








TENTATIVE AGREEMENT 

BETWEEN 

SEIU, LOCAL 721 

AND 

COUNTY OF RIVERSIDE 

SUMMARY OF AGREEMENT 

The County of Riverside and Service Employees International Unit, Local 721 , having 
met and conferred on a successor memorandum of understanding , reached a tentative 
agreement, a summary of which is set forth below. It is understood by the parties that 
not every agreement is listed herein , but this summary of agreement represents the 
major and primary provisions of the tentative agreement. The parties will draft and 
finalize a full successor memorandum of understanding which shall control the wages, 
hours and other terms and conditions of employment for SEIU represented bargaining 
units, other than the per diem unit. 

ARTICLE 1 

Section 1. Term. Effective upon date of ratification by the Board of Supervisors and 
continuing for a total of four full years . (Example : If the Board of Supervisors adopt the 
successor MOU on December 17, 2019, the MOU will expire on December 16, 2023) 

(RE#) ARTICLE 5 - WORKWEEK, OVERTIME AND PREMIUM PAY 

Section 1. V\lorkweek, V\lork Schedule and Work Hours 

A. Pay Period , \"lork Schedule, Scheduling & Shift Assignments. 
See Exhibit 1 attached. 

B. Flex \"lork Schedules 
See Exhibit 1 attached. 

Section 1. Workweek, Work Schedule and Work Hours 

A. 

B. 

Pay Period. The pay period shall be fourteen (14) calendar days which shall 
include two (2) Fair Labor Standards Act ("FLSA") work weeks. Work weeks will 
comply with the FLSA. 

Work Schedule. The normal work schedule is a 5/40 schedule (five (5) eight-
hour days per work week excluding un-paid meal periods). The following 
alternative work schedules may be established to meet the operational needs of 
the departments: 

9/80 schedule (four, nine-hour days per work week and one eight-hour day per 
pay period) 
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3/12 schedule (three , twelve-hour days per work week) 

4/1 O schedule (four, ten-hour days per work week) 

4/12 schedule (three , twelve-hour days per work week and four, twelve-hour 
days every other week) 

6/12-2/4 schedule (three, twelve-hour days and one, four-hour day per work 
week) 

6/12-1/8 schedule (three, twelve-hour days per work week and one alternating 
eight hour day every other week) 

The County shall have exclusive authority to establish or eliminate alternative 
work schedules for employees and the union affirmatively waives its right to meet 
and confer over the change in work schedule, provided however, that where a 
change in the work schedule effects a group of five (5) or more employees, the 
union does not waive its right to meet and confer on the impacts of the County's 
decision as to those employees. A department head with prior approval of the 
County Executive Officer and the Human Resources Director may establish or 
eliminate an alternative work schedule after giving at least one (1) pay period 
written notice to employees and, in cases where the decision effects five (5) or 
more employees, to the union . If the union requests to meet and confer on the 
impacts of the decision effecting a group of five (5) or more employees within five 
days of the written notice, the implementation or elimination of the alternative 
work schedule will not take effect until the next following pay period (i.e., the pay 
period after the pay period the department originally designated as the start of 
the new work schedule) . 

Scheduling & Shift Assignments . SEIU agrees that the County shall retain 
exclusive control to assign schedules or shifts to employees within the 
established work schedule (normal or alternative) and hereby waives any right to 
negotiate the decision or impacts (unless otherwise specified in this MOU), or 
grieve the County's decision, during the remaining term of this MOU. 

B. Flex Work Schedules. 

Flex schedules shall be made available under the following conditions : 

1. 

2. 

Overtime shall be earned and compensated under this section according 
to the provisions of Section 2 of this Article. 

In order for an employee to work alternative and flex work schedule, the 
employee must continue to maintain the work load assigned within the 
work period. The department may establish core hours of work. In 
addition, employees must agree to clear their schedule to attend staff 
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3. 

meetings, training classes or any other meetings or events that the 
department requires the employee to attend . It is mandatory for an 
employee to follow reporting requirements of the department and any 
other requirement in the department's policy, procedures and handbook. 
It is incumbent on the employee to keep abreast of all events that affect 
their schedule. 

