manual, mechanical,
or physical work) and is of such character that the output
produced or the result accomplished cannot be standardized
in relation to a given period of time.

(c) Who customarily and regularly exercises discretion and independent
Judgment in the performance of duties set forth in subparagraphs (a) and

(b).

(d) Who earns a monthly salary equivalent to no less than two (2) times
the state minimum wage for full-time employment. Full-time
employment is defined in Labor Code § 515(c) as 40 hours per week.




(¢) Subparagraph (b) above is intended to be construed in accordance
with the following provisions of federal law as they existed as of the date
of this wage order: 29 C.E.R. §§ 541.207. 541.301(a)-(d). 541.302,
341.306, 541.307. 541.308, and 541.310.

(f) Notwithstanding the provisions of this subparagraph, pharmacists
employed to engage in the practice of pharmacy, and registered nurses
employed to engage in the practice of nursing, shall not be considered
exempt professional employees, nor shall they be considered exempt
from coverage for the purposes of this subparagraph unless they
individually meet the criteria established for exemption as executive or
administrative employees.

(g) Subparagraph (f) above shall not apply to the following advanced
practice nurses:

(i) Certified nurse midwives who are primarily engaged in
performing duties for which certification is required
pursuant fo Article 2.5 (commencing with Section 2746) of
Chapter: 6 of Division 2 of the Business and Professions
Code

(1) Certified nurse anesthetists who are primarily engaged in
performing duties for which certification is required
pursuant to Arficle 7 (commencing with Section 2825) of
Chapter 6 of Djvision 2 of the Business and Professions

(iii) Certified nurse practitioners who are primarily engaged
in performing duties for which certification is required
pursuant to Arficle 8 (commencing with Section 2834) of
Chapter 6 of Division 2 of the Business and Professions
Code

(iv) Nothing in this subparagraph shall exempt the
occupations set forth in clauses (i), (ii), and (iii) from
meeting the requirements of subsection 1(A)(3)(a)~d)
above.

(h) Except, as provided in subparagraph (i), an employee in the computer
software field who is paid on an hourly basis shall be exempt, if a/l of the
following apply:

(i) The employee is primarily engaged in work that is
intellectual or creative and that requires the exercise of
discretion and independent judgment.

(i1) The employee is primarily engaged in duties that consist
of one or more of the following:

- The application of systems analysis techniques
and procedures, including consulting with users,
to determine hardware, software, or system
functional specifications.




- The design, development, documentation,
analysis, creation, testing, or modification of
computer systems or programs, including
prototypes, based on and related to user or
system design specifications.

- The documentation, testing, creation, or
modification of computer programs related to
the design of software or hardware for computer
operating systems.

(111) The employee is highly skilled and is proficient in the
theoretical and practical application of highly specialized
information to computer systems analysis, programming,
and software engineering. A job title shall not be
determinative of the applicability of this exemption.

(iv) The employee's hourly rate of pay is not less-than forty--
two dollars and sixty four cents ($42.64). [Effective January
1, 2003 the hourly rate is $43.58, on January 1, 2004 the rate
is $44.63] The Division of Labor Statistics and Research
shall adjust this pay rate on October 1 of each year to be
effective on January 1 of the following year by an amount
equal to the percentage increase in the California Consumer
Price Index for Urban Wage Earners and Clerical Workers.

(1) The exemption provided in subparagraph (h) does not apply to an employee if any
of the following apply:

(i) The employee is a trainee or employee in an entry-level position who
is learning to become proficient in the theoretical and practical
application of highly specialized information to computer systems
analysis, programming, and software engineering.

(11) The employee is in a computer-related occupation but has not
attained the level of skill and expertise necessary to work independently
and without close supervision.

(i) The employee is engaged in the operation of computers or in the
manufacture, repair, or maintenance of computer hardware and related
equipment.

(iv) The employee is an engineer, drafter, machinist, or other
professional whose work is highly dependent upon or facilitated by the
use of computers and computer software programs and who is skilled in
computer-aided design software, including CAD/CAM, but who is not in
a computer systems analysis or programming occupation.

(v) The employee is a writer engaged in writing material, including box
labels, product descriptions, documentation, promotional material, setup
and 1nstallation instructions, and other similar written information, either
for print or for on screen media or who writes or provides content
material intended to be read by customers, subscribers, or visitors to
computer-related media such as the World Wide Web or CD-ROMs.




(vi) The employee is engaged in anmy of the activities set forth in
subparagraph (h) for the purpose of creating imagery for effects used in
the motion picture, television, or theatrical industry.

(B) Except as provided in Sections 1, 2, 4, 10, and 20, the provisions of this order shall not apply
to any employees directly employed by the State or any political subdivision thereof, including
any city, county, or special district. -

(C) The provisions of this order shall not apply to outside salespersons.

(D) The provisions of this order shall not apply to any individual who is the parent, spouse, child,
or legally adopted child of the employer.

(E) The provisions of this order shall not apply to any individual participating in a national service
program, such as AmeriCorps, cartied out using assistance provided under Section 12571 of Title
42 of the United States Code. (See Stats. 2000, ch. 365, amending Labor Code § 1171)

2. Definitions.

(A) An "alternative workweek schedule" means any regularly scheduled workweek requiring an
employee to work more than eight (8) hours in a 24-hour period.

(B) "Commission" means the Industrial Welfare Commission of the State of California.
(C) "Division" means the Division of Labor Standards Enforcement of the State of California.

(D) "Emergency" means an unpredictable or unavoidable occurrence at unscheduled intervals
requiring immediate action.

(E) "Employ" means to engage, suffer, or permit to work.

(F) "Employee" means any person employed by an employer.

(G) "Employees in the health care industry" means any of the following;
(1) Employees in the health care industry providing patient care; or

(2) Employees in the health care industry working in a clinical or medical department,
including pharmacists dispensing prescriptions in any practice setting; or

(3) Employees in the health care industry working primarily or regularly as 2 member
of a patient care delivery team; or

(4) Licensed veterinarians, registered veterinary technicians and unregistered animal
health technicians providing patient care.

(H) "Employer" means any person as defined in Section 18 of the Labor Code, who directly or
indirectly, or through an agent or any other person, employs or exercises control over the wages,
hours, or working conditions of any person.

(I) "Health care emergency" consists of an unpredictable or unavoidable occurrence at




unscheduled intervals relating to health care delivery, requiring immediate action.

(J) "Health care industry" is defined as hospitals, skilled nursing facilities, intermediate care and
residential care facilities, convalescent care institutions, home health agencies, clinics operating
24 hours per day, and clinics performing surgery, urgent care, radiology, anesthesiology,
pathology, neurology or dialysis.

(K} "Hours worked" means the time during which an emplovee is subject to the control of an
employer, and includes all the time the employee is suffered or permitted to work, whether or not
required to do so. Within the health care industry, the term "hours worked" means the time during
which an employee is suffered or permitted to work for the employer, whether or not required to
do so, as interpreted in accordance with the provisions of the Fair Labor Standards Act.

(L) "Minor" means, for the purpose of this order, any person under the age of 18 years.

(M) "Outside salesperson" means any person, 18 years of age or over, who customarily and
regularly works more than half the working time away from the employer’s place of business
selling tangible or intangible items or obtaining orders or contracts for products, services or use of

facilities,

(N) "Primarily" as used in Section I, Applicability, means more than one-half the employee’s
work time.

(O) "Professional, Technical, Clerical, Mechanical, and Similar Occupations” includes
professional, semiprofessional, managerial, supervisorial, laboratory, research, technical, clerical,
oftice work, and mechanical occupations. Said occupations shall include, but not be limited to, the
following: accountants; agents; appraisers; artists; attendants; audio-visual technicians;
bookkeepers; bundlers; billposters; canvassers; carriers; cashiers; checkers; clerks; collectors;
communications and sound technicians; compilers; copy holders; copy readers; copy writers;
computer programmers and operators; demonstrators and display representatives; dispatchers;
distributors; door-keepers; drafters; elevator operators; estimators; editors; graphic arts
technicians; guards; guides; hosts; inspectors; installers; instructors, interviewers; investigators;
librarians; laboratory workers; machine operators; mechanics; mailers; messengers; medical and
dental technicians and technologists; models; nurses; packagers; photographers; porters and
cleaners; process servers; printers; proof readers; salespersons and sales agents; secretaries; sign
erectors; sign painters; social workers; solicitors; statisticians; stenographers; teachers; telephone,
radio-telephone, telegraph and call-out operators; tellers; ticket agents; tracers; typists; vehicle
operators; x-ray technicians; their assistants and other related occupations listed as professional,
semiprofessional, technical, clerical, mechanical, and kindred occupations.

(P) "Shift" means designated hours of work by an employee, with a designated beginning time and
quitting time.

(Q) "Split shift" means a work schedule, which is interrupted by non-paid non-working periods
established by the employer, other than bona fide rest or meal periods.

(R) "Teaching" means, for the purpose of Section ! of this order, the profession of teaching under
a certificate from the Commission for Teacher Preparation and Licensing or teaching in an
accredited college or university.

(S) "Wages" includes all amounts for labor performed by employees of every description, whether
the amount is fixed or ascertained by the standard of time, task, piece, commission basis, or other
method of calculation.




(T) "Workday" and "day" mean any consecutive 24-hour period beginning at the same time each
calendar day.

(U) "Workweek" and "week" mean any seven (7) consecutive days, starting with the same

calendar day each week. "Workweek" is a fixed and regularly recurring period of 168 hours,
seven (7) consecutive 24-hour periods.

3. Hours and Days of Work.

(A) Daily Overtime - General Provisions

(1) The following overtime provisions are applicable to employees 18 years of age or
over and to employees 16 or 17 years of age who are not required by law to attend
school and are not otherwise prohibited by law from engaging in the subject work.
Such employees shall not be employed more than eight (8) hours in any workday or
more than 40 hours in any workweek unless the employee receives one and one-half
(1 ¥2) times such employee’s regular rate of pay for all hours worked over 40 hours in
the workweek. Eight (8) hours of labor constitutes a day’s work. Employment beyond
eight (8) hours in any workday or more than six (6) days in any workweek is
permissible provided the employee is compensated for such overtime at not less than:

(a) One and one-half (1 ) times the employee’s regular rate of pay for
all hours worked in excess of eight (8) hours up to and including 12
hours in any workday, and for the first eight (8) hours worked on the

seventh (7th) consecutive day of work in a workweek; and

(b) Double the employee’s regular rate of pay for all hours worked in
excess of 12 hours in any workday and for ail hours worked in excess of

eight (8) hours on the seventh (7th) consecutive day of work in a
workweek.

(¢) The overtime rate of compensation required to be paid to a
nonexempt full-time salaried employee shall be computed by using the
employee’s regular hourly salary as one-forticth (1/40) of the employee’s
weekly salary.

(B) Alternative Workweek Schedules

(1) No employer shall be deemed to have violated the daily overtime provisions by
Instituting, pursuant to the election procedures set forth in this wage order, a regularly
scheduled alternative workweek schedule of not more than ten (10) hours per day
within a 40 hour workweek without the payment of an overtime rate of
compensation. All work performed in any workday beyond the schedule established
by the agreement up to 12 hours a day or beyond 40 hours per week shall be paid at
one and one-half (1 }2) times the employee’s regular rate of pay. All work performed
in excess of 12 hours per day and any work in excess of eight (8) hours on those days
worked beyond the regularly scheduled number of workdays established by the
alternative workweek agreement shall be paid at double the employee’s regular rate
of pay. Any alternative workweek agreement adopted pursuant to this section shall
provide for not less than four (4) hours of work in any shift. Nothing in this section
shall prohibit an employer, at the request of the emplovee, to substitute one day of
work for another day of the same length in the shift provided by the alternative
workweek agreement on an occasional basis to meet the personal needs of the




employee without the payment of overtime. No hours paid at either one and one-half
(1 %2) or double the regular rate of pay shall be included in determining when 40
hours have been worked for the purpose of computing overtime compensation.

(2) If an employer whose employees have adopted an alternative workweek
agreement permitted by this order requires an employee to work fewer hours than
those that are regularly scheduled by the agreement, the employer shall pay the
employee overtime compensation at a rate of one and one-half (1 '4) times the
employee’s regular rate of pay for all hours worked in excess of eight (8) hours, and
double the employee’s regular rate of pay for all hours worked in excess of 12 hours
for the day the employee is required to work the reduced hours.

(3) An employer shall not reduce an employee’s regular rate of hourly pay as a result
of the adoption, repeal or nullification of an alternative workweek schedule.

(4) An employer shall explore any available reasonable alternative means of
accommodating the religious belief or observance of an affected employee that
contlicts with an adopted alternative workweek schedule, in the manner provided by
subdivision (j) of Section 12940 of the Government Code.

(5) An employer shall make a reasonable effort to find a work schedule not to exceed
eight (8) hours in a workday, in order to accommodate any affected employee who
was eligible to vote in an election authorized by this section and who is unable to
work the alternative workweek schedule established as the result of that election.

(6) An employer shall be permitted, but not required, to provide a work schedule not
to exceed eight (8) hours in a workday to accommodate any employee who is hired
after the date of the clection and who is unable to work the alternative workweek
schedule established by the election.

(7) Arrangements adopted in a secret ballot election held pursuant to this order prior
to 1998, or under the rules in effect prior to 1998, and before the performance of the
work, shall remain valid after July 1, 2000 provided that the results of the election are
reported by the employer to the Division of Labor Statistics and Research by January
1, 2001, in accordance with the requirements of subsection (C) below (Election
Procedures). If an employee was voluntarily working an alternative workweek
schedule of not more than ten (10) hours a day as of July 1, 1599, that alternative
workweek schedule was based on an individual agreement made after January 1,
1998 between the employee and employer, and the employee submitted, and the
employer approved, a written request on or before May 30, 2000 to continue the
agreement, the employee may continue to work that alternative workweek schedule
without payment of an overtime rate of compensation for the hours provided in the
agreement. The employee may revoke his/her voluntary authorization to continue
such a schedule with 30 days written notice to the employer. New arrangements can
only be entered into pursuant to the provisions of this section. Notwithstanding the
foregoing, if a health care industry employer implemented a reduced rate for 12-hour
shift employees in the last quarter of 1999 and desires to reimplement a flexible work
arrangement that includes 12-hour shifts at straight time for the same work unit, the
employer must pay a base rate to each affected employee in the work unit that is no
less than that employee’s base rate in 1999 immediately prior to the date of the rate
reduction.

(8) Notwithstanding the above provisions regarding alternative workweek schedules,
no employer of employees in the health care industry shall be deemed to have




violated the daily overtime provisions by instituting, pursuant to the election
procedures set forth in this wage order a regularly scheduled alternative workweek
schedule that includes workdays exceeding ten (10) hours but not more than 12 hours
within a 40 hour workweek without the payment of overtime compensation, provided
that:

(a) An employee who works beyond 12 hours in a workday shall be
compensated at double the employee’s regular rate of pay for all hours in
excess of 12;

(b) An employee who works in excess of 40 hours in a workweek shall
be compensated at one and one-half (1'4) times the employee’s regular
rate of pay for all hours over 40 hours in the workweek;

(c) Any alternative workweek agreement adopted pursuant to this section
shall provide for not less than four (4) hours of work in any shift;

(d) The same overtime standards shall apply to employees who are
temporarily assigned to a work unit covered by this subsection;

(e) Any employer who instituted an alternative workweek schedule
pursuant to this subsection shall make a reasonable effort to find another
work assignment for any employee who participated in a valid election
prior to 1998 pursuant to the provisions of Wage Orders 4 and 5 and who
is unable to work the alternative workweek schedule established:

(f) An employer engaged in the operation of a licensed hospital or in
providing personne] for the operation of a licensed hospital who
institutes, pursuant to a valid order of the Commission, a regularly
scheduled alternative workweek that includes no more than three (3) 12-
hour workdays, shall make a reasonable effort to find another work
assignment for any employee who participated in the vote which
authorized the schedule and is unable to work the 12-hour shifts. An
employer shall not be required to offer a different work assignment to an
employee if such a work assignment is not available or if the employee
was hired after the adoption of the 12 hour, three (3) day alternative
workweek schedule.

(9) No employee assigned to work a 12-hour shift established pursuant to this order
shall be required to work more than 12 hours in any 24-hour period unless the chief
nursing officer or authorized executive declares that:

(a) A "health care emergency", as defined above, exists in this order; and

(b) All reasonable steps have been taken to provide required staffing; and

(¢) Considering overall operational status needs, continued overtime is
necessary to provide required staffing.

(10) Provided further that no employee shall be required to work more than 16 hours
in a 24-hour period unless by voluntary mutual agreement of the employee and the
employer, and no employee shall work more than 24 consecutive hours until said
employee recetves not less than eight (8) consecutive hours off duty immediately




following the 24 consecutive hours of work.

(11) Notwithstanding subsection (B)(9) above, an employee may be required to work
up to 13 hours in any 24-hour period if the employee scheduled to relieve the subject
employee does not report for duty as scheduled and does not inform the employer
more than two (2) hours in advance of that scheduled shift that he/she will not be
appearing for duty as scheduled.

(C) Election Procedures

Election procedures for the adoption and repeal of alternative workweek schedules
require the following:

(1) Each proposal for an alternative workweek schedule shall be in the form of a
written agreement proposed by the employer. The proposed agreement must
designate a regularly scheduled alternative workweek in which the specified number
of work days and work hours are regularly recurring. The actual days worked within
that alternative workweek schedule need not be specified. The employer may propose
a single work schedule that would become the standard schedule for workers in the
work unit, or a menu of work schedule options, from which each employee in the unit
would be entitled to choose. If the employer proposes a menu of work schedule
options, the employee may, with the approval of the employer, move from one menu
option to another.

(2) In order to be valid, the proposed alternative workweek schedule must be adopted
in a secret ballot election, before the performance of work, by at least a two-thirds
(2/3) vote of the affected employees in the work unit. The election shall be held
during regular working hours at the employees’ work site. For purposes of this
subsection, "affected employees in the work unit" may include all employees in a
readily identifiable work unit, such as a division, a department, a job classification, a
shift, a separate physical location, or a recognized subdivision of any such work unit.
A work unit may consist of an individual employee as long as the criteria for an
identifiable work unit in this subsection are met.

(3) Prior to the secret ballot vote, any employer who proposed to institute an
alternative workweek schedule shall have made a disclosure in writing to the affected
employees, including the effects of the proposed arrangement on the employees’
wages, hours, and benefits. Such a disclosure shall include meeting(s), duly noticed,
held at least 14 days prior to voting, for the specific purpose of discussing the effects
of the alternative workweek schedule. An employer shall provide that disclosure in a
non-English language, as well as in English, if at least five (5) percent of the affected
employees primarily speak that non-English language. The employer shall mail the
written disclosure to employees who do not attend the meeting. Failure to comply
with this paragraph shall make the election null and void.

(4) Any election to establish or repeal an alternative workweek schedule shall be held
at the work site of the affected employees. The employer shall bear the costs of
conducting any election held pursuant to this section. Upon a complaint by an
affected employee, and after an investigation by the labor commissioner, the labor
commissioner may require the employer to select a neutral third party to conduct the
election.

(5) Any type of alternatjve workweek schedule that is authorized by the Labor Code
may be repealed by the affected employees. Upon a petition of one-third (1/3) of the




affected employees, a new secret ballot election shall be held and a two-thirds (2/3)
vote of the affected employees shall be required to reverse the alternative workweek
schedule. The election to repeal the alternative workweek schedule shall be held not
more than 30 days after the petition is submitted to the employer, except that the
election shall be held not less than 12 months after the date that the same group of
employees voted in an election held to adopt or repeal an alternative workweek
schedule. However, where an alternative workweek schedule was adopted between
October 1, 1999 and October 1, 2000, a new secret ballot election to repeal the
alternative workweek schedule shall not be subject to the 12-month interval between
elections. The election shall take place during regular working hours at the
employees” work site. If the alternative workweek schedule is revoked, the employer
shall comply within 60 days. Upon proper showing of undue hardship, the Division of
Labor Standards Enforcement may grant an extension of time for compliance.

(6) Only secret ballots may be cast by affected employees in the work unit at any
election held pursuant to this section. The results of any election conducted pursuant
to this section shall be reported by the employer to the Division of Labor Statistics
and Research within 30 days after the results are final, and the report of election
results shall be a public document. The report shall include the final tally of the vote,
the size of the unit, and the nature of the business of the employer.

(7) Employees affected by a change in the work hours resulting from the adoption of
an.alternative workweek schedule may not be required to work those new work hours
for at least 30 days after the announcement of the final results of the election.

(8) Employers shall not intimidate or coerce employees to vote either in support of or
in opposition to a proposed alternative workweek. No employees shall be discharged
or discriminated against for expressing opinions concerning the alternative workweek
election or for opposing or supporting its adoption or repeal. However, nothing in this
section shall prohibit an employer from expressing his/her position concerning that
alternative workweek to the affected employees. A violation of this paragraph shall
be subject to Labor Code Section 98 et seg.

(D) The provisions of subsections (A), (B) and (C) above shall not apply to any employee whose
earnings exceed one and one-half (1 12} times the minimum wage if more than half of that
employee’s compensation represents commissions.

(E) One and one-half (1 %) times a minor’s regular rate of pay shall be paid for all work over 40
hours in any workweek except minors 16 or 17 years old who are not required by law to attend
school and may therefore be employed for the same hours as an adult are subject to subsection (A)
or (B) and (C) above.

(VIOLATIONS OF CHILD LABOR LAWS are subject to civil penalties of from $500 to
$10,000 as well as to criminal penalties. Refer to California Labor Code Sections 1285 to
1312 and 1390 to 1399 for additional restrictions on the employment of minors and for
descriptions of criminal and civil penalties for violation of the child labor laws. Employers
should ask school distriets about any required work permits.)

(F) An employee may be employed on seven (7) workdays in one workweek when the total hours
of employment during such workweek do not exceed 30 and the total hours of employment in any
one workday thereof do not exceed six (6).

(G) If a meal period occurs on a shift beginning or ending at or between the hours of 10 p.m. and
6 a.m., facilities shall be available for securing hot food and drink or for heating food or drink, and




a suitable sheltered place shall be provided in which to consume such food or drink.

(H) The provisions of Labor Code Sections 551 and 552 regarding one (1) day’s rest in seven (7)
shall not be construed to prevent an accumulation of days of rest when the nature of the
employment reasonably requires the employee to work seven (7) or more consecutive days;
provided, however, that in each calendar month, the employee shall receive the equivalent of one
(1) day’s rest in seven (7).

(I) Except as provided in subsections (E), () and (L), this section shall not apply to any employee
covered by a valid collective bargaining agreement if the agreement expressly provides for the
wages, hours of work, and working conditions of the employees, and if the agreement provides
premium wage rates for all overtime hours worked and a regular hourly rate of pay for those
employees of not less than 30 percent more than the state minimum wage.

(J) Notwithstanding subsection (I) above, where the employer and a labor organization
representing employees of the employer have entered into a valid collective bargaining agreement
pertaining to the hours of work of the employees, the requirement regarding the equivalent of one
(1) day’s rest in seven (7) (see subsection (H) above) shall apply, unless the agreement expressly
provides otherwise.