At the discretion of the County, Registered Nurses and Licensed 
Vocational Nurses throughout the Riverside University Health System 
("RUHS") may maintain their 3/12 alternative work schedules. Such 
schedules will be treated as full-time positions for the purpose of all 
benefits in accordance with the other provisions set forth in the MOU and 
the 72-hour nurses shall be entitled to all full-time benefits as if they were 
classified as full-time employees under the MOU. 72-hour nurses shall not 
be entitled to CalPERS contributions beyond their actual accrued 
CalPERS eligible compensation . 

4-4. At the discretion of the County, if Respiratory Care Practitioners are 
assigned to a 3/12 work schedule, then such schedule will be treated as 
full-time positions for the purpose of all benefits in accordance with the 
other provisions set forth in the MOU and the 72-hour Respiratory Care 
Practitioners shall be entitled to all full-time benefits as if they were 
classified as full-time employees under the MOU . These employees shall 
not be entitled to CalPERS contributions beyond their actual accrued 
CalPERS eligible compensation . 

Section 2. Overtime 

A. Compensation for Overtime Work. Accumulated overtime credit in excess of one 
hundred twenty (120) hours at the end of any pay period shall automatically be 
paid-faf. Accumulated overtime credit after forty (40) hours up to one hundred 
twenty (120) hours may .. at the election of the employee, be accumulated as 
overtime credit as provided herein, or the employee may elect to be paid such 
overtime. Accumulated overtime credit of one hundred twenty (120) hours or less 
may be taken in compensatory time off, subject to management approval.:..-aoo 
this method of reducing accumulated overtime credit is encouraged. With 
approval of the County Executive Officer, accumulated overtime credit of one 
hundred twenty (120) hours or less may be paid for. Paid overtime credit shall 
be at the hourly rate currently applicable to the employee. Upon termination , 
accumulated overtime credit shall be paid at the employee's base rate of pay at 
the time of the termination-faf. Overtime caused by duly authorized continuing 
and regular work periods longer than eighty (80) hours, or by seasonal overtime 
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work, if authorized by the County Executive Officer in advance, shall be currently 
paid for. 

Section 3. Premium Pay 

~G-,..--Shift Differentials. Day, evening and night shift differentials shall be paid 
in the same manner as that received by LIUNA classifications 1.vith the exception 
that an employee in a Registered Nursing classification who works a night shift 
that ends at 7:30 a.m. shall receive the night shift differential until 7:30 a.m. 

1. Applicability of Shift Differentials Shift differentials do not apply to vacation , 
sick leave, holiday pay, professional 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 shift 
differential., with the exeeptioR that aR employee who 1,:1;0Flt& iR a RegisteFed 
NWF&iRg ela&&ifieatioR WAO WOfk& a Right &Rift that SRO& at 7:38 a.m. shall 
Feeeive the Right diffeF&Rtial wRtil 7:38 a.m . 

2. Evening Shift County Eemployees whose classes are not specifically mentioned 
in other sections of this Memorandum who work between the hours of 3:00 p.m. 
and 11 :00 p.m. shall be paid an evening differential of sixty cents (0.60¢) as 
specified below for per hour for the time actually worked between 3:00 p.m. and 
11 :00 p.m., with the exception that a higher shift differential rate shall be paid for 
the classes, and in the amount, listed below. 

3. Night Shift County eEmployees who work between the hours of 11 :00 p.m. and 
7:00 a.m. shall be paid a night differential of one dollar and twenty cents ($1 .20) 
per hour as specified below for the time actually worked between 11 :00 p.m. 
and 7:00 a.m. , with the exception that a higher shift differential rate shall be paid 
for the classes, and in the amount, listed below. An employee in a Registered 
Nursing classification who works a night shift that ends at 7:30 a.m. shall 
receive the night differential until 7:30 a.m. 