(K) The provisions of this section are not applicable to employees whose hours of service are
regulated by:

(1) The United States Department of Transportation Code of Federal Regulations,
Title 49, Sections 395.1 to 395.13, Hours of Service of Drivers; or

(2) Title 13 of the California Code of Regulations, subchapter 6.5, Section 1200 and
following sections, regulating hours of drivers.

(L) No employee shall be terminated or otherwise disciplined for refusing to work more than 72
hours in any workweek, except in an emergency as defined in Section 2(D).

(M) If an employer approves a written request of an employee to make up work time that is or
would be lost as a result of a personal obligation of the employee, the hours of that makeup work
time, if performed in the same workweek in which the work time was lost, may not be counted
toward computing the total number of hours worked in a day for purposes of the overtime
requirements, except for hours in excess of 11 hours of work in one (1) day or 40 hours of work in
one (1) workweek. If an employee knows in advance that he/she will be requesting makeup time
for a personal obligation that will recur at a fixed time over a succession of weeks, the employee
may request to make up work time for up to four (4) weeks in advance; provided, however, that
the makeup work must be performed in the same week that the work time was lost. An employee
shall provide a signed written request for each occasion that the employee makes a request to
make up work time pursuant to this subsection. While an employer may inform an employee of
this makeup time option, the employer is prohibited from encouraging or otherwise soliciting an
employee to request the employer’s approval to take personal time off and make up the work
hours within the same workweek pursuant to this subsection.

4. Minimunm Wages.

(A) Every employer shall pay to each employee wages not less than six dollars and twenty-five
cents ($6.25) per hour for all hours worked, effective January 1, 2001, and not less than six dollars
and seventy-five cents ($6.75) per hour for all hours worked, effective January 1, 2002, except:




LEARNERS. Employees during their first 160 hours of employment in occupations
in which they have no previous similar or related experience, may be paid not less
than 85 percent of the minimum wage rounded to the nearest nickel.

(B) Every employer shall pay to each employee, on the established payday for the period
involved, not less than the applicable minimum wage for alt hours worked in the payroll period,
whether the remuneration is measured by time, piece, commission, or otherwise.

(C) When an employee works a split shift, one (1) hour's pay at the minimum wage shall be paid
in addition to the minimum wage for that workday, except when the employee resides at the place
of employment,

(D) The provisions of this section shall not apply to apprentices regularly indentured under the
State Division of Apprenticeship Standards.

5. Reporting Time Pav.

(A) Each workday an employee is required to report for work and does report, but is not put to
work or 1s furnished less than half said employee's usual or scheduled day's work, the employee
shall be paid for half the usual or scheduled day's work, but in no event for less than two (2) hours
nor more than four (4) hours, at the employee's regular rate of pay, which shall not be less than the
MHRIMUMm wage.

(B) Hf an employee is required to report for work a second time in any one workday and is
furnished less than two (2) hours of work on the second reporting, said employee shall be paid for

two (2) hours at the employee's regular rate of pay, which shall not be less than the minimum
wage,

(C) The foregoing reporting time pay provisions are not applicable when:

(1) Operations cannot commence or continue due to threats to employees or property;
or when recommended by civil authorities; or

(2) Public utilities fail to supply electricity, water, or gas, or there is a failure in the
public utilities, or sewer system; or

(3) The interruption of work is caused by an Act of God or other cause not within the
employer's control.

(D) This section shall not apply to an employee on paid standby status who is called to perform
assigned work at a time other than the employee's scheduled reporting time.

6. Licenses for Disabled Workers.

(A) A license may be issued by the Division authorizing employment of a person whose earning
capacity 1s impaired by physical disability or mental deficiency at less than the minimum wage.
Such licenses shall be granted only upon joint application of employer and employee and
employee's representative if any.

(B) A special license may be issued to a nonprofit organization such as a sheltered workshop or
rehabilitation facility fixing special minimum rates to enable the employment of such persons
without requiring individual licenses of such employees.




(C) All such licenses and special licenses shall be renewed on a yearly basis or more frequently at
the discretion of the Division. (See California Labor Code, Sections 1191 and 1191.5)

7. Records.

(A) Every employer shall keep accurate information with respect to each employee including the
following:

(1) Full name, home address, occupation and social security number.
(2) Birth date, if under 18 years, and designation as a minor.

(3) Time records showing when the employee begins and ends each work period.
Meal periods, split shift intervals and total daily hours worked shall also be recorded.
Meal periods during which operations cease and authorized rest periods need not be
recorded.

(4} Total wages paid each payroll period, including value of board, lodging, or other
compensation actually furnished to the employee.

(5) Total hours worked in the payroll period and applicable rates of pay. This
information shall be made readily available to the employee upon reasonable request.

(6) When a piece rate or incentive plan is in operation, piece rates or an explanation
of the incentive plan formula shall be provided to employees. An accurate production
record shall be maintained by the employer.

(B) Every employer shall semimonthly or at the time of each payment of wages furnish each
employee, either as a detachable part of the check, draft, or voucher paying the employee's wages,
or separately, an itemized statement in writing showing: (1) all deductions; (2) the inclusive dates
of the period for which the employee is paid; (3) the name of the employee or the employee's
social security number; and (4) the name of the employer, provided all deductions made on
written orders of the employee may be aggregated and shown as one item.

(C) All required records shall be in the English language and in ink or other indelible form,
properly dated, showing month, day and year, and shall be kept on file by the employer for at least
three years at the place of employment or at a central location within the State of California. An
employee's records shall be available for inspection by the employee upon reasonable request.

(D) Clocks shall be provided in all major work areas or within reasonable distance thereto insofar
as practicable.

8. Cash Shortage and Breakage.

No employer shall make any deduction from the wage or require any reimbursement from an
employee for any cash shortage, breakage, or loss of equipment, unless it can be shown that the
shortage, breakage, or loss is caused by a dishonest or willful act, or by the gross negligence of the

emplovee.

9. Uniforms and Equipment.

{(A) When uniforms are required by the employer to be worn by the employee as a condition of
employment, such uniforms shall be provided and maintained by the employer. The term




"uniform” includes wearing apparel and accessories of distinctive design or color.

NOTE: This section shall not apply to protective apparel regulated by the Occupational Safety
and Health Standards Board.

(B) When tools or equipment are required by the employer or are necessary to the performance of
a job, such tools and equipment shall be provided and maintained by the employer, except that an
employee whose wages are at least two (2) times the minimum wage provided herein may be
required to provide and maintain hand tools and equipment customarily required by the trade or
craft. This subsection (B) shall not apply to apprentices regularly indentured under the State
Division of Apprenticeship Standards.

NOTE: This section shall not apply to protective equipment and safety devices on tools tegulated
by the Occupational Safety and Health Standards Board.

(C) A reasonable deposit may be required as security for the return of the items furnished by the
employer under provisions of subsections (A) and (B) of this section upon issuance of a receipt to
the employee for such deposit. Such deposits shall be made pursuant to Section 400 and following
of the Labor Code or an employer with the prior written authorization of the employee may deduct
from the employee's last check the cost of an item furnished pursuant to (A) and {B) above in the
event said item is not returned. No deduction shall be made at any time for normal wear and tear.
All items furnished by the employer shall be returned by the employee upon completion of the
Job.

10. Meals and Lodging.

(A) "Meal" means an adequate, well-balanced serving of a variety of wholesome, nutritious foods.

(B) "Lodging" means living accommodations available to the employee for full-time occupancy
which are adequate, decent, and sanitary according to usual and customary standards. Employees
shall not be required to share a bed.

(C) Meals or lodging may not be credited against the minimum wage without a voluntary written
agreement between the employer and the employee. When credit for meals or lodging is used to
meet part of the employer's minimum wage obligation, the amounts so credited may not be more

than the following:

Effective Dates: January 1, January 1,
2001 2002

Lodging:

Room occupied alone $29.40 per $31.75 per
week week

Room shared $24.25 per $26.20 per
week week

Apartment - two-thirds $352.95 $381.20

(2/3) of the ordinary per month per month

rental value, and i no

event more than

Where a couple are both $522.10 $563.90

employed by the per month per month




employer, tweo-thirds
{2/3) of the ordinary
rental value, and in no
event more than

Meals:

Breakfast $2.25 $2.45
Lunch $3.10 $3.35
Dinner $4.15 $4.50

(D) Meals evaluated as part of the minimum wage must be bona fide meals consistent
with the employee's work shift. Deductions shall not be made for meals not received or
lodging not used.

(E) If, as a condition of employment, the employee must live at the place of employment
or occupy quarters owned or under the control of the employer, then the employer may
not charge rent in excess of the values listed herein.

11. Meal Periods.

(A) No employer shall employ any person for a work period of more than five (5) hours
without a meal period of not less than 30 minutes, except that when a work period of not
more than six (6) hours will complete the day’s work the meal period may be waived by
mutual consent of the emplioyer and the employee. Unless the employee is relieved of all
duty during a 30 minute meal period, the meal period shall be considered an "on duty”
meal period and counted as time worked. An "on duty” meal period shalil be permitted
only when the nature of the work prevents an employee from being relieved of ali duty
and when by written agreement between the parties an on-the-job paid meal period is
agreed to. The written agreement shall state that the employee may, in writing, revoke
the agreement at any time.

(B) If an employer fails to provide an employee a meal period in accordance with the
applicable provisions of this order, the employer shall pay the employee one (1) hour of
pay at the employee’s regular rate of compensation for each workday that the meal
period is not provided.

(C) In all places of employment where employees are required to eat on the premises. a
suitable place for that purpose shall be designated.

(D) Notwithstanding any other provision of this order, employees in the health care
industry who work shifts in excess of eight (8) total hours in a workday may voluntarily
waive their right to one of their two meal periods. In order to be valid, any such waiver
must be documented in a written agreement that is voluntarily signed by both the
employee and the employer. The employee may revoke the waiver at any time by
providing the employer at least one (1) day’s written notice. The employee shall be fully
compensated for all working time, including any on-the-job meal period, while such a
waiver is in effect.

12. Rest Periods.




(A) Every employer shall authorize and permit all employees to take rest periods, which
insofar as practicable shall be in the middle of each work period. The authorized rest
period time shall be based on the total hours worked daily at the rate of ten (10) minutes
net rest time per four (4) hours or major fraction thereof. However, a rest period need not
be authorized for employees whose total daily work time is less than three and one-half
(3 %2) hours. Authorized rest period time shall be counted as hours worked for which
there shall be no deduction from wages.

(B) If an empioyer fails to provide an employee a rest period in accordance with the
applicable provisions of this order, the employer shall pay the employee one (1) hour of
pay at the employee’s regular rate of compensation for each workday that the rest period
is not provided.

13. Change Rooms and Resting Facilities.

(A) Employers shail provide suitable lockers, closets, or equivalent for the safekeeping of
employees’ outer clothing during working hours, and when required, for their work
clothing during non-working hours. When the occupation requires a change of clothing,
change rooms or equivalent space shall be provided in order that employees may
change their clothing in reasonable privacy and comfort. These rooms or spaces may be
adjacent to but shall be separate from toilet rooms and shall be kept clean.

NOTE: This section shall not apply to change rooms and storage facilities regulated by
the Occupational Safety and Health Standards Board.

(B) Suitable resting facilities shali be provided in an area separate from the toilet rooms
and shall be available to employees during work hours.

14. Seats.

(A) All working employees shall be provided with suitable seats when the nature of the
work reasonably permits the use of seats,

(B} When employees are not engaged in the active duties of their employment and the
nature of the work requires standing, an adequate number of suitable seats shall be
placed in reasonable proximity to the work area and employees shall be permitted to use
such seats when it does not interfere with the performance of their duties.

15. Temperature.

(A) The temperature maintained in each work area shall provide reasonable comfort
consistent with industry-wide standards for the nature of the process and the work

performed.

(B) If excessive heat or humidity is created by the work process, the employer shall take
all feasible means to reduce such excessive heat or humidity to a degree providing
reasonable comfort. Where the nature of the employment requires a temperature of less
than 60° F., a heated room shall be provided to which employees may retire for warmth,
and such room shall be maintained at not iess than 68°.

(C) A temperature of not less than 68° shall be maintained in the toilet rooms, resting
rooms, and change roomns during hours of use.




(D) Federal and State energy guidelines shall prevail over any conflicting provision of this
section.

16. Elevators.

Adequate elevator, escalator or similar service consistent with industry-wide standards
for the nature of the process and the work performed shall be provided when employees
are employed four floors or more above or below ground level.

17. Exemptions.

If, in the opinion of the Division after due investigation, it is found that the enforcement of
any provision contained in Section 7, Records; Section 12, Rest Periods; Section 13,
Change Rooms and Resting Facilities; Section 14, Seats; Section 15, Temperature: or
Section 16, Elevators, would not materially affect the welfare or comfort of employees
and would work an undue hardship on the employer, exemption may be made at the
discretion of the Division. Such exemptions shall be in writing to be effective and may be
revoked after reasonable notice is given in writing. Application for exemption shall be
made by the employer or by the employee and/or the employee's representative to the
Division in writing. A copy of the application shall be posted at the place of employment
at the time the application is filed with the Division.

18. Filing Reports. (See California Labor Code, Section 1174(a))

19. Inspection. (See California Labor Code, Section 1174)
20. Penalties. (See California Labor Code, Section 1199)
(A) In addition to any other civil penalties provided by law, any employer or any other
person acting on behalf of the employer who violates, or causes to be violated, the
provisions of this order, shall be subject to the civil penaity of:
(1) Initial Violation -- $50.00 for each underpaid employee for each pay period
during which the employee was underpaid in addition to the amount which is
sufficient to recover unpaid wages.
(2) Subsequent Violations -- $100.00 for each underpaid employee for each
pay period during which the employee was underpaid in addition to an
amount which is sufficient to recover unpaid wages.
(3) The affected employee shall receive payment of all wages recovered.

(B) The labor commissioner may also issue citations pursuant to California Labor Code
Section 1197.1 for non-payment of wages for overtime work in violation of this order.

21. Separability.

If the application of any provision of this order, or any section, subsection, subdivision,
sentence, clause, phrase, word, or portion of this order should be held invalid or
unconstitutional or unauthorized or prohibited by statute, the remaining provisions thereof
shall not be affected thereby, but shall continue to be given fuil force and effect as if the
part so held invalid or unconstitutional had not been included herein.




22. Posting of Order.

Every employer shall keep a copy of this order posted in an area frequented by
employees where it may be easily read during the workday. Where the location of work
or other conditions make this impractical, every employer shall keep a copy of this order
and make it available to every employee upon request.




Extracts from FLSA Regulations

Executive Exemption

§ 541.700 Primary duty.

(a) To qualify for exemption under this part, an employee’s “primary duty’’ must be the
performance of exempt work. The term *‘primary duty’’ means the principal, main, major or most
important duty that the employee performs. Determination of an employee’s primary duty must
be based on all the facts in a particular case, with the major emphasis on the character of the
employee’s job as a whole. Factors to consider when determining the primary duty of an
employee mclude, but are not limited to, the relative importance of the exempt duties as
compared with other types of duties; the amount of time spent performing exempt work; the
employee’s relative freedom from direct supervision; and the relationship between the
employee’s salary and the wages paid to other employees for the kind of nonexempt work
performed by the employee.

(b} The amount of time spent performing exempt work can be a useful guide in determining
whether exempt work is the primary duty of an employee. Thus, employees who spend more than
50 percent of their time performing exempt work will generally satisfy the primary duty
requirement. Time alone, however, is not the sole test, and nothing in this section requires that
exempt employees spend more than 50 percent of their time performing exempt work. Employees
who do not spend more than 50 percent of their time performing exempt duties may nonetheless
meet the primary duty requirement if the other factors support such a conclusion.

(¢) Thus, for example, assistant managers in a retail establishment who perform exempt executive
work such as supervising and directing the work of other employees, ordering merchandise,
managing the budget and authorizing payment of bills may have management as their primary
duty even if the assistant managers spend more than 50 percent of the time performing
nonexempt work such as running the cash register. However, if such assistant managers are
closely supervised and earn little more than the nonexempt employees, the assistant managers
generally would not satisfy the primary duty requirement.

§ 541.102 Management.

Generally, “‘management’” includes, but is not limited to, activities such as interviewing,
selecting, and training of employees; setting and adjusting their rates of pay and hours of work;
directing the work of employees; maintaining production or sales records for use in supervision or
control; appraising employees’ productivity and efficiency for the purpose of recommending
promotions or other changes in status; handling employee complaints and grievances; disciplining
employees; planning the work; determining the techniques to be used; apportioning the work
among the employees; determining the type of materials, supplies, machinery, equipment or tools
to be used or merchandise to be bought, stocked and sold; controlling the flow and distribution of
materials or merchandise and supplies; providing for the safety and security of the employees or
the property; planning and controlling the budget; and monitoring or implementing legal
compliance measures,

§ 541.106 Concurrent duties,

(¢) In contrast, a relief supervisor or working supervisor whose primary duty is performing
nonexempt work on the production line in a manufacturing plant does not become exempt merely
because the nonexempt production line employee occasionally has some responsibility for
directing the work of other nonexempt production line employees when, for example, the exempt
supervisor is unavailable. Similarly, an employee whose primary duty is to work as an electrician




is not an exempt executive even if the employee also directs the work of other employees on the
Job site, orders parts and materials for the job, and handles requests from the prime contractor.

§ 541.103 Department or subdivision.

(2) The phrase “‘a customarily recognized department or subdivision’’ is intended to distinguish
between a mere collection of employees assigned from time to time to a specific job or series of
Jobs and a unit with permanent status and function. A customarily recognized department or
subdivision must have a permanent status and a continuing function. For example, a large
employer’s human resources department might have subdivisions for labor relations, pensions
and other benefits, equal employment opportunity, and personnel management, each of which has
a permanent status and function. (b) When an enterprise has more than one establishment, the
employee in charge of each establishment may be considered in charge of a recognized
subdivision of the enterprise. (¢) A recognized department or subdivision need not be physically
within the employer’s establishment and may move from place to place. The mere fact that the
employee works in more than one location does not invalidate the exemption if other factors
show that the employee is actually in charge of a recognized unit with a continuing function in
the organization. (d) Continuity of the same subordinate personnel is not essential to the existence
of a recognized unit with a continning function. An otherwise exempt employee will not lose the
exemption merely because the employee draws and supervises workers from a pool or supervises
a team of workers drawn from other recognized units, if other factors are present that indicate that
the employee is in charge of a recognized unit with a continuing function.

§ 541.105 Particular weight,

To determine whether an employee’s suggestions and recommendations are given “particular
weight,”” factors to be considered include, but are not limited to, whether it is part of the
employee’s job duties to make such suggestions and recommendations; the frequency with which
such suggestions and recommendations are made or requested; and the frequency with which the
employee’s suggestions and recommendations are relied upon. Generally, an executive’s
suggestions and recommendations must pertain to employees whom the executive customarily
and regularly directs. It does not include an occasional suggestion with regard to the change in
status of a co-worker. An employee’s suggestions and recommendations may still be deemed to
have “‘particular weight’* even if a higher level manager’s recommendation has more importance
and even if the employee does not have authority to make the ultimate decision as to the
employee’s change in status.

Administrative Exemption

§ 541.201 Directly related to management or general business operations.

(a) To qualify for the administrative exemption, an employee’s primary duty must be the
performance of work directly refated to the management or general business operations of the
employer or the employer’s customers. The phrase “directly related to the management or
general business operations®’ refers to the type of work performed by the employee. To meet this
requirement, an employee must perform work directly related to assisting with the running or
servicing of the business, as distinguished, for example, from working on a manufacturing
preduction line or selling a product in a retail or service establishment.

(b) Work directly related to management or general business operations includes, but is not
limited to, work in functional areas such as tax; finance; accounting; budgeting; auditing;
insurance; quality control; purchasing; procurement; advertising; marketing; research; safety and
health; personnel management; human resources; employee benefits; labor relations; public
relations, government relations; computer network, internet and database administration; legal




and regulatory compliance; and similar activities. Some of these activities may be performed by
employees who also would qualify for another exemption.

(¢) An employee may qualify for the administrative exemption if the employee’s primary duty is
the performance of work directly related to the management or general business operations of the
employer’s customers. Thus, for example, employees acting as advisers or consultants to their
employer’s clients or customers (as tax experts or financial consultants, for example) may be
exempt.

§ 541.202 Discretion and independent judgment.

{a) To qualify for the administrative exemption, an employee’s primary duty must include the
exercise of discretion and independent judgment with respect to matters of significance. In
general, the exercise of discretion and independent judgment involves the comparison and the
evaluation of possible courses of conduct, and acting or making a decision after the various
possibilities have been considered. The term *‘matters of significance’’ refers to the level of
importance or consequence of the work performed.

(b) The phrase **discretion and independent judgment’’ must be applied in the light of all the
facts involved in the particular employment situation in which the question arises. Factors to
consider when determining whether an employee exercises discretion and independent judgment
with respect to matters of significance include, but are not limited to: whether the employee has
authonity to formulate, affect, interpret, or implement management policies or operating practices;
whether the employee carries out major assignments in conducting the operations of the business;
whether the employee performs work that affects business operations to a substantial degree, even
if the employee’s assignments are related to operation of a particular segment of the business;
whether the employee has authority to commit the employer in matters that have significant
financial impact; whether the employee has authority to waive or deviate from established
policies and procedures without prior approval; whether the employee has authority to negotiate
and bind the company on significant matters; whether the employee provides consultation or
expert advice to management; whether the employee is involved in planning long- or short-term
business objectives; whether the employee investigates and resolves matters of significance on
behalf of management; and whether the employee represents the company in handling
complaints, arbitrating disputes or resolving grievances.

(c) The exercise of discretion and independent judgment implies that the employee has authority
te make an independent choice, free from immediate direction or supervision. However,
employees can exercise discretion and independent judgment even if their decisions or
recommendations are reviewed at a higher level. Thus, the term *“discretion and independent
judgment’” does not require that the decisions made by an employee have a finality that goes with
unlimited authority and a complete absence of review. The decisions made as a result of the
exercise of discretion and independent judgment may consist of recommendations for action
rather than the actual taking of action. The fact that an employee’s decision may be subject to
review and that upon occasion the decisions are revised or reversed after review does not mean
that the employee is not exercising discretion and independent judgment. For example, the
policies formulated by the credit manager of a large corporation may be subject to review by
higher company officials who may approve or disapprove these policies. The management
consultant who has made a study of the operations of a business and who has drawn a proposed
change in organization may have the plan reviewed or revised by superiors before it is submitted
to the client.

(d) An employer’s volume of business may make it necessary to employ a number of employees
to perform the same or similar work. The fact that many employees perform identical work or
work of the same relative importance does not mean that the work of each such employee does
not involve the exercise of discretion and independent judgment with respect to matters of
significance.




(e) The exercise of discretion and independent judgment must be more than the use of skill in
applying well-established techniques, procedures or specific standards described in manuals or
other sources. See also §541.704 regarding use of manuals. The exercise of discretion and
independent judgment also does not include clerical or secretarial work, recording or tabulating
data, or performing other mechanical, repetitive, recurrent or routine work. An employee who
simply tabulates data is not exempt, even if labeled as a **statistician.’*

(£) An employee does not exercise discretion and independent judgment with respect to matters of
significance merely because the employer will experience financial losses if the employee fails to
perform the job properly. For example, a messenger who is entrusted with carrying large sums of
money does not exercise discretion and independent judgment with respect to matters of
significance even though serious consequences may flow from the employee’s neglect. Similarly,
an employee who operates very expensive equipment does not exercise discretion and
independent judgment with respect to matters of significance merely because improper
performance of the employee’s duties may cause serious financial loss to the employer.