D. RUHS - MC & CHC Specialty and Critical Care Assignments .All Registered 
Nursing clinical personnel permanently assigned to a specialty care or critical 
care area unit as a primary unit must meet the unit certification requirements for 
the specialty care or critical care area within twelve (12) months after assignment 
to a specialty or critical care unit and maintain the lliHt specialty or critical care 
certification during the course of the assignment, unless otherwise indicated. 
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1. Critical & Specialty Care Requirements . To be eligible for a specialty care 
or critical care differential for assignments, an employee~ (a) must •.vork in 
specialty areas as follows: in the following units, the employee must have 
completed the course(s) required to work in the unit and remain current in 
required certifications while assigned to the unit: Intensive Care Unit/Adult 
Critical Care Unit ("ICU/ACCU'.'.l, Post-Anesthesia Recovery Unit 
.CPACU} , Ped iatrics Intensive Care Unit ("PeaslCU} , Emergency Room 
("ED"), Operating Room ("OR"), Trauma Services, Peripheral Intravenous 
Central Catheter ("PICC Team"), Neonatal Intensive Care Nursery 
("NICU"), Labor and Delivery ("L&D"), Intermediate Care Unit ("Unit 
2500PGYJ.... Chemotherapy, Special ProcedureConscious Sedation 
Nurses, Sexual Assault Forensic Examiner ("SAFE Team'.}, BERT Team, 
Code Team, Cath Lab, Wound Team, Diabetes Management Team, 
Throughput Nurse Team, GI Lab, Same-Day Surgery, PCU ("Unit 3100"), 
Obstetrics ("OB"), Detention Care Unit ("DCU"), Minimally-Invasive 
Diagnostic Registered Nurse, Correctional Health Unit and Psychiatry.:.~ 
8R€l (e) FRl:4St R8\18 eem~lete€l tRe G01:4FS8(S) F8€jl:4ire€l te €jl:481ify ffH GFitieal 
ear;e €liffemRtial. Course requirements for each of these unit§. are set forth 
in Appendix A of this MOU. Course requirements and required 
certifications for any specialty or critical care area are subject to change 
where required for regulatory or other legal compliance. are indicated 
bEHew. In the event of such a change, the County will give the Union notice 
of the change and an opportunity to bargain over negotiable subjects 
before the change goes into effect. 

{Table of unit specialty requirements and abbreviations found under this 
paragraph to be moved to an Appendixl 

The Nursing Office, Human Resources Department, and/or Staff 
Development Office will advise all Registered Nurses •.vorking in critical care 
areas as to their status of certification. This shall include all certificates 
needed and names, dates, time(s), and places when courses will be given . 
As many courses as deemed practical shall be arranged by the Nursing 
Office with every attempt being made to supply at least two (2) courses in 
each critical care certification area per year. 

2. Specialty Rates. RUHS-Medical Center Licensed Vocational Nursing 
Critical/Specialty Care Specialty Rates. Any LVN I, II or Ill in the following 
specialties meeting the critical care or specialty care requirements and 
working in the designated units as the employee's primary unit shall receive 
the indicated specialty~ differential of $1.10 per hour when actually working 
in the designated unit(s) unless otherwise specified in this MOU. 
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LVN - RUHS-MC Critical/Specialty Care 
Emergency Department 
NICU 
Labor & Delivery 
Operating Room 
Recovery Room 
Intermediate Care Unit (Unit 2500) 
ICU 
PICU 
PICCTeam 

For all new graduate Licensed Vocational Nurses and those who are new to a 
critical/specialty care area, the Critical/Specialty Care differential will be 
applied following completion of required training necessary for the 
critical/specialty care area and once the employee is authorized by RUHS to 
work independently in the unit as an LVN. 

3. Correctional Care Unit/Correctional Care Health Professional. Any employee 
in the following classifications meeting the critical care Correctional Care 
Unit/Correctional Care Health Professional requirements and working in the 
designated units as the employee's primary unit shall receive the indicated 
specialty~ differential of $1.00 per hour when actually working in the 
designated unit unless otherwise specified in this MOU. 

• Institutional Nurse 
• Supervising Institutional Nurse 
• Senior Institutional Nurse 
• Licensed Vocational Nurse Ill 
• Nurse Practitioner I, 11, Ill 
• Physician Assistant 
• Physician II, Ill, IV 
• Radiologic Technologist 
• Senior Radiologic Technologist 
• Supervising Radiologic Technologist 

For all employees who are newly graduated nurse, or who are new to the 
Correctional Care Unit, the Correctional Care Unit/Correctional Care Health 
Professional differential will be applied following completion of required 
training necessary for the Correctional Care Unit and once the employee is 
authorized by RUHS to work independently on the unit. 

4. Respiratory Critical/Specialty Care . 
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E. 

a. Any employee in the following classifications meeting the critical care 
or specialty care requirements and working in ~#le-critical care or 
specialty care designated units will be paid receive the indicated 
specialty~ differential of $2.00 per hour for active direct patient_care 
and/or time spent supervising critical care services: 

• Respiratory Care Practitioner I and II 
• Supervising Respiratory Care Practitioner 
• Assistant Chief of Respiratory Therapy 

b. Any Respiratory Care Practitioner I or II meeting the NICU Transport 
crtJ.Gitical care requirements and assigned as the on-duty NICU 
Transport Respiratory Care Practitioner shall be paid a NICU Transport 
differential of $3.00 per hour for all hours worked while assigned . 

Registered Nursing Specialty Care & Critical Care Differentials . 

1. Classifications Eligible . Employees in the following registered nursing 
classifications are eligible for registered nursing specialty care and critical 
care (including Emergency Department) differentials : 

• Registered Nurse I - MC/CHC 
• Registered Nurse II - MC/CHC 
• Registered Nurse Ill - MC/CHC 
• Assistant Nurse Manager - MC/CHC 
• Nursing Education Instructor 
• Nurse Practitioner 
• Clinical Nurse Specialist 
• Pre-Hospital Liaison Nurse 

A part-time RN I - Ill V-. Assistant Nurse Manager, or Pre-Hospital Liaison 
Nurse (Emergency Department} , working in the designated specialty or 
critical care units may also qualify for the additional premium if: shall be paid 
for time actually worked in the designated units. 

2. Registered Nursing Specialty Care Differential. Beginning in the same pay 
period in which the registered nursing classifications are effectively 
reclassified and realigned, eligible employees permanently assigned to one of 
the Specialty Care units below, shall be paid a Specialty Care differential of 
$2.50 per hour for all hours worked . For all new graduate Registered Nurses 
and those who are new to a specialty care area, the Specialty Care 
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differential will be applied following completion of requi red training necessary 
for the specialty and once the employee is authorized by RUHS to work 
independently in the unit. While permanently assigned to the Specialty Care 
unit, the Specialty Care differential will be applied during an approved leave of 
absence when using the employee's accrued sick and/or vacation leave 
balances. Nursing Education Instructors who, as part of their regularly 
assigned duties, are required to teach Specialty Care classes to nurses 
assigned to the RUHS, will receive the Specialty Care differential for all hours 
worked . Employees receiving a Specialty Care differential for work performed 
in a specialty care unit shall not receive a Difficult-to-Recruit differential for 
assignment or work performed in the same specialty care area . 

RN Specialty Care Units 

Operating Room 
Chemotherapy Certified 
PICC 
Intermediate Care Unit 
Psychiatry (Arlington campus & 
PCLS at Med Ctr) 

· Detention Care Unit 
Pediatrics 
Diabetes Team 
GI Lab 
Same Day Surgery 
Special Procedures (IR Nurse) 

3. Registered Nursing Critical Care Differential - Beginning in the same pay 
period in which the registered nursing classifications are effectively 
reclassified and realigned, eligible employees permanently assigned to one of 
the Critical Care designated units below shall be paid a critical care 
differential of $4.00 per hour fo r all hours worked . While permanently 
assigned to the Critical Care unit, the Critical Care differential will be applied 
during an approved leave of absence when using the employee's accrued 
sick and/or vacation leave balances. For all new graduate Registered Nurses 
and those who are new to a specialty, Critical Care Differential will be applied 
following completion of required training necessary for the critical care area 
and once the employee is authorized by RUHS to work independently in the 
unit. Nursing Education Instructors, who as part of their regularly assigned 
duties. are required to teach Critical Care classes to nurses assigned to the 
RUHS, will receive the Critical Care differential for all hours worked . 
Employees receiving a Critical Care differential for work performed in a critical 
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care unit shall not receive a Difficult-to-Recruit differential for assignment or 
work performed in the same critical care area. 