Professional Exemption

§541.204

(2) Jobs relating to building management and maintenance, jobs relating to the health of the
students, and academic staff such as social workers, psychologists, lunch room managers or
dietitians do not perform academic administrative functions. Although such work is not
considered academic administration, such employees may qualify for exemption under § 541.200
or under other sections of this part, provided the requirements for such exemptions are met.

§ 541.600
(e) In the case of professional employees, the compensation requirements in this section shall not

apply to employees engaged as teachers (see § 541.303); employees who hold a valid license or
certificate permitting the practice of law or medicine or any of their branches and are actually
engaged in the practice thereof (see § 541.304); or to employees who hoid the requisite academic
degree for the general practice of medicine and are engaged in an internship or resident program
pursuant to the practice of the profession (see § 541.304). In the case of medical occupations, the
exception from the salary or fee requirement does not apply to pharmacists, nurses, therapists,
technologists, sanitarians, dietitians, social workers, psychologists, psychometrists, or other
professions which service the medical profession.




MEMORANDUM

To:  Doris Lackey, Chris Kieskowski
From: Tom Prescott

CC: Tom’s team; Lisa’s team

Date: May 1, 2007

Re:  FLSA Exemptions

To follow-up our meeting yesterday we agreed to take a second look at some broad categories of
positions.

First-line Supervisors

For the most part this group would be considered under the executive or the administrative
exemption. The requirements for the executive exemption are:

§ 541.100 General rule for executive employees,

(2) The term “‘employee employed in a bona fide executive capacity’” in section 13(a)(1) of the Act shall
mean any employee:

(1) Compensated on a salary basis at a rate of not Jess than $455 per week .. ;

(2) Whose primary duty is management of the enterprise in which the employee is employed or of a
customarily recognized department or subdivision thereof;

(3) Who customarily and regularly directs the work of two or more other employees; and

(4} Who has the authority to hire or fire other emplayees or whose suggestions and recommendations as to
the hiring, firing, advancement, promotion or any other change of status of other employees are given
particular weight. ...

As a general rule I think it will be difficult for our first-line supervisors to meet this exclusion.
The regulations further define “primary duty”, “management” and “department ore subdivision”
in such a manner that most of our supervisors will not meet this test {(definitions attached hereto

for your reference).

In addition, most of our first-lien supervisors do not hire and fire on their own. That is done by
the hiring authority. This does not completely rule them out for this exemption but to qualify
their recommendation must be given “particular weight” (see attached)

I’'m not that familiar with the hiring process in departments but in firing scenarios the reality is
that the HR team gives recommendations and suggestions to upper level management with
minimal input from the first-line supervisor. These decisions are just not made at the first-line
supervisor level.

Although a supervisor may not be exempt as an “executive”, he/she may be exempt under the
administrative exemption or perhaps as a professional. The latter is probably easier to determine
because the subordinate staff will generally be exempt professionals. For example, a
Supervising Engineer will be exempt as a professional because he/she is an engineer.
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The focus of the administrative exemption is on independent thought and action. - If someone
follows a manual they generally are not exempt: The regulations define the exemption as
follows:

§ 541.200 General rule for administrative employees.

(2) The term “‘employee employed in a bona fide administrative capacity’’ in section 13(a}(1) of the Act
shall mean any employee:

{1) Compensated on a salary or fee basis at a rate of not less than $459 per week ... ;

(2) Whose primary duty is the performance of office or non-manual work directly related to the
management or general business operations of the employer or the employer’s customers; and

(3) Whose primary duty includes the exercise of discretion and independent judgment with respect to
matters of significance. ...

Again, the regulations provide more detailed explanation of what the various elements mean (see
attached) but discretion and independence are key elements to this exemption. Certain
functional areas are specifically identified, including tax; finance; accounting; budgeting;
auditing; insurance; quality control; purchasing; procurement; advertising; marketing; research;
safety and health; personnel management; human resources; employee benefits; labor relations;
public relations, government relations; computer network, internet and database
administration; legal and regulatory compliance, However this is not an exhaustive list.

We should keep in mind that anyone supervising an employee who qualifies for the
administrative exemption should also be considered exempt.

Computer Emplovyees

The next area that we need to review closely is our IT classifications. We had many of these
positions marked non-exempt which may in fact be exempt. The regulations provide a specific
exemption for computer employees:

§ 541.400 General ruie for computer employees. ‘
(a) Computer systems analysts, computer programmers, software engineers or other similarly skilled
waorkers in the computer field are eligible for exemption as professionals under section 13(a)(1) of the Act
and under section 13(a)(17) of the Act. Because job titles vary widely and change quickly in the computer
industry, job titles are not determinative of the applicability of this exemption.
(b) The section 13(a)(1) exemption applies to any computer employee compensated on a salary or fee basis
at a rate of not less than $455 per week ... and the section 13(a)(17) exemption applies o any computer
employee compensated on an hourly basis at a rate not less than $27.63 an hour. In addition, under
etther section 13(a)(1) or section 13(a)(17) of the Act, the exemptions apply only to computer employees
whose primary duty consists of;
(1) The application of systems analysis techniques and procedures, including consulting with users,
to determine hardware, software or system functional specifications;
(2) The design, development, documentation, analysis, creation, testing or modification of
computer systems or programs, including prototypes, based on and related to user or system design
specifications;
(3) The design, documentation, testing, creation or modification of computer programs related to
machine operating systems; or
(4) A combination of the aforementioned duties, the performance of which requires the same level of
skills. ...
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Obviously this is a posmon by position inquiry but we may find a number of ou"" IT positions fall

under this particular exemption.

Professional Exemption

This is the exemption where [ think we need some policy direction. For example, the standard
professionals such as doctors and lawyers should be exempt but some MD’s are receiving
Schedule lovertime. We may want to revisit whether Schedule 1 should continue to exist.

The bigger question is what to do with the classes that are potentially exempt under this heading
but by exempting them we may create other problems (e.g. nurses, engineers, social workers).

(c) The phrase ““field of science or leaming’” includes the traditional professions of law, medicine,
theology, accounting, actuarial computation, engineering, architecture, teaching, various types of
physical, chemical and biological sciences, pharmacy and other similar occupations that have a
recognized professional status as distinguished from the mechanical arts or skilled trades where in some
instances the knowledge is of a fairly advanced type, but is not in a field of science or learning.

This exemption could include all our accounting positions, engineering positions (including
planning in some cases), scientific positions such as Environmental Health Specialists or
Clinical Lab Scientists, and pharmacy positions.

Nursing is specifically mentioned in the regulations as potentially exempt under this heading but
the industry standard in California is to treat nurses as hourly employees and therefore as
non-exempt:

§ 541.301
(2) Nurses. Registered nurses who are registered by the appropriate State exammmg board generally meet
the duties requirements for the learned professional exemption. .

Even if we follow the industry standard, we still need to decide what we want to do about our
nurse practitioners and/or physician assistants, as well as our supervising nurse classifications.

The PA’s are specifically mentioned in the regulations:

§ 541.301

(4} Physician assistants. Physician assistants who have successfully completed four academic years of
preprofessional and professional study, including graduation from a physician assistant program accredited
by the Accreditation Review Commission on Education for the Physician Assistant, and who are certified
by the National Commission on Certification of Physician Assistants generally meet the daties
requirements for the learned professional exemption.

While not specifically mentioned, a nurse practitioner is more highly qualified than a
registercd nurse and therefore should also be considered for exempt status. Similarly, any
supervising nurse would qualify under this exemption and perhaps under the executive or
administrative exemption.
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Currently the Nurse Manager is considered a management employee and excluded from the
bargaining unit but the Assistant Nurse Manager is a represented classification. We have to draw
the line somewhere but exactly where requires further discussion.

A particularly troubling classification is social workers. This type of work is mentioned twice in
the regulations but in different contexts. The first reference states that social workers will not
generally be exempt as academic administrators (§541.204) but may be exempt under the
general administrative exemption. The second reference includes social workers in the group
of professions that serve the medical profession (§541.600).

We probably could make these positions exempt, particularly the positions that require a more
advanced degree, but in so doing we may cause an unintended recruiting and retention problem.

Summary:

I think our meeting yesterday went a long way towards identifying the issues and moving us into
the homestretch of this project. Ilook forward to reviewing your updated version of the
spreadsheet we looked at yesterday.

Tpm

GASTF-CLAS\FLSAFLSA ExemptMemoFromTomP 050107.doc




Human Resources Department
Ron W. Komers

Assistant County Executive Officer/
M E M O R A N D U M Human Resources Director

Date:  April 27, 2007

To: Ron Komers, Assistant CEQ and Human Resources Director
From: Doris Lackey, Compensation Manager

RE: County Classification Review for FLSA Compliance

Effective January 19, 2008, the SEIU MOU adopted Fair Labor Standard Act (FLSA)
standards. Briefly, the FLSA overtime provisions apply a forty-hour workweek in a
recurring 168-hour period; i.e., a calendar week of seven 24-hour days. Overtime pay of
1.5 times the regular hourly wage must be paid for hours worked exceeding 40 hours in a
workweek.

Background

Per FLSA standards, exemptions from FLSA overtime provisions are provided for
classifications that fall into the following categories: Executive, Administrative,
Professional, Computer and Qutside Sales.

Previous to the January 19, 2006 MQU, overtime pay per classification was negotiated by
the union so that some classes ordinarily exempt from FLSA overtime provisions; e.g.,
supervisory classes, were paid overtime, This negotiated overtime, however, is only paid
when the hours paid exceed 80 in a pay period instead of the FLSA mandated 40
workweek based on hours worked. There are also classes which are eligible for straight
time pay based on hours paid in excess of 80 in a pay period.

A classification review was conducted based on the County Classification and Salary
Listing. The Class and Salary Listing identifies each classification with the following FLSA
and overtime related designations:

FLSA | OT {Description)

N 1.5 | Nonexempt classification: Overtime paid on all hours
over 40 in a workweek

E 1 “‘exempt” classification: Overtime paid at straight time on
all hours over 80 in a pay period

E 1.5 | “exempt” classification: Overtime paid at time and one
half on all hours over 80 in a pay period

E 0 | FLSA Exempt classification: No overtime

County Administrative Center
4080 Lemon Street, 7" Fioor « Riverside, California 92501 « {951} 955-3510 « Fax {951) 955-3479
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The Review Process

Implementation of the FLSA standards has been problematic since it requires substantial
programming of the PeopleSoft payroli system. Therefore, to simplify the transition, the
initial review of the Class and Salary Listing resulted in changing all “exempt” classes listed
with 1.5 overtime to FLSA nonexempt, without an in-depth individual class review. The
reasoning behind this approach is that it would be the first review of FLSA status and it
would be an expedient approach for OASIS to program the payroll system. Once the
programming was completed and we were ready to roll-out the newly implemented FLSA
standards, department managers and staff would be informed of FLSA standards and
advised that Classification and Compensation would evaluate each class and assign the
appropriate FLSA status at a later date. Although conservative, this initial approach
complies with the terms negotiated in the MOU and FLSA standards.

Subsequently, it was determined that a detailed FLSA classification review should be
completed rather than a transition plan. Based on the Classification and Salary Listing, all
classifications determined to be FLSA exempt would be classified as such and follow FLSA
standards. Actual FLSA desk audits by position, with interviews and meeting department
managers to validate findings, were not conducted due to time constraints.

The attached complete Class and Salary Listing indicates all FLSA status changes we
recommend. Those classes that are highlighted in yellow were re-assigned in one of the
following ways:

1. Exempt to Non-Exempt and add the 1.5 overtime rate
2. Exempt and remove the 1.5 overtime rate
3. Non-Exempt to Exempt the 1.5 overtime rate removed

Classifications that are highlighted in green remain unchanged.

Practical Considerations of Implementation

Employees assigned to classifications currently “exempt” with 1.5 overtime may realize a
salary reduction if changed to FLSA Exempt (without overtime), depending on the amount
of current overtime claimed. For example, the entire Social Worker class series is listed as
‘exempt” with overtime. After our review, Social Worker | and Il are more properly non-
exempt and eligible for overtime, while Social Worker Ill, IV and V are more properly
Exempt without overtime. Therefore, if the Ill, IV and V levels are re-assigned, incumbents
would lose eligibility for overtime.

Alternately, changing “exempt with overtime” classifications to non-exempt may result in
higher payroll costs: Currently “exempt overtime”, hours paid (not necessarily worked) in
excess of 80 per pay pericd are paid overtime. If the class is made FLSA Non-exempt,
overtime would be based on hours actually worked in a standard 40-hour workweek.
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All current Unrepresented Exempt classifications accrue annual leave with no overtime;
however, non-exempt unrepresented classes, alternatively, accrue paid time off, sick leave
and overtime. A change from exempt to non-exempt may cause some current exempt
unrepresented employees to lose the advantages of annual leave accrual. However, they
may gain overtime pay.

Finally, current salary plan/grades for many multi-level class series have not been
established with a consistent percentage between the supervisory level and the lead,
journey or trainee/entry levels. If the supervisory level is changed to exempt with no
overtime and the subordinate levels are non-exempt with 1.5 overtime, this may result in
salary compaction in which incumbents assigned to subordinate classifications earn more
(with overtime) than their supervisors.

Conclusion

The implementation of the FLSA standards to all County classifications has the potential to
significantly reduce the income earned by incumbents in classifications that were “exempt”
and yet still receiving overtime. This reduction in pay might trigger an FLSA audit if
employees and/or unions contest this implementation, since we currently are essentially
treating some exempt employees as non-exempt by paying them overtime, either at rates
of 1.5 or the negotiated 1.0.

Alternatively, not conforming to FLSA standards puts the County at risk for an FLSA audit
and findings resulting in significant penalties.

Recommendation

Please review the attached County Class and Salary List for FLSA status. While we
recommend complying with FLSA standards, we should carefully consider the effect it
would have on our employees and the County if it is implemented, and best way to
implement it. We recommend that HR top management, including the ER Division and
County Counsel, confer to decide on our best course of action.

Attachment: FLSA Project: Class and Salary Final Listing dated April 4, 2007

cC: Barbara Olivier, Assistant Human Resources Director
John Mooney, Deputy Human Resources Director
Tom Prescott, Employee Relations Division Manager







SUBMITTAL TO THE BOARD OF SUPERVISORS 2 \’2)
COUNTY OF RIVERSIDE, STATE OF CALIFORNIA

FROM: Human Resources Department SUBMITTAL DATE:
December 21, 2005

SUBJECT: Approval of the 2006 - 2009 Memorandum of Understanding with Service Employees
International Union (SEIU), Local 1997

RECOMMENDED MOTION: That the Board of Supervisors approve the tentative agreement for the
2006 - 2009 Memorandum of Understanding between the Service Employees International Union
(SEIU) and the County of Riverside (Attachment A). We recommend that the Board approve the flexible
benefit contributions effective December 22, 2005, and the wage increase effective January 18, 2008,
respectively, pending ratification by the represented members.

BACKGROUND: SEIU, which represents approximately 4800 employees, asked to open negotiations
for a new Memorandum of Understanding. Discussions started on August 11, 2005, and sixieen (16)
bargaining sessions were held. A tentative agreement for a new forty two (42) month Memorandum of
Understanding, covering 2006 through 2009, was reached on December 19, 2005, and the cost of the
contract does not exceed the parameter given by the Board of Supervisors. SEIU has advised that they
plan to have this agreement ratified by ballot of the represented members on January 13, 2006.

e e ll‘ e
Ronald WKomers

Asst. County Executive Officer/Human Resources Dir.

Current F.Y. Total Cost: $11,117.031 in Gurrent Year Budget: NO
FIN;:ETCXAL Current F.Y. Net County Cost: $ 2,445,746 Budget Adjustment: YES
Annuail Net County Cost: % 3,358,209 For Fiscal Year: 2005/06
SOURCE OF FUNDS: Depariment Budgets Positions To Be;
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Board of Supervisors
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BACKGROUND {(continued)

A summary of ihe key elements of the tentative agreement is attached (Attachment B).

The Memorandum of Understanding provides the employees in the SEIU represented bargaining
units parity in flexible benefit contributions with other represented units. Additionally, the
agreement provides for subsidization by the County of the family and two-party premiums of
$100 and $25 respectively to assist employees with families to pay for the increased costs of
medical insurance. At a time when the cost of health care is rising dramatically, granting
increases in medical benefits to provide employees with the ability to pay for medical coverage is
a prudent and cost effective course of action. The Memorandum of Understanding also provides
reasonable salary enhancements for county employees respresented by SEIUJ and adjusts
varnous special pays to correspond with market and workplace conditions.

To address recruitment and retention issues, certain classifications including but not limited to
Social Workers, Clinical Lab Scientists, Public Health Micrabioclogists, Radiologic Specialists and
Technologists, Physical and Occupational Therapists and Pharmacists will receive a 5.5%
increase effective January 19, 2006. Additionally to recruit and retain Environmental Health
Specialists and Hazardous Materials Management Specialists, these classifications will receive
three (3) 6% increases to their base salaries over the term of the contract.

To address recruitment and retention in the area of nursing, the current wage structure was
augmented by adding six to ten steps on the existing wage scale of the Registered Nurse series.
This wage structure will entice the most skilled and tenured nurses to remain with the County of
Riverside and keep us competitive in the marketplace. In addition, a bonus program, worth up to
$10,000 over three years, was added for nurses working at the Riverside County Regional
Medical Center to reward them for continued service with the County during the term of the
MOU. A Registered Nurse working for the Riverside Regional Medical Center has the ability to
earn approximately 30% more in salary and bonuses over the term of the contract.

The parties also agreed to setup a subcommittee to cooperate in a non-substantive cleanup of
the Memorandum of Understanding pertaining to language, spelling, grammar, and formatting
following the approvalfratification of the successor Memorandum of Understanding. We will
return to the Board with any amendments to the Memorandum of Understanding that result from
this cooperative effort.

We recommend approval of the Memorandum of Understanding. Costs for the contract will be
borne by operating Departments.




Attachment A

Tentative Agreement
Between
County of Riverside
And
SEIU, Local 1997

Date: December 19, 2005

ARTICLE 1
TERM
Section 1. Term.

Amend to reflect: January 1, 2006, to midnight, June 30, 2009.

ARTICLE IV
WORKWEEK, OVERTIME AND PREMIUM PAY

Section 2. Dverdime

A, Qvertime Work Defined, Overtime work is authorized work in excess of the maximum
hours of the established FLSA work week or work performed when the employee is called back
o meet an emergency on a holiday or is in a stand-by or call duty status. It does not include
regularly scheduled work on a paid holiday.

B. Overtime Provisions of the Fair Labor Standards Act. Except as set out in paragraph C
below, employees in classifications that are not exempt from the Fair Labor Standards Act
(herein referred to as “FL.SA") shall be compensated for overtime consistent with the Act. The
Human Resources Director and County Counsel shall determine which classes of positions are
exempt from the FLSA.

C. Double Time Empioyees in the following classifications shall be eligible to receive
overtime credit at two times such actual hours for authorized overtime subject the qualifying
factors set out below.

Classification: Qualifying Factors:
1. Working at an RCRMC campus, Public Health, or
Dstention Health: » all hours worked after 12 hours
» Physician Assistant-Adult Datention of continuous duty, and/or
» Licensed Vocational Nurse | and II + all hours worked on an extra
= Licensed Psychiatric Technician weekend shift
+ Surgical Technician
» Assistant Nurse Manager
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institutional Nurse

Interim Permit Nurse

Nursing Education Instructor
Nurse Practitioner |, 1l and 1l
Pre-Hospital Liaison Nurse
Registered Nurse |, 11 I, IVor vV
Senior Institutional Nurse
Supervising Institutional Nurse

2. Working at an RCRMC campus, Public Health, or

Detention Health: » all hours worked on an extra
» Licensed Vocational Nurse — Adult Detention weekend shift
» Respiratory Technician [ and Il
» Respiratory Care Practitioner [, Il

* Utilization Review Supervisor

A “weekend shift” for the purposes of this section means a shift starting on or after 3:00
p.m. Friday and ending on or before 7:30 a.m. Monday. An “extra” weekend shift means a
weekend shift actually worked in addition to the required weekend shifts that were actually
worked in the pay period. To qualify for double time on an extra weekend shift employees must
have also actually worked their regular schedule that week.

All classifications listed above as eligible for double time on an extra weekend shift are required
- unless specifically excluded by the Department Head - to work two non-premium weekend
shifts during the bi-weekly pay period. An exira weekend shift for any employee exempted, in
whole or in part, from the mandatory weekend requirement by the Department Head is a
weekend shift in addition to his/her normal schedule as established by the Depariment Head,
provided that the employee actually worked his/her normal schedule that week.

This weekend requirement does not apply to Registered Nurses in the RN-W classifications who
work only weekend shifts and do not qualify under this section for double time on an extra
weekend shift.

Nurses in the RN-W classifications shail receive a weekend premium of $5.00 per hour for each
weekend hour actually worked. A weekend nurse who works 72 weekend hours every pay
period shall be considered a full-ime employee for purposes of flexible benefit entitliement.

Section 3 Premium Pay

A._Call Duty - General. Except as set ocut below, when placed by the department head
specifically on on-call duty, an employee otherwise off duty shall be paid one (1) hour pay for
eight (8) hours of such duty beyond the regular work period in addition to the regular salary. For
alt employees, notwithstanding any prior work practice to the contrary, said compensation shall
cease when said employee reports to work.

Any Social Services Worker or Children’s Social Services Worker employed by the
Department of Public Social Services who is placed by the department head specifically on on-
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cali duty, while otherwise off duty shall be paid one (1) hour pay for four (4) hours of such duty
beyond the regular work period in addition to the regular salary. For all such empioyees,
notwithstanding any prior work practice to the contrary, said compensation shall cease when
said employee reports to work.

B. Minimum Overtime on Call-Back. Except as set out below, an employee called back to
work to meet an emergency on an overtime basis, whether or not he/she is in an on-call duty
status, shall receive minimum credit for one (1) hours’ work.

Exceptions:

« Children’s Social Services Worker I, II, HI, IV, and V minimum credit for three
Licensed Vocational Nurse (3) hours’ work
Licensed Psychiatric Technician
Physician Assistant |, ||
Registered Nurse |, I, Ill, IV, and V working at an
RCRMC campus:

Radiologic Specialist | and i, and
Radiologic Technologist | and I
Respiratory Care Practitioner |, 1|
Respiratory Technician | and Ii

* * & b

* * & &

» Social Services Worker ill, IV, and V
« Surgical Technician

C. Shift Differentials

Applicability of Shift Differentials. Shift differentials do not apply to vacation, sick leave, holiday
pay, call or standby duty. The hourly rate for each shift differential is payable in tenths of an
hour. Employees who work day shift between the hours of 7:00 a.m. to 6:00 p.m. shall not be
entitled to a shifi differential.