RN Critical Care Units (excluding 
Emeraencv Deoartment) 

Trauma 
Cath Lab 
PACU 
Adult ICU 
Pediatric ICU 
Labor & Delivery 
NICU 
SAFE Team 
BERT Team 
Code Team 
Throughput Nurse Team 
Wound Team 

4. Emergency Department Critical Care Differential. Beginning in the same pay 
period in which the registered nursing classifications are effectively 
reclassified and realigned, registered nursing employees permanently 
assigned to the Emergency Department Critical Care Unit shall be paid an ED 
Critical Care differential of $4 .00 per hour for all hours worked. For all new 
graduate Registered Nurses and those who are new to the Emergency 
Department as a critical care area, the ED Critical Care Differential will be 
applied following completion of requ ired training necessary for the Emergency 
Department critical care unit and once the employee is authorized by RUHS 
to work independently in the Emergency Department. 

After three full cumulative years of permanent assignment in the RUHS-MC 
Emergency Department Unit, or three full cumulative years of permanent 
assignment in any hospital-based Emergency Department in the United 
States, the employee's ED Critical Care differential shall be a total of $5.50 
per hour for all hours worked . 

After six full cumulative years of permanent assignment in the RU HS-MC 
Emergency Department Unit, or six full cumulative years of permanent 
assignment in any hospital-based Emergency Department in the United 
States, the employee's ED Critical Care differential shall be a total of $7.00 
per hour for all hours worked . In order to be eligible for the increased ED 
Critical Care differential, all six full years of permanent assignment in a 
qualifying Emergency Department must be performed within the immediately 
preceding nine years. 
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Nursing Education Instructors, who as part of their regularly assigned duties, 
are required to teach Emergency Department Critical Care classes to nurses 
assigned to the RUHS, will receive the ED Critical Care differential for all 
hours worked in the Emergency Department. Employees receiving an 
Emergency Department Critical Care differential for work performed in the 
Emergency Department shall not receive a Difficult-to-Recruit differential for 
assignment or work performed in Emergency Department. 

While permanently assigned to the Emergency Department, the ED Critical 
Care differential will be applied during an approved leave of absence when 
using the employee's accrued sick and/or vacation leave balances. For 
purposes of the Emergency Department Critical Care Differential, approved 
leaves of absence (paid or unpaid) while employed in a permanent 
assignment to a qualifying Emergency Department shall not be considered as 
a break in service for purposes of calculating cumulative years of permanent 
assignment. 

5. Advanced Care Nurse. Beginning in the same pay period in which the 
registered nursing classifications are effectively reclassified and realigned , 
employees in the Registered Nurse Ill classification assigned to the RUHS 
Medical Center or CHC who are appointed by the Professional Development 
Council to work as an Advanced Care Nurse I or an Advanced Care Nurse II 
shall receive the following Advanced Care Nurse differential for all hours 
worked as an Advanced Care Nurse: 

• Advanced Care Nurse I - $3.00 per hour 
• Advanced Care Nurse II - $5.50 per hour 

While assigned as an Advanced Care Nurse, the Advanced Care Nurse 
differential will be applied during an approved leave of absence when using the 
employee's accrued sick and/or vacation leave balances. 

6. NICU Transport Differential. Effective , employees in the 
classifications listed below who are assigned as the on-duty NICU Transport 
Nurse shall be paid a transport differential of $4.00 per hour for all hours 
worked while assigned . 

• Registered Nurse II - MC/CHC 
• Registered Nurse Ill - MC/CHC 
• Assistant Nurse Manager - MC/CHC 
• Clinical Nurse Specialist 
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Employees receiving a NICU Transport Differential shall not receive a Difficult 
to Recruit differential for assignment as the on-duty NICU Transport Nurse. 

7. Specialized Team Differential - Effective , employees in the 
following classifications are eligible for a specialized team differential: 

• Registered Nurse I - MC/CHC 
• Registered Nurse II - MC/CHC 
• Registered Nurse Ill - MC/CHC 
• Assistant Nurse Manager - MC/CHC 

Employees who are assigned to one of the following specialized teams shall 
be paid a differential of $4.00 per hour for all hours worked while in the 
assignment: 

• Trauma Team (Registered Nurses working as a Trauma Registrar are 
ineligible for this differential); 

• ED Assigned Registered Nurse Point of Care Testing Lab Supervisor 
• BERTTeam 
• Code Team 

Employees receiving a specialized team differential shall not receive a 
Difficult-to-Recruit differential for work performed in the same specialized 
team assignment. 

8. Mobile Intensive Care Nurse Differential. Employees in the following 
classifications that are assigned to the RUHS - Medical Center who have a 
Mobile Intensive Care Nurse ("MICN") certification and meet the eligibility 
requirements set forth below shall receive a MICN differential of $4-00 $2.50 
per hour upon meeting eligibility requirements and assigned by RUHS as a 
MICN: 

• Assistant Nurse Manager - MC/CHC 
• Interim Permit Nurse 
• Nurse Practitioner I, II , and Ill - MC/CHC 
• Registered Nurse I, II , and Ill , IV and V MC/CHC 
• Pre-Hospital Liaison Nurse - MC/CHC 

~ MICN Eligibility Requirements 

The following minimum pre-requisites will be considered towards a 
recommendation for assignment to the Mobile Intensive Care area. MICN 
eligibility requirements shall apply to the Registered Nurse Unit after the 
effective date of the MOU. These requirements shall not apply to 
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incumbents who have obtained an MICN certificate prior to the effective 
date of the MOU. 

Minimum Pre-Requisites: 

1. Current California RN license 

2. Current ACLS Certification 

3. Current PALS or ENPC Certification 

4. A minimum of 800 hours of emergency department nursing 

5. Verification of successful completion of dysrhythmia class 

6. Demonstrates good critical thinking skills 

7. Demonstrates good verbal skills 

8. Maintains at minimum a satisfactory performance evaluation 

9. No attendance issues (e .g., placement on medical certification) 

10. No disciplinary action 

11. PHTLS (highly preferred) 

12. TNCC or ATCN (either one highly preferred but not required) 

~ Once a recommendation is made, the MICN candidate is given the MICN 
Qualifying Examination . 

MICN Qualifying Examination: 

1. The MICN candidate must successfully pass the examination with a 
minimum score of eighty percent (80%). 

2. If the MICN candidate fails the examination, the candidate may re
test one time. 

3. If the MICN candidate fails a second time, the candidate must wait 
six (6) months before re-testing . 

c. MICN Interview 

Upon successfully passing the MICN Qualifying Examination, an interview 
with the Hospital EMS Specialist from Riverside EMS Agency and Pre
Hospital Liaison Nurse is scheduled . 

d. Selection for MICN Assignment 

After successful completion of the qualifying examination and interview, 
the RUHS will make a final selection for MICN assignment. The RUHS 
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F. 

shall retain exclusive control to determine final selection and/or order of 
selection . The determination to assign and/or remove from MICN 
assignment shall not be subject to the disciplinary appeal procedure in the 
MOU and cannot be made or interpreted as disciplinary action . 

Charge Assignments 

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

a. Any Registered Nurse I, II , or Ill working for the RUHS-Medical Center 
(hospital , ITF, or ETS) temporarily assigned to perform charge or lead 
duties that provide direction and leadership to one (1) or more 
Registered Nurse(s) shall be compensated during such temporary 
assignment at a rate of two dollars ($2.00) per hour higher. 

b. Any Registered Nurse I, 11 , or Ill working for the Care Clinics 
temporarily assigned to perform the duties of a Supervising Clinic Site 
Nurse shall be compensated during such temporary assignment at a 
rate of one dollar and fifteen cents ($1.15) per hour higher. 

c. Registered Nurse I, II , Gf Ill , IV or V working for the RUHS-Public 
Health assigned to perform charge or lead duties that provides 
direction and leadership to one (1) or more Registered Nurse(s) ; 
and/or to monitor or coordinate a special program with the RUHS -
Public Health , and/or the nursing aspects of an agency-wide program, 
shall be compensated during such assignment at a rate of one dollar 
($1 .00) per hour. 

d. Any Institutional Nurse or Senior Institutional Nurse working at an adult 
correctional facility temporarily assigned to perform the duties of a 
Supervising Institutional Nurse shall be compensated during such 
assignment at a rate of one dollar and fifteen cents ($1 .15) per hour 
higher. 

2. Charge - Other Medical Classes. Any Licensed Vocational Nurse I and II 
or Licensed Psychiatric Technician of the Para-Professional Unit temporarily 
assigned to perform the duties of a unit charge person shall be compensated 
during such temporary assignment at a rate of forty-two cents ($0.42) per 
hour higher for Licensed Vocational Nurse I and II and at a rate forty-three 
cents ($0.43) per hour higher for Licensed Psychiatric Technician . 

Any Respiratory Care Practitioner II , when temporarily assigned over all RUHS-
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G. 