Classes not eligible for shift differentials. Employees in positions of all the following
classes shall not be paid a night shift differential:

Physician (, II, tll Psychiatrist |, i, iff  Psychiatrist IM, IiM, }lIM

Evening Shift - General. County employees whose classes are not specifically mentioned
below, working their regularly scheduled shift that ends after 6:00 p.m. and who perform work
between the hours of 3:00 p.m. and 11:30 p.m., shall be paid a night differential of $.60 per hour
for the time actually worked between 3:00 p.m. and 11:30 p.m.

Exceptions: Rate:
(a} employees in the classifications of: $1.00 per hour
+ Assistant Chief of Respiratory Therapy
Glinical Lab Scientist |, |1, and Q.C. + For employees in these

classifications the evening
premium starts at 5:00 p.m.

» Electroencephalographic Technician
» Electroencephalographic Technician Registered
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+ Interim Permit Psychiatric Technician
¢ interim Permit Vocational Nurse

* Occupational Therapist |, |I

e Physical Therapist |, li

» Radiologic Specialist

» Radiologic Specialist |

+ Radiologic Technologist I, H

« Radiologic Technologist Supervisor
» Respiratory Care Practitioner |, Il 4
+ Respiratory Technician | and Ii +

+ Senior Radiologic Technologist

. )

(b) employees in the classifications set out below working for
RCRMC:

¢ Licensed Vocational Nurse 1, It

« Licensed Psychiatric Technician

¢ Surgical Technicians

$1.10 per hour

+ Evening premium starts at
5:00 p.m. for LVN's working
in RCHRMC outpatient
clinics.

{c} employees in the classifications set out below working for
RCRMC or Detention Health

¢ Nursing Education Instructor

« Nurse Practitioner |, it and, il

» Physician Assistant-Adult Detention

$1.60 per hour

{d) employees in the classifications set out below working in
any Riverside County outpatient clinic:
» Registered Nurse |, i, I, IV or V

$1.60 per hour

NOTE: Evening premium
stars at 5:00 p.m. for
employees in these
classifications working at an
RCRMC outpatient clinic.

{(e) employees in the classifications of:
Clinical Pharmacist
Pharmacist

Senior Clinical Pharmacist
Senior Pharmacist

L J

$1.70 per hour

() employees in the classifications set out below working for
RCRMC Main Campus or Detention Health
* Assistant Nurse Manager
Institutional Nurse
Interim Permit Nurse
Nurse Practitioner |, Il, and 1il
Pre Hospital Liaison Nurse
Registered Nurse |, {1, I}, IV, and V
Senior Institutional Nurse
Supervising Institutional Nurse

$2.00 per hour
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(g) employees in the classifications set out below working at the | $4.00 per hour
RCRMC Arlington Campus:

¢ Assistant Nurse Manager

« [nterim Permit Nurse

« Registered Nurse |, 11, Il IV, and V

Night Shift - General, County employees whose classes are not specifically mentioned
below working their reguiarly scheduled shift that ends after 11:00 p.m. and who perform work
between the hours of 11:00 p.m. and 7:30 a.m. shall be paid a night differential of $1.20 per
hour for the time actually worked between 11:00 p.m. and 7:30 a.m.

Exceptions:
(a) employees in the classifications set out below: $1.55 per hour
+ Interim Permit Psychiatric Technician
Interim Permit Vocational Nurse
Licensed Vocational Nurse |, |
Licensed Psychiatric Technician
Surgical Technicians
Assistant Chief of Respiratory Therapy

¢« & & & @

Respiratory Care Practitioner |, 1§

Respiratory Technician | and Il
Electroencephalographic Technician
Electroencephalographic Technician Registered
Radiologic Specialist

Radiologic Specialist |

Radiologic Technologist |, I

Radiologic Technologist Supervisor

Senior Radiologic Technologist

Clinical Lab Scientist |, Il, and Q.C.

2 & 2 » 9 & 0 = &

{b) employees in tha classifications set out below working for $2.45 per hour
RCRMC or Detention Health

¢ Nursing Education Instructor

= Nurse Practitioner §, Il and, )i

+ Physician Assistant-Aduft Detention

(c) employees in the classifications set out below working in | $2.45 per hour
any Riverside County outpatient clinic:
» Registered Nurse 1, II, Ii, IV or V

(d) employees in the classifications set out below: $2.75 per hour
» Pharmacist
e Senior Pharmacist
s Clinical Pharmacist
¢ Senior Clinical Pharmacist
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(e) employees in the classifications set out below working for | $3.00 per hour
RCRMC or Detention Health
¢ Nurse Practitioner 1, Il, and Ili

{f} employees in the classifications set out below working at | $5.00 per hour
any RCRMC campus or Detention Health:
Assistant Nurse Manager

Interim Permit Nurse

Registered Nurse |, I, Iil, IV, and V
Institutional Nurse

Pre Hospital Liaison Nurse

Senior Institutional Nurse
Supervising Institutional Nurse

E. Special Assignments. All Registered Nursing personnel assigned to a specialty care
area as a primary unit must meet the unit certification requirements within twelve (12) months
after assignment o a speciaity unit, unless otherwise indicated.

1. Specialty Reguirements. To be eligible for a specialty differential an employee (a) must
work in specialty areas as foliows: ICU, PACU, Peds ICU, Emergency Room, Operating Room,
Neonatal Intensive Care Nursery, Labor and Delivery, PCU and Psychiatry; and (b) must have
completed the course(s) required to qualify for critical care differential. Course regquirements for
each unit are indicated below.

Specialty Requirements
UNIT REQUIREMENTS

Emergency BCC, ACLS, Triage Certification, Non-Violent Crisis Intervention,
PALS/ENPC, and MICN* (MICN is to be obtained within the first 2
years of hire or 3 years if a new graduate - during this time
employee is eligible for critical care premium but not MICN premium)

1ICU BCC, ACLS, Hemodynamic Monitoring

CR Operative Room Ceriification (RCRMC) or CNOR (either every 5
years)

PACU BCC, ACLS

L&D ACLS, NRP, Fetal Monitoring

NICU High Risk Neonats Parts 1 & 2, NRP

Trauma Services | ATCN, TNCC, ACLS and PALS _

PICU BCC for Peds, Basic Pediatric Course, PALS and Hemodynamic
Monitoring

PCU BCC and ACLS LVNs require: BCC and {V Certification

Chemotherapy Chemotherapy Course (RCRMC)

Psychiatry Behavior Assaultive Management (BAM), Specialized LPS Legal in-

service training by in-house staff/County Counsel/Public Defender,
Fifty-one Fifty Designation Training, Six (6) months of Psychiatric
Nursing experience
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BCC- Basic Coronary Care

ACL.S-Advanced Coronary Life Support
NRP-Neonatai Resuscitation Program
PALS-Pediatric Advanced Life Support
ENPC — Emergency Nurse Pediatrics Course
MICN-Mobile Intensive Care Nursing

CNOR- Certified Nurse Operating Room
ATCN — Advanced Trauma Care Nursing
TNCC = Trauma Nurse Core Curricuium

2. Specialty Rates Any employee meeting the critical care requirements and working in the
designated units shall receive the indicated specialty care differential:

Unit Classification Specialty
Rate/Hour
BCEBMC:
» Mobile intensive Care « Assistant Nurse Manager $1.00
area + Interim Permit Nurse
(It employee has a Mobile | « Nurse Practitioner I, Ii, and Il
Intensive Care Nurse » Register Nurse |, il, lll, IV and V
(MICN) certificate.) + Pre-Hospital Liaison Nurse
RCBMC:
« Intensive Care Unit* « interim Permit Nurse $1.10
» Emergency Room + Nursing Education Instructor
+ Neonatal Intensive Care | « Nurse Practitioner I, Hl, and 1li
Unit e Licensed Vocational Nurse
« Labor and Delivery
s Operating Room (* LVN does not receive premium in this unit}
+ Pediatric Intensive Care
Unit*

* Recovery Room
Progressive Care Unit

« Emergency Room / » Assistant Nurse Manager $2.00
Trauma Services ¢+ » Respiratory Care Practitioner |, I
* Intensive Care Unit +¢ | « Registered Nurse |, it, Il§, IV, and V +$3.00
s Labor and Delivery ¢ » Pre Hospital Liaison Nurse
 Neonatal Intensive Care +4$4.00
Unit ¢+ ¢ & +¢ To qualify for the additional premium above the
¢ Operating Room ¢ basic $2.00 premium an BN | — V or Assistant Nurse
o PACU Manager in these areas (Pre-Hospital Liasion Nurse in
e PCU Trauma Servnces) rmust: ) i
. 1. be assigned to the area on a full-time basis; and
+ Pediatrics 2. have 4 years of recent clinical experience in the field
» Pediatric Intensive Care of specialty
Unit ¢+

¢ Psychiatry
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4, In-Charge - Other Medical Classes. ...

Any Respiratory Care Practitioner 11, Registered when temporarily assigned overall
Riverside County Regional Medical Center respiratory therapy responsibilities by the Chief or
Assistant Chief of Respiratory Therapy shall be compensated at $1.50 per hour higher for actual
time assigned.

F. Training/Preceptor.

Any regular full-time employee in the designated classifications selected to perform the duties
and responsibilities of a preceptor shall be compensated during such assignment at the
designated rate of for the time actually worked and assigned as a preceptor.

{8) working for an RCRMC campus: $5.00 per hour
e Registered Nurse |, 1L 1}, IVorv *
e Assistant Nurse Manager

{b) working at RCRMC Operating Room:
» Licensed Vocational Nurse 1 $1.00 per hour
¢ Surgical Technician

{c} working at RCRMC main campus:
» Radiologic Specialist $1.00 per hour

Radiologic Specialist Supervisor

Radiologic Technician

Radiologic Technologist Supetvisor

Respiratory Care Practitioner |, Il

Senior Radiologic Technician

* To qualify for preceptor pay, the Registered Nurse must complete a 16 hour training program
after the selection process.

T Selected by the Operating Room Nurse Manager to precept a Registered Nurse in the
Operating Room.

L. Electronic Pay Advice — The County is currently transitioning to an electronic pay advice
system. Once the transition is complete the County shall no longer mail pay advices. The
electronic pay advice system will permit employees to view/print current and previous bi-weekly
pay advice/stubs. Prior to implementation the County will review security and access issues
with the Union at the County-wide labor/management meeting. The Union and employees will
be given at least three pay periods notice of final implementation of the electronic pay advice
system.
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ARTICLE V
PAY PBACTICES

Section 1

C. Denial of Step increase: The depariment head may disallow a scheduled step
increase provided a performance evaluation is first reviewed and approved by the Human
Resource Director or a designee. I the increase is disallowed, the employee will be provided
the reasons therefore in writing.

If the department head disallows such increase, the department head shall review the matter at
least quarterly, and may allow the increase effective on the first day of any pay period after that
in which the increase could have been allowed. The responsibility for submitting a written
allowance of increase, after disallowance, shall be with the department head. The anniversary
date shall be postponed until an increase is allowed. Such salary increases shali be given
unless there is an affirmative decision of the Department Head to deny the increase.

E. Seasonal Employees: With the same procedures as in the foregoing Subsection, on the
first day of the pay period foliowing the completion of one year in a paid status, not including
overtime, the salary of a seasonal employee shall be increased. On the first day of the pay
period following the completion of an additional one year in a paid status, not including overtime,
employee's salary may again be increased, and thereafter in like intervals. The hours in a paid
status need not be continuous, provided no interval of more than one year shall occur when the
employee is in an unpaid status.

ARTICLE V
PAY PRACTICES
Section 2. New Employees
A. Except as otherwise ... on such advanced step. Should incumbent Registered Nurses

working for an RCRMC campus or Detention Health not be advanced in the scenario outlined
above, the parties agree to meet and consult on the issue to determine if advancement would
be equitable in ali the circumstances. When such an ... shall not change.

ARTICLE VI
GENERAL PERSONNEL PROVISIONS

Section 1
B. Length of Initial Probation: The length of the initial probationary period is twelve (12)
months for all positions. Computation of the initial probationary period in a paid status does not
include overtime, standby, on-call, or military leave of absence. [NOTE: Supervising Welfare
Fraud Investigators must serve at least 12 months initial probation after successfully completing
the academy.]




E. Probation of Permanent Emplovees Following Change in Class or Lateral Transfer.

During the first twelve (12) months of service in a paid status following a promaotion, transfer or
demaotion, a regular employee who held permanent status at the time of the promotion, transfer
or demotion shall, upon the department head's request, be returned to a position in the
previously held classification in the former employing department. If the return involves a
change in classification, the salary step shall be the same step which the employee held
immediately prior to the promotion, transfer or demotion, and the employee's anniversary date
will be re-determined based on the number of hours of service the employee had in step at the
time of promotion, transfer or demotion. Computation of the probationary. period in a paid status
does not include overtime, standby, on-call or military leave of absencs.

Section 4. Mileage Reimbursement. Empioyees who are required to use their personal
vehicles for County business shall be reimbursed at the Internal Revenue Service (IRS)
standard mileage rate. Adjustments to the County rate, if any, shall be made pursuant to and
concurrent with the IRS rate changes.

if an employee is required to use his/her personal vehicle while in the course and scope of
his/her employment, the employee must, prior to using said vehicie, do the following:

A. Complete County of Riverside "Authorization to Drive Riverside County Vehicle or
Private Vehicle for County Business,” Form, authorizing the employee to use hisfher
personatl vehicle which must be approved by the Department Head.

B. Insure the vehicle in minimum limits required by the State of California. In addition,
employees must have their policies of insurance endorsed to reflect business use. Such
insurance must be maintained at all times while employed in a position where it is
reguired or may be required to use a personal vehicle while in the course and scope of
employment. In the event of an incident or accident, the County does not assume
responsibility for any physical damagse to an employee's personal vehicle.

C. Provide a copy of a valid driver's license, which is appropriate for the class of vehicle
to be operated. if any restrictions apply, the employee must notify his/her supervisor of
the restrictions and/or any and all changes in the license (i.e. suspended, etc.).

The use of motorcycies, mopeds, and similar types of vehicles for the conduct of County
business is expressly prohibited, with the exception of the Sheriff's Department swomn
personnel.

ARTICLE VI
LEAVE PROVISIONS
Section 1. Sick Leave

A, Accrual

Every regular employee — except registered nurses in the RN-PB classifications — shall
accrue sick leave on a daily basis and computed at the rate of four {4} hours per pay period.
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D, Reason for Usage. Use of accrued sick leave shall be allowed for the purpose of
preventative medical, dental care, and care of the family. Family, for this purpose, is defined to
mean the employee’s spouse, child, parent, brother, or sister (including step-reiatives of the
same categories), domestic partner (registered with the Secretary of State and providing a
Declaration of Domestic Partnership), and child of a domestic partner. Family shall also include
grandparents and/or grandchildren if the employee is the primary care giver for such.

Every regular employee shall use accrued vacation, compensatory time, or holiday time
when sick leave has been exhausted due to extended illness or injury unless they are on a
medical certification program in accordance with subsection B{1.) of this section.

Section 3. Bereavement Leave. The County agrees to allow up to five working days of
leave, three of which will be paid and the additional two days to be deducted from the
employees' sick leave. Eligible employees must be in an active payroll status and be compelled
to be absent from duty by reason of the death, or critical illness where death appears imminent,
of the employee's father, father-in-law, mother, mother-in-law, brother, sister, spouse, domestic
partner (registered with the Secretary of State and providing a Declaration of Domestic
Partnership} child, child of a domestic partner, grandparent, grandchild, or step-relationships of
the same categories. The County has the right to require proper documentation in support of the
requested leave.

Under extenuating circumstances, and with the prior approval of the department,
employees shall be permitted to take up to five additional working days of leave, provided the
employee has sufficient vacation time, compensatory time off, or compensatory heliday time oft
to cover the absence.

ARTICLE VIl
VACATIONS

A Subject to the limitations and exemptions of this section, every regular employee —
except registered nurses in the AN-PB classifications — shall be entitted annually ...

ARTICLE IX
HOLIDAYS

B. Qualifying Factors

1. Only regular, probationary, and seasonal employees in a current paid status shall be
eligible for paid holidays.

2. A new employee whose first working day is the day after a paid holiday shall not be paid
for the holiday.

3. An employee who is terminating employmeni for reasons other than paid County
retirement, and whose last day as a paid employee is the day before a holiday, shall not be paid
for that holiday.
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4, An employee who is on a leave of absence without pay for either the regularly scheduled
working day before the holiday, or the regularly scheduled working day after the holiday shail
not be paid for the holiday.

C. Payment for the Holiday
1. Working the Holiday Regular or seasonal full-time employees covered under the

provisions of this Memorandum who actually work on a paid holiday shall be paid at their regular
rate for the time actually worked. In addition, such employee shall have a choice of:

a. Banking compensatory holiday time off - not to exceed eight (8) hours - for such
hotliday or;
b. Being paid at his/her regular rate of pay — not to exceed eight (8) hours pay - for
the holiday.
2. Not Working the Holiday A full-time employee whose regularly scheduled day off
falls on & paid holiday and who do not actually work on the holiday shall have a choice of:
a. Banking compensatory holiday time off - not to exceed eight (8) hours - for such
holiday or;
b. Being paid at his/her regular rate of pay — not to exceed eight (8) hours pay - for
the holiday.

3. Part-Time Employees Regular part-time employees covered under the provisions of this
Memorandum who actually work on a paid holiday shall be paid at their reguiar rate for the time
actually worked. In addition, a regular part-time employee shall receive holiday pay for the
holiday - or porttion thereof - which coincides with their regularly scheduled working hours — not
to exceed eight (8) hours pay - (e.g. a part-time employee who reguiarly works 4 hours each
Manday shall receive 4 hours holiday pay for any holiday faliing on a Monday.)

If the regular part-time employee does not have a regular shift schedule, he/she shall be
receive holiday pay in an amount equivalent to the reduction in his/her regular pay for the
workweek ~ not to exceed eight (8) hours pay - (e.g. a part-time employee with an irregular
schedule who normally works 20 hours per week but who, as a result of the holiday, only works
16 hours that week shall receive 4 hours holiday pay for that week). If the regular hours of work
for such employee are not reduced during the holiday week then no holiday pay is due.

4, Limitations A registered nurse in the RN-PB classifications shall not be entitied to any
holiday pay — whether he/she works the holiday or not. However, he/she will be paid at histher
regular rate for the time he/she actually works on the holiday.

5. Scheduling Holiday Compensatory Time Off Holiday Compensatory Time Off

shall be scheduled in the same manner as regular Compensatory Time Off and shall be granted
within a reasonable time following the request.

6. Special Provisions  Notwithstanding the above, any employee in the class of Sheriff's
Communication Supervisor or Senior Public Safety Communications Officer whose reguiarly
scheduled working day falls on a paid holiday, and who actually works on that holiday, shall be
entitied to not more than 12 hours of compensation at the rate of one and one-half (1-1/2) times
the employee's regular rate of pay in addition to their regular rate of pay for the time actually
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worked. Accumulated holiday credit earned at the expiration of each prescribed pay period,
upon election of the employee may be accumulated to their accumulated holiday credit up to 80
hours or be paid to the employee by County Warrant.

ARTICLE X
REIMBURSEMENT PROGRAMS

Section 7. Registered Environmental Health Specialists (REHS) — Upon successfut hiring,

employees in the classification of Registered Environmental Heaith Specialist shail receive
the following reimbursements:

REHS State Application Fee
REHS Transcript Review Fee

Employees in the classification of Registered Environmental Health Specialists who
successfully pass the State Environmental Health Specialist exam shall receive the following
reimbursements:

REHS State Exam Fee

Employees in the classification of Registered Environmental Health Specialists shall receive
reimbursement for ail State Bi-annual Registration Renewal Fees.

if the employee voluntarily terminates his or her employment with the County within two
years of the payment of the expenses set forth herein, the employee shall be required to
repay the reimbursements received under this provision as follows:

Termination (0-12 months from payment):  100% of paid reimbursement
Termination (12-24 months from payment): 50% of paid reimbursement

The employee agrees that by accepting the reimbursement he/she is subject to the
repayment obligation outiined above and authorizes the County to deduct from his/her final
pay any repayment amount owing pursuant to this subsection.

ARTICLE XXl
ELEXIBELE BENEFIT PROGRAM

Section 2. Flexible Benefits Contributions.

A. The County shall make the following contributions towards the County's Flexible Benefit
plan:

Employees participating in a County sponsored

health care plan:

Effective December 22, 2005 (pay date 1/18/06).  $568.00 per month {$284.00 per
biweek for 24 biweeks/year)
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Effective November 9, 2006 (pay date 12/6/06):  $590.46 per month ($295.23 per
biweek for 24 biweeks/year)

Effective Novernber 8, 2007 {pay date 12/5/07):  $612.92 per month ($306.46 per
biweek for 24 biweeks/year)

Effective November 6, 2008 (pay date 12/4/08): $635.40 per month ($317.70 per
biweek for 24 biweeks/year)

Employees not participating in a County $465.00 per month ($232.50 per
sponsored health care plan: biweek for 24 biweeks/year)

In addition, the County agrees to subsidize the family and two-party monthly medical insurance
premiums chargeable to employees participating in a County sponsored health care plan on the
following basis:

Employees with family coverage: Monthly premium reduced by $100.00
Employees with two-party coverage: Monthiy premium reduced by $25.00

This subsidy will remain in place for the duration of the MQU.

B. Employees who fail to timely elect medical coverage will be placed in the lowest-priced
employee-only PPO medical plan availabie.

C. Employees electing not to participate in a County sponsored health care plan must
provide evidence of group hospital and medical health plan coverage from their spouse or other
sources and sign a statement that they are enrolled and covered under ancther group hospital
and medical health plan. Evidence is defined as a dated certificate of coverage, plan enroliment
card, policy, etc. Notice of waiver form showing other group hospital and medical coverage shall
be received by the Human Resources Department within sixty days from date of hire, and
annually during Open Enrollment.

E. ... Part time employees who work more or less than their designated status for a fiscal
year quarter shall be re-characterized at the end of that quarter based on their actual pattern of
work during that quarter.

Section 3 Deferred Compensation
The County shall accept lump sum payments of accumulated vacation, sick leave, holiday and

compensation time upon retirement up to the IRS approved maximum in any one calendar year
in accordance with the County's approved Deferred Compensation Plan.

Section 4. Partiai Benefit Nurse A registered nurse in the RN-PB classifications shall not be
eligible for any flexible benefit contributions nor any other benefits outlined in this MOU except
CalPERS retirement, Social Security, Medicare, and disabifity.
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ARTICLE XXVl
JOINT LABOR/MANAGEMENT COMMITTEE

Amend Housing Authority to conduct quarterly iabor management meetings.

Add Community Health Agency to conduct ad hoc labor management meetings.

Amend Parks Department to conduct ad hoc labor management meetings.

ARTICLE XXV
SPECIAL PROVISIONS

Section 4. Special Ditferentials - Hazardous Materials Management Specialist — Any Hazardous

Materials Management Specialists assigned to an Emergency Response Teams shall receive
$150 per month per employee while assigned to the Emergency Response Team.

ARTICLE XXX
c ENSATION AND BENEFIT INCREASES

Section 1. Wage Increases

A. General Wage Increase:

Effective January 19, 2006 the positions not specifically mentioned in subparagraphs {C)
to (G) below shall receive a 2.5% increase to their base salaries.

Effective October 12, 2006 the positions not specifically mentioned in subparagraphs
{CXiij-(ili}, (D), (E), (F) and (G) below shail receive a 2.0% increase to their base salaries.

Effective September 27, 2007 the positions not specifically mentioned in subparagraphs
{C)(iiy-(i#), (D}, (E) (F) and (G) below shali receive a 3.0% increase to their base salaries

Effective September 25, 2008 the positions not specifically mentioned in subparagraphs
(C) to (G) below shall receive a 3.0% increase to their base salaries and the positions
specifically mentioned in subparagraph (C) below shall receive a 2.0% increase to their base
salaries.

[NOTE: The parties agree that the general wage increases for 2006 outlined above shall be
applied to the base pay plus hot skill pays for IT employees represented by SEiU who are in the
hot skilt pay program. This is a one-year only arrangement.)

B. Retention Bonus: A full-time employee in any Nurse classification who is regularly
assigned to work at the RCRMC main campus, Arlington campus or Detention Health, and who
is employed by RCRMC as of the date this MOU is adopted by the County Board of Supervisors
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and who is still employed as of June 30, 2008 (NOTE: this does not include nurses who
regularty work for another department but who also may work at RCRMC from time to time)
shall be entitied to a retention bonus on the following basis.

$1,000 for each period of continuous full-time employment during the six month time
frames set out below:

January 1, 2006 — June 30, 2006 July 1, 2006 — December 31, 2006
January 1, 2007 — June 30, 2007 July 1, 2007 — December 31, 2007
January 1, 2008— June 30, 2008 July 1, 2008 — December 31, 2008

January 1, 2009 - June 30, 2009

An employee may include up to four (4) weeks of paid or unpaid leave during any of the
periods above towards determining if he/she meets the requirement for continuous full-time
ermployment in that time period. An employee who does not meet the requirement in any one
time period may still qualify during any of the other time periods. Payment of the bonus is to be
made within four (4) pay periods following June 30, 2009. The employee may elect to receive
the bonus in cash or have the bonus deposited to hisfher deferred compensation account.

A part-ime employee in any Nurse classification who is regularly assigned to work at the
RCRMC main campus, Ardington campus or Detention Health, and who is employed by RCRMC
as of the date this MOU is adopted by the County Board of Supervisors and who is still
employed as of June 30, 2009 (NOTE: this does not include nurses who regularly work for
another department but who also may work at RCRMC from time to time) shall be entitled to the
retention bonus described above on a pro-rated basis (i.e. average of 20 — 29 hours = 50% of
bonus, average of 30 — 39 hours = 75% of bonus).

In addition, a full-time or part-time employee in any Nurse classification who is hired after the
date this MOU is adopted by the County Board of Supervisors shall be eligible to accrue the
retention bonus during the periods outlined above bui shall not be paid such accrued bonus unti
after the Nurse has completed five (5) years of continuous employment with the County.

Annual Bonus

in addition to the foregoing, any nurse with five (5) or more years of consecutive full-time
service with RCRMC (Main Campus, Arlington Campus, or Detention Health) as of January 1,
2006 shalt qualify for a retention bonus as follows:

$1,000 to be paid within four (4) pay periods foliowing January 1, 2006.
$1,000 to be paid within four (4) pay periods following January 1, 2007.
$1,000 to be paid within four {4) pay periods following January 1, 2008.

The maximum available bonus under this heading shall be $3,000. To qualify for the
annuat bonus the employee cannot have missed more than six (6) weeks of actual work during
the preceding year unless on a qualifying FMLA leave, in which case the employee cannot have
missed more than twelve (12) weeks of actual work during the preceding year. The employee
may elect to receive the bonus in cash or have the bonus deposited to histher deferred
compensation account,
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ARTICLE XXX

COMPENSATION AND BENEFIT INCREASES
C. Recruiting/Retention [ssues

i. To address recruiting/retention issues effective January 19, 20086 the foilowing
classifications shall receive a 5.5% increase to their base salaries:

Job Classification
Code
78312 | Dietitian }l
78345 | Nutritionist
79811 | Children Social Services Supervisor | |
79812 | Children Social Services Supervisat (i
79808 | Children Social Services Worker 1l
79809 | Children Social Services Worker 1V
79810 | Children Social Services Worker V
54422 | Correctional Food Services Supervisor
98710 | Clinical Lab Scientist |
98712 | Clinical l_ab Scientist Il
88715 | Clinical Lab Scientist Q.C.

98731 | Cytotechnologist

98713 | Senior Clinica! Lab Scientist

74323 | Senior Appraiser

74324 | Supervising Appraiser

78740 | Public Health Microbiologist Trainee
78745 | Public Health Microbiologist |

78750 | Public Health Microbiologist Ii

78755 | Supervising Public Health Microbiologist
98733 | Hadiologic Specialist |

98734 | Radiologic Specialist |l

98736 | Radiologic Supervisor

98723 | Radioiogic Technologist |

98724 | Radiologic Technologist li

98726 | Radiologic Technologist Supervisor
98753 | Respiratory Care Practitioner § — Registered Eligible
98757 _| Respiratory Care Practitioner i - Registered
79879 | Social Services Supervisor |

79880 | Social Services Supervisor i

79875 | Social Services Worker i

79876 | Social Services Worker |V

79878 | Social Services Worker V

73445 | Physical Therapist |

734468 | Physical Therapist i}

73438 | Occupational Therapist i

73436 | Occupational Therapist I}

73611 | Pharmacist

73613 | Senior Pharmacist

73616 | Clinical Pharmacist
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73608

Senior Clinical Pharmacist 1

| 73617

Supervising Pharmagist |

il. To address recruiting/retention issues effective January 19, 2006 the following
classifications shali receive a 6.0% increase to their base salaries:

Job
Code

Classification

73540

Environmental Health Specialist Il

73545

Environmental Health Specialist I

73548

Environmental Health Specialist iV

73550

Supervising Environmental Health Specialist

73585

Hazardous Materials Management Specialist | *

73586

Hazardous Materials Management Specialist Il *

73587

Hazardous Materials Management Specialist I} *

735688

Hazardous Materials Management Specialist IV *

73582

Supervising Hazardous Materials Management Specialist *

" unless assigned to the emergency response team, employees in this classification wilt
no ionger receive the hazardous materials differential pay.

Hi. To address recruiting/retention issues effective October 12, 2006 the following

| classifications shall receive a 6.0% increase to their base salaries:

Job Classification
Code
73540 | Environmental Health Specialist Il
73545 | Environmental Health Specialist il
73548 | Environmental Health Specialist IV
73550 | Supervising Environmental Health Specialist
73585 | Hazardous Materials Management Specialist | *
73586 | Hazardous Materials Management Specialist il *
73587 | Hazardous Materials Management Specialist Il *
73588 | Hazardous Materials Management Specialist IV *
73582 | Supervising Hazardous Materials Management Specialist *
iv. To address recruiting/retention issues effective September 27, 2007 the following
classifications shall receive a 6.0% increase to their base salaries:
Job Classification
Code
73540 | Environmental Health Specialist ||
73545 | Environmental Health Specialist 11!
73548 | Environmental Health Specialist IV
73550 | Supervising Environmental Heaith Specialist
73585 | Hazardous Materials Management Specialist | *
73586 | Hazardous Malerials Management Specialist Il *
73587 | Hazardous Materials Management Specialist Il| *
73588 | Hazardous Materials Management Specialist IV *
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| 73582 [ Supervising Hazardous Materials Management Specialist * !

D. Reqgistered Nurses  Effective January 19, 2008 the current wage structure for
Registered Nurses shall be abandoned and the following substituted therefore:

Interim Permit Nurse: Rate is two steps (5.5%) below step 1 of the new RN | wage scale.

RN I: A six-step scale starting at the equivalent of step 9 of the existing RN | pay scale.

RN Il A nine-step scale starting at the equivalent of step 4 of the new RN | pay scale.

RN [H: A ten-step scale starting at the equivalent of step 4 of the new RN |l pay scale.

RN Iv: An eight-step scale starting at the equivalent of step 5 of the new RN |Il pay
scale.

RN V: An eight-step scale starting at the equivalent of step 3 of the new RN IV pay
scale.

Implementation:

Begistered Nurse |: Employees in this classification shall stay at the approximate
equivalent of their current step on the former wage scale {(e.g. Step 9@ = Step 1, Step 10 =
Step 2 ... Step 14 = Step 6).

Registered Nurse |l Employees in this classification at Steps 1 — 10 of the old wage
scale shall move to Step 1 of the new wage scale. Employees at step 11 of the old wage
scale shall move to Step 2 of the new wage scale. Employees at step 12 of the old wage
scale shall move to Step 3 of the new wage scale. Employees at Step 13 of the old wage
scale shall move to Step 4 of the new wage scale. Employees at Step 14 of the old wage
scale shall move to Step 5 of the new wage scale.

Registered Nurse {li: Employees at Steps 1 — 9 of the old wage scale shall move to
Step 1 of the new wage scale. Employees at step 10 of the old wage scale shall move to
Step 2 of the new wage scale. Employees at step 11 of the old wage scale shall move to
Step 3 of the new wage scale. Employees at step 12 of the old wage scale shall move to
Step 4 of the new wage scale. Empioyees at step 13 of the old wage scale shall move to
Step 5 of the new wage scale. Employees at step 14 of the old wage scale shall move to
Step 6 of the new wage scale.

Registered Nurse 1V: Employees in this classification at steps 1 — 11 of the old wage
scale shall be moved to Step 1 of the new wage scale. Employees at step 12 of the oid wage
scale shall move to Step 2 of the new wage scale. Employees at step 13 of the old wage
scale shall move to Step 3 of the new wage scale. Employees at step 14 and step 0 of the
old wage scale shall move to Step 4 of the new wage scale.

Redistered Nurse V: Employees in this classification at steps 1 — 11 of the old wage
scale shall be moved to Step 1 of the new wage scale. Employees at step 12 of the old wags
scale shall move to Step 2 of the new wage scale. Employees at step 13 of the old wage
scale shall move to Step 3 of the new wage scale. Employees at step 14 of the old wage
-scate shall move to Step 4 of the new wage scale.

Step Increases:  An employee in the classifications of Registered Nurse | and Registered
Nurse 1l shall progress through the new wage scale in 2-step increments up to and including
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the maximum step for their classification on their anniversary date in accordance with the
step advance dates outlined in this Mermorandum of Understanding.

Employees in the classifications of Registered Nurse !li, Registered Nurse 1V, and
Registered Nurse V shall advance through their respective pay scales in 1-step increments
up to the maximum step for their classification on their anniversary date in accordance with
the step advance dates outlined in this Memorandum of Understanding.

Advancement between Classifications: A Registered Nurse promoted to a higher rated
classification shall be placed at the first step of the wage scale applicable to the classification
promoted to unless such placement would not result in an increase in pay, in which case the
Reqgistered Nurse | or Registered Nurse 1l shail be placed at the step on the wage scale of
the classification promoted to that is equivalent to a 2-step increase from his/her former
position and the Registered Nurse Il or Registered Nurse IV shall be placed at the step on
the wage scale of the classification promoted to that is equivalent to a 1-step increase from
his/her former position.

Advance Step at Hiring:  Nothing herein shall restrict the department's ability to hire at an
advanced step in accordance with the provisions of this Memorandum of Understanding.

E. Public Heailth Nurses: Effective January 19, 2008 Public Health Nurses in all
classifications shall be converted from their current classification as a Public Health Nurse | - V
to the corresponding level on the Registered Nurse | — V pay scale and be placed at the agreed
upon step on the new wage scale.

Thereafter any Registerad Nurse [, II, i, IV or V working for the Community Health
Agency in a Public Health Nursing Program assigned to performing first level supervising duties
that provides direction and leadership to one or more Registered Nurses; and/or to monitor or
coordinate a special program with the Health Department, and/or the nursing aspects of an
agency-wide program, shall be compensated during such assignment at a rate of $1.00 per
hour while actually performing these functions.

Every effort will be made to assign the in-charge duty to Registered Nurses who wish to
assume the in-charge responsibilities. The Agency reserves the right to make an assignment
when volunteers are unavailable.

F. Other Nurses  Effective January 19, 2006] there shall be an additional 6 steps (2.71%
per step) added to the existing wage scale for the following nurse classifications:

Nursing Education Instructor Supervising Institutional Nurse
Assistant Nurse Manager Senior Institutional Nurse
Pre-Hospital Liaison Nurse Institutional Nurse

Nurse Practitioner { — l{ Supervising Clinic Site Nurse

Effective January 19, 2006, each employee in these classifications shall advance 2
steps on the expanded wage scale. Thereafter, the employees in these classifications shall
advance 2 steps on their anniversary date — as defined herein — up to and including step 14

Page 20




(step 11 for the Nursing Education Instructor). Advancement after step 14 shall be in 1 step
increments up to step 20 (step 17 for the Nursing Education Instructor).

G. Supervising Deputy Coroners: Employees in the classifications of Supervising
Deputy Coroner, Supervising Deputy Coroner A, and Supervising Deputy Coroner B shall have
their salaries increased as follows:

January 19, 2006 2.0%
July 6, 2006 3.0%
July 5, 2007 3.0%
Cctober 11, 2007 1.5%

ARTICLE XXX
UNION RIGHTS

Section 1. Bulletin Boards: Space will be made available to SEIU on a reasonable number of
departmental bulletin boards designated for such purpose, provided such use is reasonable.
Notices shall be dated and signed by a SE!U representative. The privilege does not extend to
the individual members of SEIU. The posting and removal of bulletin board material must be
maintained in a timely fashion. The County, through the Human Resources Director, or
designee, reserves the right to suspend or cancel bulletin board privileges for abuse.

Seglion 7. Stewards: Except as set out below, SEIU may elect or appoint ong (1) Steward
in each County Department, one (1} additional Steward in departments with more than 200
SEN) members, and one (1) additional Steward in departments with more than 500 SEIU
members in more than ten (10) geographica! locations. At RCRMC SEIU may elect or appoint
five (5) stewards as follows: 2 at the main campus, 1 at the Arlington Campus, and 2 at
Detention Heafth. At DPSS SEIU may elect or appoint eight (8) stewards as follows: 3 in south
County, 3 in mid-County, and 2 in the desert.

[To avoid any conflict of interest, any Steward elected or appointed from the supervisory unit
shall be iimited to representing empioyees in the supervisory unit.] The Stewards are
recognized as representatives of SEIU in their department with the power to bind SEIU in alt
matters pertaining to this Memorandum. SEIU agrees to notify the County Human Resources
Department in writing of the names of its Stewards and the effective dates of their election or
appointment, ...

Page 21




FOR THE COUNTY FOR THE UNION
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Term:

Wages:

Flex Benefits:

Attachment B
Summary of Tenlative Agreement with SEIU
42 months
General Wage Increases +Env. Health & Haz Mat
1/19/2006 2.5% 1/19/2006 6.0%
10/12/2006 2.0%% 10/12/2006 6.0%
2712007 3.0% 10/27/2007 6.0%

9/25/2008 3.0%
*IT employees receive general wage increase to base pay plus hot skills in 2006

only
Recruiting & Retentign Issues

The following ctassifications witl receive 5.5% on 1/19/2006, instead of 2.5%

Dietician | Mutritionist

Children Social Service Worker Il Children Social Service Worker IV
Children Social Service Worker V Children Social Service Supervisor |
Children Social Service Supervisor |I Correctional Food Services Supervisor
Clinical Lab Scientist | & || Clinical Lab Scientist Q.C.
Cytotechnologist Senior Clinical Lab Scientist

Senior Appraiser Supervising Appraiser

Public Heaith Microbiologist Trainee Public Heaith Microbiologist |

Public Health Microbiologist i} Supv. Public Health Microbiologist
Radiologic Specialist | & I Radiologic Supervisor

Radiologic Technologist | & 11 Radiologic Technologist Supv.
Respiratory Care Practitioner |, Reg. Elig.  Respiratory Care Practitioner l-Reg.
Social Services Supervisor | & II Social Services Worker lll, IV & IV
Physical Therapist | & Il Occupational Therapist | & I
Pharmacist Senior Pharmacist

Clinical Pharmacist Senior Clinicai Pharmacist

Supervising Pharmacist

RCRMC Registered Nurses
Augment current wage structure by adding 6-10 steps to the existing RN pay
scales which will equal between 13.97%-14.54% over three years for RN li-IV

Public Health Nurses
Convert PH Nurse t-V to RN 1-V & be placed on the new wage scales above

Other Nurses
Eff 1/19/2006 additional 6 steps added to wage scales (2.71% each step)

Supervising Deputy Coroners Increases
1/19/2006 2.0%

7/6/2006 3.0%
7/512007 3.0%
10/11/2007 1.5%

Eff 12/22/05 increase to $568*/mo




Eff 11/9/2006 increase to $590.46*/mo

Eff 11/8/2007 increase to $612.92*/mo

Eff 11/6/2008 increase to $635.40*/mo

* Employees not participating in County plan $465/mo
Subsidize family & two-party monthly medical premiums
Family reduced by $100 & two-party reduced by $25

Overtime:
Standby Call Duty:

Shift Differentials;
Electronic Pay Advice:
Initial Probation:
Promotional Probation:
Sick Leave:

Holidays:

Reimbursement Program:

Partial Benefit Nurse:
Retention Bonus;

Annual Bonus

Stewards:

For FLSA covered employees consistent with FL.SA

1 hour for every 8 hours on standby

Social Workers 1 hour for every 4 hours

Clarified language & increased differentials for certain classifications
Language in MOU will allow us to transition to electronic pay advice
All SEIU classifications serve 12 month initial probation

All SEIU classifications serve 12 month (instead of 6)

Added grandparents and grandchildren to list for use of sick leave
Clarified language on who isfis not paid and how on holiday.

Reg. Env. Health Specialists receive reimbursement for fees, etc..
Created new Partial Benefit Nurse

RCRMC Nurses empioyed through 6/30/2009 receive retention
bonus of $1000 for every six months of employment ($7000 max
during the term of contract)

RCRMC nurses with 5 or more years of service can receive an
additional $1000 per year for every year of service during the contract
($3000 max)

Increased number of stewards per department
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SUBMITTAL TO THE BOARD OF SUPERVISORS
COUNTY OF RIVERSIDE, STATE OF CALIFORNIA

FROM:  Human Resources Department SUBMITTAL DATE:
October 30, 2006

SUBJECT: Approval of the 2006 - 2010 Memorandum of Understanding with Laborers' International
Union of North America (LIUNA), Local 777.

RECOMMENDED MOTION: That the Board of Supervisors approve the 2006-2010 Memorandum of
Understanding between the Laborers' International Union of North America (LIUNA), Local 777 and
the County of Riverside (Attachment B).

BACKGROUND: LIUNA, which represents approximately 6200 County employees, asked to open
negotiations for a new Memorandum of Understanding. Discussions started in March 20086, and a
tentative agreement for a new forty eight (48) month Memorandum of Understanding, covering 2006
through 2010, was reached on Wednesday, July 12, 2006. The cost of the contract does not exceed
the parameter given by the Board of Supervisors. LIUNA advised that the agreement was ratified by
the membership on August 16, 2006.

4
{continued on page 2) Q ) e -
. C e s

Ronald W. Komers
Asst. County Executive Officer/Human Resources Dir.

FINANCIAL Current F.Y. Total Cost; $ 12,314,829 "In Current Year Budget: No
DATA Current F.Y. Net County Cost: $ 2,700,262 Budget Adjustment: No
Annual Net County Cost: $ 3,096,300 _For Fiscal Year: 2006/2007
SOURCE OF FUNDS: Department Funds ' Positions ToBe:
. Deleted Per A-SO;
Requires 4/5 vote| [_]
C.E.O. RECOMMENDATION: APPROVE

Policy

County Executive Office Signature

]
Kl Policy

[0 consem
[l Conzenmt

Dep't Recormm,:
Per Exec. Ofc

Prev. Agn. Ref.; IDistrict: Agenda Number: 3 2 1
L]

GAEXECWom 1 1Employee Relations\LIUNA MOU 2006-2010.doc




Form 11 — LIUNA MOU 2006-2010
Qctober 30, 2006
Page 2

The County and LIUNA agreed to form a subcommittee to cooperate in a cleanup of the Memorandum of
Understanding pertaining to language, spelling, grammar, and formatting following the ratification of the
tentative agreement. We return to the Board with the final version of the new Memorandum of
Understanding that resuited from this cooperative effort,

Attachment A contains a summary of the key elements of the tentative agreement which have been
included in the Memorandum of Understanding, including wage and benefit enhancements on which the
financial data is based. We recommend the Board approve the attached Memorandum of
Understanding.




Highlights of the Tentative Agreement
Between the County of Riverside and LIUNA

Term

* July 1, 2006 — June 30, 2010 (48 months)

Wages

= July 20, 2006 — approved by the Board on July 25, 2006

o General Increase - 4% (across the board)
o Special groups
* Parity adjustment for Sheriff's Forensic, Warrants & Cooks — 11%
. Parity adjustment for Eligibility Technicians — 5.5%
Fire Dispatchers — Parity with Sheriff dispatchers — 8.36% to 11.54%
Parity adjustment for Fire Technicians & Specialists - 5.5%

* July 5, 2007 - 2.5% (across the board)
* May 8, 2008 - top step (+2.71 %)
* July 3, 2008 - 2.5% {(across the board)
* May 7, 2009 - top step (+2.71%)
* July 2, 2008 - 2.5% (across the board)

= May 8, 2010 - top step (+2.71%)

Flexible Benefits

November 9, 2006 - + $22.46 (to $590.46/mo.)
November 8, 2007 - + $22.46 (to $612.92/mo.)
November 6, 2008 - + $22.48 (to $635.40/mo.)

November 5, 2009 - + $22 48 (to $657.88/mo.)

Other

Overtime to be based on FLSA rules

Clarification of qualifications to earn doubte time

Clarification of holiday pay practices

Changes to Post Employment Plan to comply with IRS regulations

Lengthened the initial probationary period for specific classifications

Added Domestic Partner language (sick/bereavement/employment of relatives)
Implemented detention differential for Facilities Management classifications
Enhanced tool reimbursement and allowance

Enhancement to the Short Term Disability benefits
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SUBMITTAL TO THE BOARD OF SUPERVISORS
COUNTY OF RIVERSIDE, STATE OF CALIFORNIA

FROM: Human Resources Department SUBMITTAL DATE:
January 7, 2007

SUBJECT: Approval of the 2006 - 2010 Memorandum of Understanding with Laborers’
International Union of North America (LIUNA), Local 777.

RECOMMENDED MOTION: That the Board of Supervisors approve the amendments to the
2006-2010 Memorandum of Understanding (MOU) between the Laborers' international Union of
North America (LIUNA), Local 777 and the County of Riverside (Attachment A).