Medical Center respiratory therapy responsibilities by the Chief or Assistant 
Chief of Respiratory Therapy shall be compensated at one dollar and fifty cents 
($1 .50) per hour higher for actual time assigned 

Float Poo1Differentials 

1. Float Pool. Any Registered Nurse I, II , or Ill working for the Riverside County 
Regional RUHS-Medical Center or Mental Health Psychiatric Inpatient facility 
who is regularly assigned to Float Pool , shall be compensated at a rate of fifty 
cents ($0.50) per hour for hours actually worked as a float employee. Critical 
Care pay shall not be affected by the payment of a float pool differential. 

Effective , any Registered Nurse I, 11, or Ill working for the 
RU HS-Medical Center shall be paid a total floating differential of one dollar, 
fifty cents ($1 .50) per hour when floating to a unit of higher level of care for 
which the employee is competent and qualified to perform. RUHS- Medical 
Center management shall determine if the employee's float to another unit is 
considered a higher level of care . 

Registered nurses are ineligible for the above float differential for hours 
worked while assigned to the 3100 Unit or 3100 Float Pool and caring for 
PCU level of care patients. 

2. 3100/Float Pool Advanced Assignment. Effective , employees in 
the classifications listed below who are assigned to the 3100 Unit or 3100 
Float Pool, who are required to care for PCU level of care patients and have 
successfully completed an approved, extensive course and orientation to 
provide independent care to high acuity PCU level of care patients, shall be 
paid an advanced assignment differential of $4.00 per hour for all hours 
worked when providing care to PCU level patients on 3100 or PCU units. 
These Registered Nurses are ineligible to receive additional Float Pay while 
on assignment for PCU patients and receiving the 3100/Float Pool Advanced 
Assignment differential. 

• Registered Nurse I - MC/CHC 
• Registered Nurse II - MC/CHC 
• Registered Nurse Ill - MC/CHC 
• Assistant Nurse Manager - MC/CHC. 

Employees receiving a 3100/Float pool advanced assignment differential 
shall not receive a Difficult-to-Recruit differential for the same assignment. 

H. Forensic Behavioral Health . 
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I. 

Effective the first full pay period following adoption of this MOU by the Board of 
Supervisors, employees in the following classifications who are permanently 
assigned to a juvenile or adult detention facility shall receive an adult or juvenile 
detention differential equal to 8.3% of the employee's base salary: 

Behavioral Health Services Supervisor A and B 
Senior Clinical Psychologist 
Clinical Psychologist 
Registered Nurse I, 11 , Ill 
Clinical Therapist I and II 
Behavioral Health Specialist II and Ill 
Recreational Therapist 

Employees receiving the adult/juvenile detention facility differential shall not 
receive a Difficult-to-Recruit differential for permanent assignment to a juvenile or 
adult detention facility shall . 

Correctional Facility Assignment Differential. 

1. Adult Correctional Facility Differential - Primary Assignment. Employees 
in the following classifications who are assigned to an adult correctional 
facility shall receive additional compensation for actual hours worked at 
the adult correctional facility . 

Robert 
Blythe/ 

Classification Presley/ Banning 
Southwest 

Indio 

Supervising Institutional Nurse-RCRMC $1/hour $2/hour $4/hour 
Senior Institutional Nurse-RCRMC 
Institutional Nurse-RCRMC 
Licensed Vocational Nurse Ill 
Nurse Practitioner I, 11 , 111-RCRMC 
Physician Assistant 
Physician II , Ill , IV 
Radiologic Technologist I and II 
Sr. Radiologic Technologist 
Suoervisina Radioloaic Technoloaist 

2. Adult Correctional Facility Float Differential. Employees in the following 
classifications who are temporarily assigned to an adult detention facility 
which is not their regular assigned location to ensure minimum staffing 
levels shall receive an additional one dollar ($1 .00) per hour for actual 
hours worked. 

Supervising Institutional Nurse 
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Senior Institutional Nurse 
Institutional Nurse 
Licensed Vocational Nurse Ill 
Nurse Practitioner I, 11 , Ill 
Physician Assistant-Adult Detention 
Physician (II , Ill , IV)-Detention Health Services 

E. Healthcare Intake Screening. Any lnsitutional Nurse RCRMC or Senior 
Institutional Nurse RCRMC working at an adult detention facility who is assigned and 
performs healthcare intake screening shall be compensated during such assignment at 
the rate of se11enty five ($0.75) per hour higher. 