BACKGROUND: On November 7, 2006, the Board approved the MOU between the County and
LIUNA. However, the County and LIUNA agreed to modify certain sections of the MOU.
Specifically, amendments were made to the sections of the MOU related to the Post
Employment Health Savings Plan, and several sections were added related to the Waste
Management premium pays and uniforms. The costs associated with the Waste Management
premium pays and uniforms are included in the Financial Data of this Form 11.

oy
Ronald W. Kom};s

Asst. County Executive Officer/Human Resources

Current F.¥Y. Total Cost: $ 18,388 Ein Current Year Budget: Yes

FiNI.)A :T?;AL Current F.Y. Net County Cost: $ 18,388 | Budaget Adjustment: No
Annual Net County Cost: $ 36,776 | For Fiscal Year: 2006/2007
SOURCE OF FUNDS: Department Funds Positions To Be O

_ Deleted Per A-30
Requires 4/5 Vote| [ ]

C.E.O. RECOMMENDATION: s ;
APPROVE % %\

County Executlve Office Signature

B3 Policy
Bl Policy

] Consent
O Consent

Dep't Recomm.;
Par Exec. Ofc
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Prev. Agn. Ref.: | District: j Agenda Number: 3 ; 2 8
Forn 11 LIUNA MOU FINAL clean up Dec 2006.dos
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SIDE LETTER TO THE
2006-2009
MEMORANDUM OF UNDERSTANDING

SETWEEN
SEIU, LOCAL 721
AND
THE COUNTY OF RIVERSIDE

WHEREAS the parties negotiated a Memorancum of Understanding (“MOU™) that, with
some fimited exception, pays overtime in accordance with the ruies established in the

Fair Labor Stancards Act ("FLSA™Y,

AND WHEREAS the County has reviewed all the classifications in the bargaining ‘Units
represented by SEN to determing which classifications are exemnpl from the FLSA

overtime provisions;

AND WHEREAS the County recognizes that immediately applying the FLSA rufes 1o
ceriain axermnpt classifications would result in a reeruiling and/or retention problem;

NOW THEREFORE the parties hereto agree as foflows:

1. Any employes in the FLSA exempt classifications set out -bejow shall be raid a
recruitmentfretention premium for all hours actually worked in excess of 80 in aj pay
period. The premium shall be equivalent to one and one-half (114) times the employee’s
“base rate”. The base rate is calcutated gt one-fortieth (1/40™) of the amployees redular
weekly salary (L. doss not include any offier premiums or differaniials). '

Job Code Classification 7
79811 Children Sccial Services Supervisor | _
79812 Children Sockel Services Supervisor i
79808 Children Social Services Worker |1
79809 Children Social Senices Worker IV
79810 Children Sockal Services Worker V.

79879 Social Setvices Supervisar |
| 79880 Sodial Services Supervisor i
75875 Social Services Worker |1}
| 78876 Social Services Worker IV
| 79878 Social Services WarkerV o
2. Any employee in the FLSA exempt classifications set out below shalt be paid a

two-tiered recruitment/retantion premium for alk hours aciually worked in excess of 89 in

3 pay pericd. The premium for the first tier premium shall be equivalent to one (1x)

tmes the empioyes's "base rate”. The base rate Is caiculated at one-fortieth (1/40™) of

the amployees regalar weekly sslary (i.e. does nol include any other premiumsi of

differentials). The firsi tier premium shal be paid for aif hours actually worked in excess

of 80 in a pay period up to and inciuding B4 hours in & pay perind. The premium for the
| ;
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3

second tier shall be equivalent 1o one and one-half {1}4) tmes the employee’s "base
rate” The second tier premium will be paid for all hours actually warked in excessiof 84
in & pay period,

[ _Job<Code | Ciassification ]
L. 73951 | Reqistered Nurse | _ ]

73592 Registered Nurse I

73943 Registered Murse |

73081 Registerad Nursa IV

73692 ! Regislered Nurss V

74006 Registerad Nurse [ - PB
] 74007 Registerad Nurse i - PB

Registered Nurse Il — PB

Reaistered Nurse IV — PB

140608
74008
74313

Reqistered Nurse V-~ PB

| Pre-Hospital Liaison Nurse

73913
73536

| Supervising Clinic Site Nurse

I 73924 | Assistant Nurse Manaqer
(13855 lnstitutionsl Nurse
73969 Senior Institutiona! Nurse
| 73963 Supervising Inslifutional Nurse f
3 The calculation of hours actually worked {n excess of B0 or 84 in a pay period

shall not include any howrs for which the gmployee has aliead

v received g preium

pursuant (o the terms ol the MOU (i.e. time and ane-haif or doubie fims).

4, This agreemant shall terminate on June 30, 2009, unless expressly extendeq n
wreiting by the parties hereto, '
Signed this 29 day of August 2007, at Riverside, California.

For SEIU, Locai 721

. gorge Paniels

intand Empire Region Director

For Riverside County

—.
S e

:.:::_.!;,;_J e

et B

) :E : _—m—...‘l\-;_-,’Jy{QL\:j_ W/Lf
Tom Prascorr 9
Employee Relations Division Manager
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SIDE LETTER TO THE
2006-2010
MEMORANDUM OF UNDERSTANDING
BETWEEN
LABORERS INTERNATIONAL UNION OF AMERICA, LOCAL 777
AND
THE COUNTY OF RIVERSIDE

The parties hereto agree to the following side iefter to the 2006-2009 Memorandum of
Understanding (MOU) between LIUNA and the County:

1. Article IV, Section 2 (B) is amended as follows:

B. Overtime Provisions of the Fair Labor Standards Act.

Exceptions:

3. If as a result of a designated staffing shortage, employees in the following
classifications are required to work an extra shift or shifts beyond their 80-
hour regutar shift pattern in each pay period, they shall be paid at one and
one-half their regular rate of pay for such time worked, whether or not
such work would qualify as overtime pursuant to the provisions of the
FLSA. This provision applies only to extra shift(s) or shift extension(s)
that are identified on the schedule or given as mandatory work
assignments and does not apply to other voluntary work assignments
taken by the employee during the workweek.

Job Code

13796 Sheriff 911 Communication Officer |
13797 Sheriff 911 Communication Officer Il
13806 Public Safety Communication Officer |
13807 Public Safety Communication Officer I}
54402 Correctional Baker

54420 Correctional Cook

54453 Correctional Sr. Food Services Worker
13790 Sheriff Records/Warrants Assistant |
13791 Sheriff Records/MWarrants Assistant Il
13792 Sheriff Records/Warrants Assistant ill
137892 Sr. Sheriff Records/Warrants Assistant

4. The parties recognize that employees in the classifications listed below who
are assigned to the traveling road crew of the Transportation & Land
Management Agency, Transportation Department, may have their daily
work schedule extended beyond the normai, scheduled hours because the
employees do not have transportation available at the end of the work day
to convey them back to their reporting work site. in the event the daily work
schedule of any such employee is extended because he/she has to wait for




transportation in these circumstances the employees shall be paid at one
and one-half his/her regular rate of pay for such shift extension, whether or
not such work would qualify as overtime pursuant to the provisions of the
FLSA.

Job Code

66511 Equipment Operator |

66512 Equipment Operator 1|

66516 Truck and Trailer Driver

66513 Sr. Equipment Operator

66529 Maintenance and Construction Worker

The parties recognize that empioyees in the classification of Heavy
Equipment Mechanic (Job Code 66451) working for the Riverside County
Fire Department may, as a result of a significant fire(s), be required to work
an additional shift or shifts, or shift extension(s), to meet the needs of the
Department to service equipment required to suppress such fire(s). In such
circumstances the employee shall be paid at one and one-half hisfher
regular rate of pay for such shift extension(s) or additional shift(s), whether
or not such work would qualify as overtime pursuant to the provisions of the
FLSA.

Notwithstanding the above, if an overtime assignment would not result in
any premium rate, the employee shall be permitted to refuse the overtime
assignment.

Signed this day of September, 2008, at Riverside, California.

For Riverside County For LIUNA, Local 777

Ron Komers

Fred Lowe

HR Director/Asst. CEQ Business Manager/Secretary-Treasurer







The FLSA Overtime
Fact Sheet
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SEIU and LIUNA negotiators agreed to the adoption of the Fair Labor Standards
Act (FLSA) overtime rules as part of the most recent labor agreements, approved
in 2006. The contracts guarantee employees fair wage increases of 10.5% to
24% over 3.5 to 4 years. Public safety employees are not affected by the FLSA
changes.

The union members ratified the contract that implemented this change and the
County held 24 workshops and distributed thousands of fliers and pamphlets and
posted information on its websites to educate employees in the months prior to
the changes.

Following the law will help curtail manipulation of the overtime system and will
save Riverside County taxpayers nearly $11 million annually.

More than half of the $31.6 million in overtime and comp time paid in 2007 was
earned by only 10 % of the SEIU or LIUNA employees, with each earning an
average of $17,600 before the new overtime provisions were enacted.

The law requires employers to pay overtime to eligible employees who actually
work more than 40 hours in a seven-day work week.

Paid leave time such as vacation, sick, holiday and compensatory time off is not
considered time worked when computing overtime under the law.

Eighty percent of the 14,596 County SEIU and LIUNA employees remain
eligible for overtime under the federal overtime provisions now in place.

In addition, 1,598 employees -- 952 nurses and 646 social workers — receive
premium pay, negotiated with the union on their behalf, in lieu of overtime pay.

Premium pay includes retention/recruitment bonuses or compensation at an
hourly rate of time-and-a-half for every hour worked over 40 per work week.

Through FLSA, the County wiil more efficiently manage its overtime costs and
improve it service to the public by reducing worker fatigue and saving taxpayer
money that can be pay to hire additional employees.

The new overtime provisions give the County greater flexibility to meet the
needs of taxpayers and residents while allowing managers the flexibility to alter
work schedules so employees can meet family and personal needs without
incurring overtime,




FLSA and Riverside County

m Rﬁ‘c\}léri'g lde Human Resources

HUMAN RESOURCES Frequently Asked Questions

1. Who agreed that the FLSA provisions should be adopted?
Riverside County and negotiators for both SETU and LIUNA agreed to the adoption of the Fair
Labor Standards Act overtime provisions in the most recent labor agreements enacted in 2006.
The agreements do not affect public safety employees.

2. What does compliance with the law mean to Riverside County taxpayers?
In 2007, Riverside County paid $25.6 million in overtime pay and $6 million in comp time to
non-public safety employees, including those represented by SEIU or LIUNA. Ten percent of
those employees collected more than half, $16 million, of that overtime pay, each averaging
$17,600. This disproportionate distribution of overtime is unfair to the majority of County
employees. Adherence to the law ensures fairness in the payment for the amount of work
performed by County staff. Management will authorize overtime when it is financially prudent
or hire new workers when necessary.

By following federal overtime rules, the County will save nearly $11 million dollars annually in
overtime costs. The County will improve its services to taxpayers and residents, increase cost-
effectiveness and work productivity while simultaneously reducing costs.

3. Who is eligible for overtime under the law?
After a review of County job classifications, 80% of the 14,596 employees represented by SEIU
or LIUNA remain eligible for overtime. Of those who are not eligible for overtime, 1,598
employees -- 952 nurses and 646 social workers — will receive premium pay, negotiated with the
i union on their behalf, in lieu of overtime.

County doctors, lawyers, executives, administrators, and some information technology
employees are not eligible to receive overtime. They are salaried employees who earn the same
amount of pay each workweek. In many situations these employees still receive additional
compensation for their hard work in the various forms negotiated with the union on their behalf
(e.g. call back pay or recruitment and retention premiums).

4. How is overtime calculated under the law?
Under the previous overtime system the County paid overtime for any hours that exceeded the
regular work day (e.g. nurses regularly work 12-hour shifts). Actual work hours and paid leave
time, such as vacation or sick time, counted toward calculating overtime. Under the law the
County pays overtime only for hours actually worked in excess of 40 during a seven-day
workweek. Paid leave time, holidays and sick time do not count toward the 40-hour threshold.

5. Are some Riverside County employees losing overtime pay becanse of this change?
Yes, 13 job classifications lost overtime eligibility while another 204 are now entitled to
overtime for the first time. Overtime pay is intended to compensate an employee for the
inconvenience of having to put in an extra long work week. Under the old system some
employees earned overtime without actually working a 40-hour workweek. This resulted in
an unfair system that has now been corrected. Although some employees may have grown
dependent on overtime as a regular source of income, the County’s obligation is to provide
quality service to its residents in the most cost effective manner possible, not to support
employees through excessive overtime payments.




THE MYTHS ABOUT FLSA (g
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HUMAN RESOURCES

In recent weeks, materials have been circulated that incorrectly characterized the impact and
implementation of the federal Fair Labor Standards Act.
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FACT

SEIU and LTUNA negotiators agreed to
the adoption of the FLSA overtime
policies as part of the most recent labor
contracts, approved in 2006.

EXPLANATION

The County held 24 workshops,
distributed thousands of fliers and
pamphlets, and posted information
on its websites to educate employees
about FLSA.

County wages meet or exceed market
rates. The County has conducted more
than 100 parity studies that raised
salaries $14.8 million annually to
ensure employees’ wages match or
exceed those paid in the private sector.

Under the 2006 labor agreement,
SEIU members received wage
increases of 10.5% to 24%. The
contract also gave 1,598 nurses and
social workers premium pay in lieu
of overtime, and other hard-to-recruit
positions received up to an 11% pay
increase.

Qualifying employees are paid for every

hour worked. Under the previous
system employees gualified for

overtime without working a full 40-hour

work week. Vacation, sick leave and
holidays are no longer counted in
overtime calculations.

Through FLSA, the County will
improve its service to the public by
efficiently managing overtime costs,
reducing worker fatigue and saving
taxpayers money that can be pay to
hire additional employees if needed.

Eight out of 10 County employees
remain eligible for overtime under the
FLSA. More than half of the 2,940
employees who no longer receive
overtime instead collect premium pay -
a salary bonus or an hourly wage equal

to overtime when they exceed a 40-hour

work week.

A thorough year-long review of all
employee classifications resulted in
an additional 204 job classifications
being designated as eligible for
overtime under the law.

The labor agreements that implemented
the overtime provisions were enacted in
2006, well before the downturn in the
econotny and the real estate market.

Adherence to the law will save
County taxpayers nearly $11 million
a year - public funds that can be used
to hire more workers when necessary
and to pay for other vital services.

Only 10 percent of the County’s SEIU
or LIUNA employees collected more
than half of the $31.6 million in
overtime and comp time paid last year,
each averaging $17,600.

Some employees earned excessive
overtime pay, such as a registered
nurse with a base pay of $84,000
who earned an additional $111,000
in overtime. Of the six unions, SEIU
is the only one to complain about the
FLSA changes to which it agreed.







Fair Labor Standards Act
presented by Brian Walter

The Fair Labor

Standards Act

presented by

Brian Walter
Liebert Cassidy Whitmore

#Enacted in 1938
4 Portal to Portal Act passed in 1947 to

minimize harsh effect of law on
employers

#Did not apply to public agencies until
1985

- Congress amended FLSA and DOL amended
regulations in 1286 to reduca impact to

public agencies

9 History of the FLSA
|

% Basic FLSA Requirements

¢ Minimum Wage
#Overtime at 1.5x regular rate if

employee actually works beyond
FLSA threshold

- 40 hours In a 7 day workweek for most
civilian employees

#Recordkeeping and Posting

®No Retaliation

Liebert Cassidy Whitmore

6033 W. Century Blvd,, Suite 601 Los Angeles, CA 90045 (310) 9812000 FAX: (310) 337-0837
2570 'W. Bl Camine Real, Svite 600 Mountain View, CA 94040 {650) 941-9333 FAX: (550) 9419476
www.lewlegat.com
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Falr Labor Standards Act 6.13.01
presented by Brian Walter

% What the FLSA Does Not Require

4 State Wage and Hour Laws
- Daily Overtime
- Double Time
- Meal breaks and rest breaks
- Alternative Workweek Elections

4 5Standby or On-call Pay

% Enforcement and Remedies

#Remedies
=~ 2 or 3 Year Statute of Limitations
- Back Pay
- Liquidated (“Double”) Damages
- Attorney Fees and Costs
~ Criminai Penalties

$Enforcement

- Secretary of Labor (DOL)
~ Private Litigation

: % 'Regular Rate of Pay

#FLSA Regular Rate is Not the Same as
Employee’s Base Hourly Rate

- Include special pays in regular rate
* Bilingual Pay
« Shift Differential Pay

Liebert Cassidy Whitmore

6033 W. Century Blvd,, Suite 601 Los Angeles, CA 90045 (210} 981-2000 FAX: (310) 337-0837
2570 W, Ef Camino Real, Svite 600 Mountain View, CA 94040 (650) 241-9333 FAX;: (650) 941-9476 2
www.lewlegal.com




Fair Labor Standards Act
presented by Brian Walter

% The Work Period

# The work period is the basis for determining

if an employee has worked overtime under
the FLSA

- Clvillan ~ 7 days/40 hoars
- Safety - 14 days/86 hours

- Hospital - 14 days/80 hours
#*Work period # work schedule

# Special designation for 9/80 employees

% Payment of Overtime

#Has Employee Actually Worked Over 40

Hours in 7 day Workweek?
~ Do not consider pald time feave as honrs worked

~ Must ensure that comply with FLSA, regardless of
MOV provisions

¢ Timely Payment of Wages
- Keap payroll procass simple to avoid problems

& ‘Determining Hours Worked

#+Do Not Count Paid Leave in
Determining FLSA Overtime

- Complicates Payroll System ¥f Paid Leave
Counted

- Creates incentlve 1o take leave and then
work additional hours

- Can compound or pyramid overtime

* Employee who takes leave and replacement
employee can both eam overtime at the same time

Liebert Cassidy Whitmore

6033 W. Century Blvd,, Sulte 601 Los Angeles, CA 90045 (310) P81-2000 FAX: {310) 337-0837
2570 W. El Camino Reol, Suite 400 Mountain View, CA 94040 {650} 941-9333 FAX: (650) 941-9476
www.lewlegal.com
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Fair Labor Standards Act 6.13.01
presented by Brian Walter

% Overtime Exemptions

+Not required to pay overtime

#Not required to record actual hours
worked

#Exemptions must be narrowly
construed in favor of employee

+Significant liability if misclassify as
exempt

% White Collar Exemptions - Duties

¢ Executive
¢ Administrative
& Professional

% White Collar Exemptions - Salary

#Predetermined Pay - $455/week

#Exceptions
~ Daductions for a day or more
~ Fartial day docking for personal leave
~ Disciplinary deductions

Liebert Cassidy Whitmore

6033 W. Century Blvd,, Sulte 601 Las Angeles, CA 70045 [310) 981.2000 FAX: (310) 337-0837

2570 W. El Camine Real, Sulte 600 Mounigin View, CA 94040 (650) 941-9333 FAX: [650) 941.9476 F. |
www.lewlegal.com




Fair Labor Standards Act 6.13.01
presented by Brian Walter

agg Compensatory Time Off

®Agreement Required
#Must be given at Time and One Half

#FLSA Limits on Accrual
- Safety — 480 hours
~ Non-safety ~ 240 hours
# Agree on a reasonable period for
employee to use CTO

Liebert Cassidy Whitmore

6033 W. Century Bivd., Suite 601 Los Angeles, CA 90045 (310) 981-2000 FAX: (310) 337-0837
2570 W. El Camina Real, Suite 600 Mountain View, CA 94040 (650) 941-9333 FAX: (650) 941-9476 5
www.lewlegal.com




Results of the Classification

Review of FLSA




Change in FLSA Status

Joh New
Code Job Title Emps Union FLSA FLSA
77444 SUPV AUDITOR-APPRAISER 4 SES N E
79819 PROGRAM SPECIALIST i 4 SES N E
13609 SUPV PROGRAM SPECIALIST 2 SES N E
37566 CHA PROGRAM COORDINATOR 16 SE2 N E
73586 HAZARDOUS MTRLS MGMT SPEC (I 4 SE2 N E
73587 HAZARDOUS MTRLS MGMT SPEC Il 14 SE2 N E
73588 HAZARDOUS MTRLS MGMT SPEC IV 5 SE2 N E
79818 PROGRAM SPECIALIST ¢ 4 SES N E
79819 PROGRAM SPECIALIST I 28 SES N E
79815 PROGRAM SPECIALISTII, C.S.S. 9 SES N E
79820 SR PROGRAM SPECIALIST 6 SES N E
79816 SR PROGRAM SPECIALIST - C.8.S. 3 SES N E
13609 SUPV PROGRAM SPECIALIST 5 SES N E
79820 SR PROGRAM SPECIALIST 1 SES N E
13609 SUPV PROGRAM SPECIALIST 2 SES N E
85005 AREA PARK MANAGER - PARKS 2 SPS N E
85014 HISTORIC PRESERVATION OFCR-PKS 1 SPS N E
79819 PROGRAM SPECIALIST i 7 SES N E
79819 PROGRAM SPECIALIST il 1 SES N E

Total Non-Exernpt to Exempt 118 19
86111 BUSINESS PROCESS ANALYST i 17 SE2 E N
15927 ACCOQUNTING TECHNICIANH -C 3 UNC E N
86108 BUSINESS PROCESS ANALYSTI-C 4 UNC E N
73459 HEALTH EDUCATION ASST Il -C 1 UNC E N
74771 HUMAN RESQURCES ANALYST | 10 UNC E N
74470 HUMAN RESOQURCES ANALYST TRNEE 2 UNC E N
74321 APPRAISER | 8 SE2 E N
74322 APPRAISER | 24 SE2 E N
13526 ARCHIVIST/RECORDS ANALYST | 2 SE2 E N
77442 AUDITOR/APPRAISER || 7 SE2 E N
86110 BUSINESS PROCESS ANALYST | 1 SE2 E N
86111 BUSINESS PROCESS ANALYST |l 2 SE2 E N
92245 CHF GIS SPECIALIST 1 SES E N
77104 GIS ANALYST 1 SE2 E N
77106 GIS SENIOR ANALYST 1 SE2 E N
86177 IT SUPV SYSTEMS OPERATOR 1 SES E N
86187 IT SUPV USER SUPPORT TECH 2 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 2 SES E N
16310 SUPV ACR TECHNICIAN 16 SES E N
13524 SUPV ARCHIVES & REC TECH | 6 SES E N
13525 SUPV ARCHIVES & REC TECH I 2 SES E N
92244 SUPV GIS SPECIALIST 1 SES E N
77411 ACCOUNTANT | 5 SE2 E N
15916 ACCOUNTING TECHNICIAN | 4 SES E N
86110 BUSINESS PROCESS ANALYST | 1 SE2 E N
86111 BLUSINESS PROCESS ANALYST |l 3 SE2 E N
18917 SUPV ACCOUNTING TECHNICIAN 2 SES E N
77411 ACCOUNTANT | 2 SE2 E N
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Change in FLSA Status

Job New
Code Joh Title Emps Union FLSA FLSA
15916 ACCOUNTING TECHNICIAN I 3 SES E N
86110 BUSINESS PROCESS ANALYST | 1 SE2 E N
86111 BUSINESS PROCESS ANALYST I 1 SE2 E N
15325 SR TAX COLLECTION INVESTIGATOR 1 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 9 SES £ N
13007 ELECTIONS ANALYST 1 SES E N
13001 ELECTIONS COORD - SERVICES 2 SES E N
77104 GIS ANALYST 1 SE2 E N
77411 ACCOUNTANT | 3 SE2 E N
77410 ACCOUNTANT TRAINEE 2 SE2 E N
15916 ACCOUNTING TECHNICIAN I 6 SES E N
62771 BLDG MAINTEMNANCE SUPERVISOR 1 SES E N
74184 DEVELOPMENT SPECIALIST I 32 SE2 E N
74185 DEVELOPMENT SPECIALIST Il 54 SE2 E N
77497 FISCAL ANALYST 3 SE2 E N
97462 HOUSING SPECIALIST | 23 SE2 E N
97463 HOUSING SPECIALIST Il 14 SE2 E N
97464 HOUSING SPECIALIST Il 5 SE2 E N
74917 REAL PROPERTY AGENT HI 1 SE2 E N
74186 SR DEVELOPMENT SPECIALIST 34 SES E N
74821 SR REAL PROPERTY AGENT 1 SE2 E N
62105 AIRPORT OPS & MAINT SUPERVISOR 1 SES E N
74185 DEVELOPMENT SPECIALIST I 2 SE2 E N
74186 SR DEVELOPMENT SPECIALIST 1 SES E N
62771 BLDG MAINTENANCE SUPERVISOR 1 SES E N
74185 DEVELOPMENT SPECIALIST HI 1 SE2 E N
77411 ACCOUNTANT | 1 SEZ2 E N
15318 ACCOUNTING TECHNICIAN 11 3 SES E N
86187 IT SUPV USER SUPPORT TECH 1 SES E N
37573 SUPV INVESTIGATIVE TECH 1 SES E N
79784 SUPV VICTIM/WITNESS CLAIM TECH 1 SES E N
79792 VICTIM SERVICES SUPERVISOR 6 SES E N
15816 ACCOUNTING TECHNICIAN (I 1 SES E N
15914 SUPV ACCOUNTING ASSISTANT 1 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 1 SES E N
15916 ACCOUNTING TECHNICIAN 1l 1 SES E N
77411 ACCOUNTANT I 2 SE2 E N
16916 ACCOUNTING TECHNICIAN i 10 SES E N
66419 BLDG & MAINTENANCE SUPER-CORR 1 SES E N
54422 CORRECTIONAL FOOD SVCS SUPY 8 SES E N
13471 CRIME ANALYST SUPERVISOR 1 SES E N
74233 PUBLIC INFORMATION SPECIALIST 3 SE2 E N
13809 SHERIFF COMMUNICATIONS SUPV 18 SES E N
13476 SHERIFF RECORDS/WARRANTS SUPY 5 SES E N
16917 SUPY ACCOUNTING TECHNICIAN 1 SES E N
37539 SUPV FINGERPRINT EXAMINER 2 SES E N
13868 SUPY OFFICE ASSISTANT I 12 S5ES E N
13822 SUPV SHERIFF CORRECTIONS ASST 5 SES E N
13813 SUPV SHERIFF COURT SVCS ASST 3 SES E N
77411 ACCOUNTANT | 2 SE2 E N
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Change in FLSA Status

Job New
Code Job Title Emps Union FLSA FLSA
15916 ACCOUNTING TECHNICIAN || 1 SES E N
54422 CORRECT!ONAL FOOD SVCS SUPV 3 SES E N
54480 HOUSE MANAGER 3 SES E N
86100 IT APPS DEVELCPER | 1 SE2 E N
54421 SR COOK - DETENTION 2 SES E N
13868 SUPV OFFICE ASSISTANT I 2 SES E N
15916 ACCOUNTING TECHNICIAN 1) 2 SES E N
62771 BLDG MAINTENANCE SUPERVISOR 1 SES E N
13804 EMERGENCY COMMAND CENTER SUPV 2 SES E N
37878 FIRE SAFETY SUPERVISOR 7 SES E N
77104 GIS ANALYST 1 SE2 E N
77106 GIS SENIOR ANALYST 1 SE2 E N
74233 PUBLIC INFORMATION SPECIALIST 2 SE2 E N
92753 SR MEDIA PRODUCTION SPECIALIST 1 CNF E N
74234 SR PUBLIC INFO SPECIALIST 1 SEZ E N
15834 SUPV STOREKEEPER 1 SES E N
78708 AG & STANDARDS INVESTIGATOR | 3 SE2 E N
15916 ACCOUNTING TECHNICIAN I 3 SES E N
77104 GIS ANALYST 6 SE2 E N
77106 GIS SENIOR ANALYST 4 SE2 E N
77105 GIS SUPERVISOR ANALYST 3 SES E N
15821 SUPPORT SERVICES SUPERVISOR 1 SES E N
15914 SUPV ACCOUNTING ASSISTANT 1 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 2 SES E N
33253 SUPV LAND USE TECHNICIAN 2 SES E N
33235 PRINCIPAL BUILDING INSPECTOR 3 SE2 E N
74802 URBAN/REGIONAL PLANNER | 4 SEZ E N
15916 ACCOUNTING TECHNICIAN 1| 6 SES E N
66561 ASST DISTRICT ROAD MAINT SUPV 13 SES E N
13411 CROSSING GUARD SUPERVISOR 1 SES E N
66509 DISTRICT ROAD MAINTENANCE SUPV 17 SES E N
66475 EQUIPMENT FLEET MANAGER 1 SES E N
66413 EQUIPMENT SERVICE SUPV 1 SES E N
77106 GIS SENIOR ANALYST 1 SE2 E N
76420 JUNIOR ENGINEER 3 SEZ E N
97434 PRINCIPAL ENG TECH 12 SES E N
97438 PRINCIPAL ENG TECH - PLS/PE 1 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 1 SES E N
97435 TECHNICAL ENG UNIT SUPERVISOR 6 SES E N
97383 TRAFFIC SIGNAL SUPERVISOR 1 SES E N
33256 COMMUNITY IMPROVEMENT SPEC I 3 SE2 E N
77411 ACCOUNTANT | 3 SE2 E N
77410  ACCOUNTANT TRAINEE 3 SE2 E N
15916 ACCOUNTING TECHNICIAN II 4 SES E N
79703 CHF PATIENTS RIGHTS ADVOCATE 1 SES E N
15006 INSURANCE BILLING SUPV | 1 SES E N
86187 IT SUPV USER SUPPORT TECH 1 SES E N
79753 SUPV BEHAVIORAL HEALTH SPEC 7 SES E N
13868 SUPV OFFICE ASSISTANT Il 1 SES E N
77411 ACCOUNTANT | 1 E N

SE2
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Change in FLSA Status

Job New
Code Job Title Emps Union FLSA FLSA
15916 ACCOUNTING TECHNICIAN Il 6 SES E N
98712 CLINICAL LAB SCIENTIST |i 1 SE2 E N
74162 COMMUNITY DEVELOPMENT REP 1 SE2 £ N
73530 ENV HEALTH SPEC | 5 SE2 E N
73531 ENV HEALTH SPEC | - DESERT 6 SE2 E N
79824 HEALTH CARE SOCIAL WORKER 23 SE2 E N
73458 HEALTH EDUCATION ASST Il 28 SE2 E N
86187 IT SUPV USER SUPPORT TECH 2 SES E N
62340 LEAD HOUSEKEEPER 7 SES E N
73517 LIEUTENANT OF FIELD SERVICES 4 SES E N
92754 MEDIA/COMMUNICATIONS COORD 1 CNF E N
78750 P.H. MICROBIOLOGIST II 3 SE2 E N
73961 SR COMMUNICABLE DISEASES SPEC 6 SES E N
73575 SR INDUSTRIAL HYGIENIST 1 SES E N
92753 SR MEDIA PRODUCTION SPECIALIST 1 CNF E N
74234 SR PUBLIC INFO SPECIALIST 1 SE2 E N
15821 SUPPORT SERVICES SUPERVISOR 3 SES E N
73520 SUPV ANIMAL ADOPTION COUNSELOR 2 SES E N
73502 SUPV ANIMAL CARE TECHNICIAN 2 SES E N
13432 SUPV MEDICAL RECORDS TECH 1 SES E N
13868 SUPV OFFICE ASSISTANT I 6 SES E N
73500 SUPV REG VETERINARY TECHNICIAN 2 SES E N
15916 ACCOUNTING TECHNICIAN II 1 SES E N
54614 ASST LAUNDRY MANAGER (D) 1 SES E N
86112 BUSINESS SYSTEMS ANALYSIS 1 SE2 E N
98715 CLINICAL LAB SCIENTIST - Q.C. 2 SE2 E N
98712 CLINICAL LAB SCIENTIST Il 17 SE2 E N
13403 HOSPITAL ADMISSIONS SUPERVISOR 3 SES E N
62344 HOSPITAL ENVIRO SERVICES SUPY 4 SES E N
72001 HOSPITAL PATIENT ADVOCATE 1 SE2 E N
15907 INSURANCE BILLING SUPV II 1 SES E N
86177 IT SUPV SYSTEMS OPERATOR 1 SES E N
86187 IT SUPV USER SUPPORT TECH 1 SES E N
62340 LEAD HOUSEKEEPER 4 SES E N
79834 MEDICAL SOCIAL WORKER | 4 SE2 E N
13425 MEDICAL TRANSPORTATION COORD 1 SES E N
74233 PUBLIC INFORMATION SPECIALIST 1 SE2 E N
73461 RECREATION THERAPIST 1 SE2 E N
98753 RESP CARE PRACT |, REG ELIG 5 SE9 E N
898757 RESP CARE PRACT Il, REG 29 SE9 E N
15315 REVENUE & RECOVERY SUPV | 1 SES E N
15317 REVENUE & RECOVERY SUPV I 1 SES E N
98713 SR CLINICAL LAB SCIENTIST 5 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 1 SES E N
54433 SUPV COOK 1 SES E N
54456 SUPV FOOD SERVICE WORKER 4 SES E N
13452 SUPV MEDICAL RECORDS CODER 1 SES E N
13432 SUPV MEDICAL RECORDS TECH 2 SES E N
13823 SUPV MEDICAL TRANSCRIPTIONIST 1 SES E N
13436 SUPV PHARMACY TECHNICIAN 1 SES E N
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Change in FLSA Status

Job - New
Code Job Title Emps Union FLSA FLSA
98754 SUPV RESP CARE PRACTITIONER 6 SES E N
62750 SUPV STATIONARY ENGINEER 1 SES E N
13430 UTILIZATION REVIEW COORDINATOR 1 SES E N
77411 ACCOUNTANT | 1 SE2 E N
76420 JUNIOR ENGINEER 3 SEZ E N
66507 OPS & MAINT SUPERVISOR 5 SES E N
15817 SUPV ACCOUNTING TECHNICIAN 1 SES E N
66578 WASTE MGMT PROJECTS SUPERVISOR 1 SES E N
77411 ACCOUNTANT ! 3 SE2 E N
77410 ACCOUNTANT TRAINEE 6 SE2 E N
15916 ACCOUNTING TECHNICIAN Ii 2 SES E N
86111 BUSINESS PROCESS ANALYST I 3 SE2 E N
74151 COMMUNITY PRGM SPECIALIST | 4 SE2 E N
74185 DEVELOPMENT SPECIALIST lil 1 SE2 E N
13416 DPSS OFFICE SUPPORT SUPV 61 SES E N
13604 ELIGIBILITY SUPERVISOR 118  SES E N
86187 [T SUPV USER SUPPORT TECH 2 SES E N
15317 REVENUE & RECOVERY SUPV 1| 1 SES E N
79886 SOCIAL SERVICE PLANNER 3 SE2 E N
79873 SOCIAL SERVICES WORKER | 32 SE2 E N
79874 SOCIAL SERVICES WORKER I 129  SE2 E N
15821 SUPPORT SERVICES SUPERVISOR 1 SES E N
15817 SUPV ACCOUNTING TECHNICIAN 7 SES E N
13399 SUPV CUSTOMER SUPPORT REP 1 SES E N
13787 SUPV DATA ENTRY OPERATOR 1 SES E N
79890 SUPV EMPLOYMENT SVCS COUNSELOR 28 SES E N
37573 SUPV INVESTIGATIVE TECH 4 SES E N
37599 SUPV WELFARE FRAUD INV -B 2 SES E N
77411 ACCOUNTANT | 1 SE2 E N
74151 COMMUNITY PRGM SPECIALIST | 3 SE2 E N
97463 HOUSING SPECIALIST Il 2 SEZ2 E N
74234 SR PUBLIC INFO SPECIALIST 1 SE2 E N
77410 ACCOUNTANT TRAINEE 1 SE2 E N
74132 PROGRAM OPERATIONS SUPERVISOR 1 SES E N
77411 ACCOUNTANT I 4 SE2 E N
77410 ACCOUNTANT TRAINEE 3 SE2 E N
156916 ACCOUNTING TECHNICIAN 1) 2 SES E N
86111 BUSINESS PROCESS ANALYST Il 1 SE2 E N
62324 CUSTODIAL SUPERVISOR 4 SES E N
76601 FACILITIES PROJECT MGR | 2 SEZ2 E N
76602 FACILITIES PROJECT MGRII 5 SE2 E N
76608 FACILITIES PROJECT MGR I 7 SE2 E N
62344 HOSPITAL ENVIRO SERVICES SUPV 1 SES E N
86187 |T SUPV USER SUPPORT TECH 1 SES E N
62322 LEAD CUSTODIAN 24 SES E N
62330 M.H. FAC HOUSEKEEPING SUPV 1 SES E N
74819 REAL PROPERTY AGENT | 3 SE2 E N
74918 REAL PROPERTY AGENT Il 1 SE2 E N
74917 REAL PROPERTY AGENT Il 5 SE2 E N
74921 SR REAL PROPERTY AGENT 2 SE2 E N
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Change in FLSA Status

-Job New
Code Job Title Emps Unioh FLSA FLSA
15817 SUPV ACCOUNTING TECHNICIAN 2 SES E N
13868 SUPV OFFICE ASSISTANT Il 1 SES E N
52744 SUPV PARKING OPS OFFICER 1 SES E N
15834 SUPV STOREKEEPER 1 SES E N
66415 AUTOMOTIVE SERVICE SUPERVISOR 2 SES E N
86110 BUSINESS PROCESS ANALYST | 1 SE2 E N
66414 GARAGE BRANCH SUPVY 3 SES E N
62435 PRINTING PRODUCTION SUPERVISOR 1 SES E N
15817 SUPV ACCOUNTING TECHNICIAN 1 SES E N
13399 SUPV CUSTOMER SUPPORT REP 2 SES E N
77411 ACCOUNTANT | 1 SE2 E N
86177 IT SUPV SYSTEMS OPERATOR 2 SES E N
15917 SUPV ACCOUNTING TECHNICIAN 1 SES E N
15834 SUPV STOREKEEPER 1 SES E N
74185 DEVELOPMENT SPECIALIST il 1 SE2 E N
85041 SR PARK RANGER - PARKS 2 SPG E N
15927 ACCOUNTING TECHNICIAN Il - C 1 UNC E N
15916 ACCOUNTING TECHNICIAN i 1 SES E N
74233 PUBLIC INFORMATION SPECIALIST 1 SE2 E N
80026 EQUIPMENT SERVICE SUPV - WRMD 1 MWU E N
80095 JUNIOR ENGINEER - WRMD 1 Sw2 E N
80058 OPS & MAINT SUPERVISOR - WRMD 5 MWU E N
80073 SR EQUIPMENT OPERATOR - WRMD 3 SW5 E N
80040 SUPV HAZ WASTE INSPECTOR-WRMD 1 Mwu E N
77411 ACCOUNTANT | 2 SE2 E N
66413 EQUIPMENT SERVICE SUPV 1 SES E N
77104 GIS ANALYST 1 SE2 E N
76420 JUNIOR ENGINEER 3 SE2 E N
87434 PRINCIPAL ENG TECH 4 SES E N
97438 PRINCIPAL ENG TECH - PLS/PE 3 SES E N
74233 PUBLIC INFORMATION SPECIALIST 1 SE2 E N
74919 REAL PROPERTY AGENT | 1 SE2 E N
66505 REGIONAL FLOOD CNTRL MAINT SPV 2 SES E N
74921 SR REAL PROPERTY AGENT 1 SEZ E N
15917 SUPV ACCOUNTING TECHNICIAN 1 SES E N
92286 SUPV PHOTOGRAMMETRIST 1 UP4 E N
13416 DPSS OFFICE SUPPORT SUPV 1 SES E N
1345

Total Exempt to Non-Exempt

265
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Remaining Exempt with OT Rate Change

Job
Code Job Title

Emps Union FLSA FLSA OT Rate

New

New
Rate

13901 DEP CLERK OF THE BOARD
74105 ADMIN SERVICES ANALYST |
86117 IT BUSINESS SYS ANALYST il
86139 IT DATABASE ADMIN HI

86155 IT NETWORK ADMIN It

86119 [T SUPV BUSINESS SYS ANALYST
86140 IT SUPV DATABASE ADMIN

86165 IT SYSTEMS ADMINISTRATOR Il
74106 ADMIN SERVICES ANALYST 11
74199 ADMIN SERVICES SUPV

13527 ARCHIVIST/RECORDS ANALYST Il
86103 IT APPS DEVELOPER HI

86117 IT BUSINESS SYS ANALYST Il
86139 IT DATABASE ADMIN I

86153 |T NETWORK ADMIN I

86155 IT NETWORK ADMIN Il

86105 IT SUPV APPS DEVELOPER
86119 IT SUPV BUSINESS SYS ANALYST
77413 SR ACCOUNTANT

74323 SR APPRAISER

77443 SR AUDITOR/APPRAISER

74324 SUPV APPRAISER

74327 SUPV DEPUTY ACCR

77412 ACCOUNTANT li

86117 IT BUSINESS SYS ANALYST Il
86153 IT NETWORK ADMIN i

86119 |IT SUPV BUSINESS SYS ANALYST
77413 SR ACCOUNTANT

77421 SR INTERNAL AUDITOR

77416 SUPV ACCOUNTANT

77412 ACCOUNTANT Il

74106 ADMIN SERVICES ANALYST Il
86103 IT APPS DEVELOPER Il

86117 IT BUSINESS SYS ANALYST (I
86153 IT NETWORK ADMIN i

86155 IT NETWORK ADMIN Il

86119 IT SUPV BUSINESS SYS ANALYST
77413 SR ACCOUNTANT

77416 SUPV ACCOUNTANT

74199 ADMIN SERVICES SUPV

86115 IT BUSINESS SYS ANALYST II
86153 IT NETWORK ADMIN I

86119 IT SUPV BUSINESS SYS ANALYST
86140 IT SUPV DATABASE ADMIN

77412 ACCOUNTANT II

86138 IT DATABASE ADMIN ||

86155 IT NETWORK ADMIN ill

86197 IT SUPV WEB DEVELOPER

86164 IT SYSTEMS ADMINISTRATOR Il
86165 IT SYSTEMS ADMINISTRATOR Il

2

—
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Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OTRate Rate
86195 IT WEB DEVELOPER I 1 SE2 E E 15 0
74221 PRINCIPAL DEVELOPMENT SPEC 18 SES E E 15 0
77413 SR ACCOUNTANT 5 S8E2 E E 15 ]
77416 SUPV ACCOUNTANT 2 SES E E 1.5 0
74920 SUPV REAL PROPERTY AGENT 1 SES E E 1.5 0
74221 PRINCIPAL DEVELOPMENT SPEC t SES E E 15 0
77412 ACCOUNTANT Il 1 SE2 E E 15 0
74106 ADMIN SERVICES ANALYST || 2 SE2 E E 0
74198 ADMIN SERVICES SUPV 1 SES E E 1 0
86101 {T APPS DEVELOPER II 1 SE2 E E 15 0
86139 IT DATABASE ADMIN il 2 SE2 E E 15 0
86155 IT NETWORK ADMIN [l 3 SE2 E E 15 0
86157 IT SUPVY NETWORK ADMIN 1 SES E E 15 0
77413 SR ACCOUNTANT 2 SE2 E E 15 0
79881 TRAINING OFFICER 3 SES E E 15 0
74106 ADMIN SERVICES ANALYST Il 2 SE2 E E 1 0
74199 ADMIN SERVICES SUPV 1 SES E E 1 0
37556 CHILD SUPPORT SVCS SUPERVISOR 13 SES E E 15 0
37494 DEP CHILD SUPP ATTORNEY III 4 PR7 E E 1 0
37493 DEP CHILD SUPP ATTORNEY IV 8 PR? E E 1 0
37492 DEP CHILD SUPP ATTORNEY IV-§ 2 PR7 E E 1 0
86103 IT APPS DEVELOPER Iit 2 SE2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST Il 3 SE2 E E 15 0
86119 IT SUPV BUSINESS SYS ANALYST 1 SES E E 15 0
86164 IT SYSTEMS ADMINISTRATOR i 1 SE2 E E 1.5 0
86165 IT SYSTEMS ADMINISTRATOR I 2 SE2 E E 15 0
79861 STAFF DEVELOPMENT OFFICER 1 SES E E 15 0
74106 ADMIN SERVICES ANALYST i 1 SE2 E E 1 0
86167 {T SUPV SYSTEMS ADMINISTRATOR 1 SES E E 1.5 0
86164 IT SYSTEMS ADMINISTRATOR || 1 SE2 E E 1.5 0
86165 IT SYSTEMS ADMINISTRATOR Il 1 SE2 E E 15 0
79875 SOCIAL SERVICES WORKER Hi 1 SE2 E E 1.5 0
79878 SOCIAL SERVICES WORKER V 1 SE2 E E 15 0
37567 SUPV PUBLIC DEFENDER INVEST 5 SES E E 15 0
77412 ACCOUNTANT !l 1 SE2 E E 15 0
74106 ADMIN SERVICES ANALYST || 3 SE2 E E 1 0
74199 ADMIN SERVICES SUPV 3 SES E E 1 0
79735 CHAPLAIN 3 SE2 E E 1.5 0
73895 FORENSIC PATHOLOGIST IIl 3 SE2 E E 15 0
73894 FORENSIC PATHOLOGIST IV 1 SE2 E E 1.5 0
86103 IT APPS DEVELOPER IlI 1 SE2 E E 1.5 0
86115 IT BUSINESS SYS ANALYST Il 2 SE2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST Il 6 SE2 E E 15 0
86119 IT SUPV BUSINESS SYS ANALYST 1 SES E E 1.5 0
86167 IT SUPV SYSTEMS ADMINISTRATOR 2 SES E E 1.5 0
86164 IT SYSTEMS ADMINISTRATOR II 6 SE2 E E 15 0
86165 IT SYSTEMS ADMINISTRATOR IlI 6 SE2 E E 1.5 0
79837 RESEARCH SPECIALIST | 1 SE2 E E 15 0
77413 SR ACCOUNTANT 2 SE2 E E 1.5 0
77416 SUPV ACCOUNTANT 2 SES E E 15 0

20f9
9/26/2008




Remaining Exempt with OT Rate Change

Job
Code Job Title

Emps Union FLSA FLSA OT Rate

New

New
Rate

37527 SUPV DEPUTY PUBLIC ADMIN
74106 ADMIN SERVICES ANALYST II

86103 IT APPS DEVELOPER i

86117 IT BUSINESS SYS ANALYST Ili
86155 IT NETWORK ADMIN 1l

77416 SUPV ACCOUNTANT

77412 ACCOUNTANT |l

74105 ADMIN SERVICES ANALYST |

74106 ADMIN SERVICES ANALYST |l

74199 ADMIN SERVICES SUPV

37877 FIRE PROTECTION ENGINEER
86117 [T BUSINESS SYS ANALYST Il
86124 IT COMMUNICATIONS ANALYST Hi
86139 IT DATABASE ADMIN Il

86119 IT SUPV BUSINESS SYS ANALYST
86125 IT SUPV COMMUNICATIONS ANALYST
86167 IT SUPV SYSTEMS ADMINISTRATOR
86165 IT SYSTEMS ADMINISTRATOR il
86196 1T WEB DEVELOPER Il

77413 SR ACCOUNTANT

78706 AG & STANDARDS INVESTIGATOR Il
78708 AG & STANDARDS INVESTIGATOR IV
78707 AG & STANDARDS INVESTIGATR I
78709 SUPV AG & STANDARDS INVEST |
78710 SUPV AG & STANDARDS INVEST I
74106 ADMIN SERVICES ANALYST i

85060 ECOLOGICAL RESOURCES SPEC i
86103 IT APPS DEVELOPER lii

86117 IT BUSINESS SYS ANALYST Il
86138 IT DATABASE ADMIN II

86153 IT NETWORK ADMIN II

86155 IT NETWORK ADMIN 111

86140 IT SUPV DATABASE ADMIN

86167 IT SUPV SYSTEMS ADMINISTRATOR
86164 [T SYSTEMS ADMINISTRATOR H
86165 IT SYSTEMS ADMINISTRATOR il
74809 PRINCIPAL PLANNER

79837 RESEARCH SPECIALIST |

77416 SUPV ACCOUNTANT

76426 SUBDIVISION ENGINEER

74809 PRINCIPAL PLANNER

74804 URBAN/REGIONAL PLANNER i
74806 URBAN/REGIONAL PLANNER IV
77412 ACCOUNTANT il

74105 ADMIN SERVICES ANALYST |

74106 ADMIN SERVICES ANALYST ||

76424 ASSOC CIVIL ENGINEER

76423 ASSOC ENGINEER

76421 ASST ENGINEER

77413 SR ACCOUNTANT
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Remaining Exempt with OT Rate Change

Job
Code Job Title

Emps Union FLSA FLSA OT Rate

New

New .
Rate

76425 SR CIVIL ENGINEER

76484 SR LAND SURVEYOR

76483 SR SURVEYOR

74831 B8R TRANSPORTATION PLANNER
77416 SUPV ACCOUNTANT

76403 SUPV LAND SURVEYOR

33244 SUPV CODE ENFORCEMENT OFFICER
33258 SUPV COMM IMPROVEMENT SPEC
77412 ACCOUNTANT I

74105 ADMIN SERVICES ANALYST |
74106 ADMIN SERVICES ANALYST i
74189 ADMIN SERVICES SUPV

79711 CLINICAL PSYCHOLOGIST

79740 CLINICAL THERAPIST |

79744 CLINICAL THERAPIST | - BLYTHE
79742 CLINICAL THERAPIST I

86117 IT BUSINESS SYS ANALYST IH
86153 IT NETWORK ADMIN I

86155 IT NETWORK ADMIN i

86119 IT SUPV BUSINESS SYS ANALYST
86157 IT SUPV NETWORK ADMIN

79717 M.H. SERVICE SUPV-A

79723 M.H. SERVICE SUPV-A - BLYTHE
79718 M.H. SERVICE SUPV-B

73436 OCCUPATIONAL THERAPIST i
73952 REGISTERED NURSE Il

73953 REGISTERED NURSE (I

73991 REGISTERED NURSE IV

73992 REGISTERED NURSE V

77462 RESEARCH ANALYST

79837 RESEARCH SPECIALIST |

77413 SR ACCOUNTANT

79715 SR CLINICAL PSYCHOLOGIST
79861 STAFF DEVELOPMENT OFFICER
77416 SUPV ACCOUNTANT

37526 SUPV DEPUTY PUBLIC GUARDIAN
73834 SUPV RESEARCH SPECIALIST
77412 ACCOUNTANT |i

74105 ADMIN SERVICES ANALYST |
74106 ADMIN SERVICES ANALYST (|
74199 ADMIN SERVICES SUPV

76825 ASSOC P.H. PROF ENG/GEOLOGIST
73924 ASST NURSE MANAGER

13630 CA CHILDREN SVCS SUPERVISOR
74107 CHA PROGRAM COORDINATOR |
79740 CLINICAL THERAPIST |

79742 CLINICAL THERAPIST I

74293 CONTRACTS & GRANTS ANALYST
73877 DENTIST

73540 ENV HEALTH SPEC Il
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Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OT Rate Rate
73541 ENV HEALTH SPEC Il - DESERT 3 SE2 E E 15 0
73545 ENV HEALTH SPEC IIi 34 S8E2 E E 1.5 0
73544 ENV HEALTH SPEC Il - DESERT 11 SE2 E E 1.5 0
73548 ENV HEALTH SPEC IV 12 SE2 E E 1.5 0
73546 ENV HEALTH SPEC IV - DESERT 5 SE2 E E 1.5 0
73484 HEALTH EDUCATOR 5 SE2 E E 1.5 0
86103 IT APPS DEVELOPER IlI 2 SE2 E E 1.5 0
86115 IT BUSINESS SYS ANALYST 1| 7 SE2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST Il 4 SE2 E E 1.5 0
86119 IT SUPV BUSINESS SYS ANALYST 3 SES E E 1.5 0
86167 IT SUPV SYSTEMS ADMINISTRATOR 2 SES E E 15 0
86164 IT SYSTEMS ADMINISTRATOR il 8 SE2 E E 1.5 0
79832 MEDICAL SOCIAL WORKER Il 3 SE2 E E 1.5 0
73982 NURSE PRACTITIONER !l 2 SE8 E E 1.5 0
73984 NURSE PRACTITIONER IlI 4 SE8 E E 1.5 0
78345 NUTRITIONIST 19 SE2 E E 1.5 0
73438 OCCUPATIONAL THERAPIST | 1 SE2 E E 1.5 0
73436 OCCUPATIONAL THERAPIST Il 13 SEz E E 1.5 0
73445 PHYSICAL THERAPIST | 2 SE2 E E 1.5 0
73446 PHYSICAL THERAPIST N 10  SE2 E E 15 0
73976 PHYSICIAN ASSISTANT III 3 SE2 E E 1.5 0
73803 PHYSICIAN Il 5 SE2 E E 1.5 0
73804 PHYSICIAN IV 18 SE2 E E 1.5 0
73951 REGISTERED NURSE | 1 SEB E E 1.5 0
73952 REGISTERED NURSE I 9 SE8 E E 1.5 0
73953 REGISTERED NURSE Il 32 SES8 E E 1.5 0
73991 REGISTERED NURSE IV 59 SE8 E E 1.5 0
73892 REGISTERED NURSE V 23 SE8 E E 1.5 0
79837 RESEARCH SPECIALIST | 4 SE2 E E 1.5 0
79875 SOCIAL SERVICES WORKER IlI 1 SE2 E E 1.5 0
79876 SOCIAL SERVICES WORKER IV 1 SE2 E E 1.5 0
77413 SR ACCOUNTANT 1 SE2 E E 1.5 0
73487 SR HEALTH EDUCATOR 1 SE2 E E 1.5 0
78344 SR NUTRITIONIST 14  SE2 E E 1.5 0
76826 SR P.H. PROF ENG/GEOLOGIST 1 SES E E 1 0
73466 SR THERAPIST 9 SE2 E E 1.5 0
79861 STAFF DEVELOPMENT OFFICER 2 SES E E 1.5 0
77416 SUPV ACCOUNTANT 2 SES E E 1.5 0
73550 SUPV ENV HEALTH SPEC 11 SES E E 1 0
73547 SUPV ENV HEALTH SPEC - DESERT 3 SES E E 1 0
73582 SUPV HAZ MAT MGMT SPECIALIST 4 SES E E 1.5 0
78347 SUPV NUTRITIONIST 8 SES E E 1 0
73467 SUPV THERAPIST 8 SES E E 15 0
77412 ACCOUNTANT |I 3 SE2 E E 1.5 0
74105 ADMIN SERVICES ANALYST | 1 SE2 E E 1 0
74106 ADMIN SERVICES ANALYST || 6 SE2 E E 1 0
74199 ADMIN SERVICES SUPV 1 SES E E 1 0
98756 ASST CHF OF RESP THERAPY 1 SES E E 1.5 0
73824 ASST NURSE MANAGER 39 SES E E 1.5 0
77493 ASST PATIENT ACCOUNTS MANAGER 1 SES E E 1 0
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Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OT Rate Rate
77409 BUDGET/REIMBURSEMENT ANALYST 2 SE2 E E 1 0
73616 CLINICAL PHARMACIST 7 SE2 E E 1.5 0
79711 CLINICAL PSYCHOLOGIST 2 SE2 E E 1.5 0
79740 CLINICAL THERAPIST | 10 SE2 E E 1.5 0
79742 CLINICAL THERAPIST II 3 SE2 E E 1.5 0
78312 DIETITIAN II 4 SE2 E E 1.5 0
73955 INSTITUTIONAL NURSE 64 SE8 E E 1.6 0
86115 IT BUSINESS SYS ANALYST Il 2 SEz2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST il 7 SE2 E E 1.5 0
86139 IT DATABASE ADMIN lIt 1 SE2 E E 15 0
86153 IT NETWORK ADMIN 1| 1 SE2 E E 1.5 0
86155 IT NETWORK ADMIN IHi 1 SE2 E E 1.5 0
86119 IT SUPV BUSINESS SYS ANALYST 3 SES E E 1.5 0
86165 |T SYSTEMS ADMINISTRATOR IlI 2 SE2 E E 1.5 0
79717 M.H. SERVICE SUPV-A 2 SES E E 1 0
79832 MEDICAL SOCIAL WORKER II 13 SE2 E E 1.5 0
73960 NURSE INTERIM PERMITTEE 6 SES E E 1.5 0
73982 NURSE PRACTITIONER II 1 SE8 E E 1.5 0
73984 NURSE PRACTITIONER Il 3 SE8 E E 1.5 0
73941 NURSING EDUCATION INSTRUCTOR 5 SES E E 1.5 0
73438 OCCUPATIONAL THERAPIST | 1 SE2 E E 1.5 0
73436 OCCUPATIONAL THERAPIST Il 5 SE2 E E 1.5 0
735611 PHARMACIST 4 SE2 E E 1.5 0
73446 PHYSICAL THERAPIST I 7 SE2 E E 1.5 0
73976 PHYSICIAN ASSISTANT M 1 SE2 E E 1.5 0
73802 PHYSICIAN || 3 SE2 E E 1.5 0
73803 PHYSICIAN Il 5 SE2 E E 1.5 0
73804 PHYSICIAN IV 11 SE2 E E 1.5 0
73913 PRE HOSPITAL LIAISON NURSE 1 SE8 E E 1.5 0
74174 PROVIDER RELATIONS SUPERVISOR 1 SE2 E E 1.5 0
73951 REGISTERED NURSE | 77 SE8 E E 1.5 0
73952 REGISTERED NURSE |l 108 SE8 E E 1.5 0
73953 REGISTERED NURSE Il 275 SE8 E E 1.5 0
73991 REGISTERED NURSE WV 117 SE8 E E 1.5 0
73992 REGISTERED NURSE V 13 SE8 E E 1.5 ¢
73456 SPEECH-LANGUAGE PATHOLOGIST 2 SE2 E E 1.5 0
77413 SR ACCOUNTANT 1 SE2 E E 1.5 0
73608 SR CLINICAL PHARMACIST 2 SES E E 1.5 0
79715 SR CLINICAL PSYCHOLOGIST 2 SE2 E E 1.5 0
73969 SR INSTITUTIONAL NURSE 8 SES E E 1.5 0
73613 SR PHARMACIST 5 SE2 E E 1.5 0
73466 SR THERAPIST 1 SE2 E E 1.5 0
73936 SUPV CLINIC SITE NURSE 4 SES E E 1.5 0
78314 SUPV DIETITIAN 1 SES E E 1 0
73963 SUPV INSTITUTIONAL NURSE 3 SES E E 1.5 0
73435 SUPV OCCUPATIONAL THERAPIST 1 SES E E 1.5 0
76424 ASSOC CIVIL ENGINEER 1 SE2 E E 1.6 0
76423 ASSOC ENGINEER 3 SE2 E E 1.5 0
76421 ASST ENGINEER 1 SE2 E E 1.5 0
86103 IT APPS DEVELOPER Iil 1 SE2 E E 1.5 0
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Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OT Rate Rate
86153 IT NETWORK ADMIN II 1 SE2 E E 1.5 ]
76425 SR CIVIL ENGINEER 2 SES E E 1 0
74804 URBAN/REGIONAL PLANNER i 1 SE2 E E 1.5 0
74806 URBAN/REGIONAL PLANNER IV 1 SE2 E E 1.5 0
77412 ACCOUNTANT || 13 SE2 E E 1.5 0
74105 ADMIN SERVICES ANALYST | 1 SE2 E E 1 0
74106 ADMIN SERVICES ANALYST I 3 SE2 E E 1 0
74189 ADMIN SERVICES SUPV 7 SES E E 1 0
79811 CHILDREN'S SOCIAL SVC SUPV | 7 SES E E 1.5 0
79812 CHILDREN'S SOCIAL SVC SUPV (i 94  SES E E 1.5 0
79808 CHILDREN'S SOCIAL SVC WKR I 136 SE2 E E 1.5 ]
79809 CHILDREN'S SOCIAL SVC WKR IV 64 SE2 E E 15 0
79810 CHILDREN'S SOCIAL SVC WKR V 245 SE2 E E 1.5 0
74163 COMMUNITY ACTION DIVISION SUPV 1 SES E E 1.5 0
74152 COMMUNITY PRGM SPECIALIST Il 5 SE2 E E 1.5 0
86101 IT APPS DEVELOPER Il 2 SE2 E E 1.5 0
86103 IT APPS DEVELOPER 11| 10 SE2 E E 15 0
86115 IT BUSINESS SYS ANALYST | 3 SE2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST Il 12 SE2 E E 1.5 0
86121 IT COMMUNICATIONS ANALYST I 3 SE2 E E 1.5 0
86124 IT COMMUNICATIONS ANALYST Il 1 SE2 E E 1.5 0
86139 IT DATABASE ADMIN Il 2 SE2 E E 1.5 0
86153 IT NETWORK ADMIN Il 2 SE2 E E 1.5 0
86105 IT SUPV APPS DEVELOPER 4 SES E E 1.5 0
86119 IT SUPV BUSINESS SYS ANALYST 5 SES E E 15 0
86125 IT SUPV COMMUNICATIONS ANALYST 1 SES E E 1.5 0
86167 IT SUPV SYSTEMS ADMINISTRATOR 2 SES E E 15 0
86164 IT SYSTEMS ADMINISTRATOR I 4 SE2 E E 1.5 0
86165 IT SYSTEMS ADMINISTRATOR Il 4 SE2 E E 1.5 0
79837 RESEARCH SPECIALIST | 7 SE2 E E 1.5 0
79838 RESEARCH SPECIALIST il 4 SE2 E E 1.5 0
79880 SOCIAL SERVICES SUPERVISOR Il 8 SES E E 1.5 0
79875 SOCIAL SERVICES WORKER 1l 13 SE2 E E 15 0
79878 SOCIAL SERVICES WORKER IV 8 SE2 E E 1.5 0
79878 SOCIAL SERVICES WORKER V 31 SE2 E E 1.5 0
77413 SR ACCOUNTANT 12 SE2 E E 1.5 0
77421 SR INTERNAL AUDITOR 3 SEZ E E 1.5 0
79882 SR TRAINING OFFICER 1 SES E E 1.5 0
78861 STAFF DEVELOPMENT OFFICER 4 SES E E 15 0
77416 SUPV ACCOUNTANT 3 SES E E 1.5 0
73834 SUPV RESEARCH SPECIALIST 1 SES E E 1.5 0
77419 SYSTEMS ACCOUNTANT I 4 SE2 E E 1.5 0
79881 TRAINING OFFICER 7 SES E E 1.5 0
74106 ADMIN SERVICES ANALYST I 1 SE2 E E 1 0
74163 COMMUNITY ACTION DIVISION SUPV 1 SES E E 1.5 0
74152 COMMUNITY PRGM SPECIALIST It 2 SE2 E E 1.5 0
77413 SR ACCOUNTANT 1 SE2 E E 1.5 0
74158 SR COMMUNITY PROG SPECIALIST 1 SES E E 1.5 0
77412 ACCOUNTANT Il 1 SE2 E E 1.5 0
74105 ADMIN SERVICES ANALYST | 1 SE2 E E 1 0
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Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OT Rate Rate
74291 CONTRACTS & SERVICES OFFICER 1 SES E E 1.5 0
86119 IT SUPV BUSINESS SYS ANALYST 1 SES E E 1.5 0
79717 M.H. SERVICE SUPV-A 1 SES E E 1 0
78345 NUTRITIONIST 1 SE2 E E 15 0
74090 OFFICE ON AGING PRGM SPEC | 4 SES E E 1.5 0
74091 OFFICE ON AGING PRGM SPEC Il 4 SES E E 1.6 0
73952 REGISTERED NURSE |l 1 SES E E 1.5 0
73953 REGISTERED NURSE I 1 SES E E 1.5 0
79880 SOCIAL SERVICES SUPERVISOR II 1 SES E E 1.5 0
79875 SOCIAL SERVICES WORKER IiI 4 SE2 E E 1.5 0
79876 SOCIAL SERVICES WORKER IV 4 SE2 E E 1.5 0
79878 SOCIAL SERVICES WORKER V 7 SE2 £ E 15 0
77413 SR ACCOUNTANT 2 SEZ E E 1.6 0
74106 ADMIN SERVICES ANALYST 1) 7 SE2 E E 1 0
74199 ADMIN SERVICES SUPV 4 SES E E 1 0
86155 IT NETWORK ADMIN IIi 1 SE2 E E 15 0
74922 PRINCIPAL REAL PROPERTY AGENT 2 SE2 E E 1.5 0
77413 SR ACCOUNTANT 1 SE2 E E 1.5 0
73538 SR ENVIRONMENTAL PLANNER 1 SE2 E E 1.5 0
77416 SUPV ACCOUNTANT 2 SES E E 156 0
76606 SUPV FACILITIES PROJECT MGR 3 SES E E 1 0
74920 SUPV REAL PROPERTY AGENT 2 SES E E 1.5 0
74106 ADMIN SERVICES ANALYST 1 1 SE2 E E 1 0
86101 IT APPS DEVELOPER i 1 SE2 E E 1.5 0
86153 IT NETWORK ADMIN 1! 2 SE2 E E 15 0
77413 SR ACCOUNTANT 1 SE2 E E 1.5 0
74105 ADMIN SERVICES ANALYST | 5 SE2 E E 1 0
86103 IT APPS DEVELOPER III 5 SE2 E E 1.5 0
86115 IT BUSINESS SYS ANALYST 1l 5 SE2 E E 1.5 0
86117 IT BUSINESS SYS ANALYST Iit 4 SE2 E E 15 0
86121 IT COMMUNICATIONS ANALYST I 3 SE2 E E 1.5 0
86124 IT COMMUNICATIONS ANALYST Il 22  SE2 E E 1.6 0
86138 IT DATABASE ADMIN I 1 SE2 E E 1.5 0
86139 IT DATABASE ADMIN il 2 SE2 E E 1.5 0
86153 IT NETWORIK ADMIN HI 1 SE2 E E 1.5 0
86155 |T NETWORK ADMIN |1l 2 SE2 E E 1.5 0
86119 IT SUPY BUSINESS SYS ANALYST 1 SES E E 15 0
86125 IT SUPY COMMUNICATIONS ANALYST 3 SES E E 1.5 0
86135 IT SUPV COMMUNICATIONS TECH 3 SES E E 15 0
86140 IT SUPV DATABASE ADMIN 1 SES E E 15 0
86157 IT SUPV NETWORK ADMIN 1 SES E E 1.5 0
86167 |T SUPV SYSTEMS ADMINISTRATOR 5 SES E E 1.5 0
86164 IT SYSTEMS ADMINISTRATOR || 3 SE2 E E 1.5 0
86165 IT SYSTEMS ADMINISTRATOR Il 10 SE2 E E 1.5 ]
86195 IT WEB DEVELOPER Il 2 SE2 E E 1.6 0
76431 RADIO COMMUNICATIONS ENG | 2 SE2 E E 1.5 0
76429 RADIO COMMUNICATIONS ENG I 2 SE2 E E 1.5 0
77413 SR ACCOUNTANT 2 SE2 E E 1.5 0
85055 ACCOUNTANT Il - PARKS 2 SPG E E 1.5 0
85046 ADMIN SERVICES SUPV - PARKS 1 SPS E E 1.5 0

8of9
9/26/2008




Remaining Exempt with OT Rate Change

Job New New
Code Job Title Emps Union FLSA FLSA OT Rate Rate
85010 CURATOR OF HISTORY - PARKS 1 SPG E E 1.5 0
85062 PARK PLANNER 4 SPG E E 1.5 0
85063 SR PARK PLANNER 2 SPS E E 1.5 0
74106 ADMIN SERVICES ANALYST II 2 SE2 E E 1 0
77409 BUDGET/REIMBURSEMENT ANALYST 1 SE2 E E 1 0
80089 ADMIN SERVICES ANALYST II-WRMD 1 sSw2 E E 1 0
80010 ASSOC CIVIL ENGINEER - WRMD 1 SW2 E E 1.5 0
80066 ASSOC ENGINEER - WRMD 1 Sw2 E E 1.5 0
80064 ASST ENGINEER - WRMD 1 sw2 E E 15 0
80102 IT NETWORK ADMIN Il - WRMD 1 Sw2 E E 1.5 0
80105 IT WEB DEVELOPER I} - WRMD 1 SwW2 E E 1.5 0
80081 URBAN/REGIONAL PLANNER IV-WRMD 1 SWz2 E E 15 0
741068 ADMIN SERVICES ANALYST Il 5 SE2 E E 1 0
76424 ASS0OC CIVIL ENGINEER 16 SE2 E E 15 0
76618 ASSOC ENG-AIR/WTR QLTY CONT-RE 1 SE2 E E 1.5 0
76617 ASS0OC ENG-AIR/WTR QLTY CONTROL 1 SE2 E E 15 0
76423 ASSOC ENGINEER 2 SE2 E E 15 0
76421 ASST ENGINEER 3 SE2 E E 1.5 0
86103 IT APPS DEVELOPER It 1 SE2 E E 1.5 0
86119 IT SUPV BUSINESS SYS ANALYST 1 SES E E 1.5 0
86140 IT SUPV DATABASE ADMIN 1 SES E E 1.5 0
86164 IT SYSTEMS ADMINISTRATOR I 2 SE2 E E 1.5 0
66531 OPS & MAINT SUPERINTENDENT 1 SES E E 1 0
77413 SR ACCOUNTANT 1 SE2 E E 15 0
76425 SR CIVIL ENGINEER 13 SES E E 1 1]
76484 SR LAND SURVEYOR 2 SES E E 1 0
76403 SUPV LAND SURVEYOR 2 SES E E 1 0
74920 SUPV REAL PROPERTY AGENT 1 SES E E 1.5 0
74106 ADMIN SERVICES ANALYST Il 1 SE2 E E 1 g
74152 COMMUNITY PRGM SPECIALIST II 5 SE2 E E 1.5 0
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