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

A preceptor is defined as an experienced employee who is assigned by the 
department head or designee for a length of time to provide one-on-one training 
and evaluation to a newly licensed employee or a regular full-time , per diem, or 
part- time employee new to a specialty unit/assignment and are not released to 
work independently in the hospital or specialty unit/assignment ("new 
employee"). Precepting begins on the first day the preceptor works directly with 
the new employee and ends once the new employee is formally approved by 
management to work independently. Precepting does not include mentoring , 
providing orientation , working with non-County staff, students or registry/traveling 
personnel , or to ad hoc or classroom instruction on a process or procedure when 
not assigned as the preceptor. Mentoring means informally providing guidance, 
advice , feedback or support to an employee who works independently. 
Orientation is defined as helping to acquaint the person with routines , protocols , 
and expectations. 

Preceptor pay is paid only for hours worked actively engaged in training and 
evaluating the new employee. Employees assigned by the department head or 
designee to act as a preceptor on a temporary or substitute basis (e .g., when the 
regularly assigned preceptor is on leave or reassigned) , will receive preceptor 
pay for hours worked actively engaged in training and evaluating the new 
employee. 

Every preceptor must complete a preceptor training program as required by 
RUHS management prior to assignment as a preceptor, and refresher training as 
required . 

(a) working for RUHS-Medical Center or Correctional 
Health Services: 

• Registered Nurse II and Ill 
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(b) working at RUHS Operating Room: 

• Licensed Vocational Nurse II and Il l · 

• Surgical Technician $1 .00 per hour 

(c) working at RUHS-Medical Center and Correctional 
Health Services: 

• Radiologic Specialist II 

• Radiologic Technician II 

• Respiratory Care Practitioner I and II 

• Senior Radiologic Technician 
• Institutional Nurse 
• Sr. Institutional Nurse 
• Pharmacist $1 .00 per hour 

• Sr. Pharmacist 
• Occupational Therapist I and II 
• Physical Therapist I and II 

• Speech Language Pathologist 
• Clinical Lab Scientist 

• Sr. Clinical Lab Scientist 

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

Effective upon ratification of this MOU by the Board of Supervisors, no employee shall 
receive preceptor pay in a manner, or for a purpose, that is inconsistent with the terms 
and conditions of this section . If an employee rece ived preceptor pay at any time during 
the 24 months preceding the adoption of this MOU by the Board of Supervisors in a 
manner, orfor a purpose, that did not conform with the terms of this Section , the employee 
shall be entitled to a one-time, lump sum buy-out of the employee's non-conforming 
preceptor pay. The buy-out shall be equal to two times (2x) the total dollar amount of 
non-conforming preceptor pay received by the employee in the 2018-2019 fiscal year, or 
in the 2017-2018 fiscal year if the amount received was greater than that in the 2018-
2019 fiscal year. The lump sum buy-out shall be paid in the first full pay period after 
January 1, 2020after ratification of this MOU by the Board of Supervisors and subject to 
the applicable payroll tax withholdings. 

This buy out provision is a good faith resolution of non-conforming preceptor pay 
compensation paid to employees prior to adoption of this MOU. 
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(RE#) . Peace Officer Standards and Training (P.O.S.T.) Certification . 

Employees who are hired or rehired as a Senior Sheriffs 911 Communications 
Officer or Sheriffs Communications Supervisor on or after the adoption of this MOU 
by the Board of Supervisors shall be hired into the non designated classifications 
only (i.e. , Senior Sheriffs 911 Communications Officer Job Code 13798 or 
Sheriffs Communications Supervisor Job Code 13809). Those employees hired 
or rehired into the non designated classifications who possess a valid Intermediate 
Certificate or an Advanced Certificate issued to them by the Commission on Peace 
Officer Standards and Training of the State of California shall receive an hourly 
differential for all hours actually worked , not exceeding eighty (80) hours per pay 
period , as follows : 

Intermediate P.O.S.T. Certification equal to six percent (6%) of the employee's 
base pay rate paid as a differential 
Advanced P.O.S.T. Certification equal to eleven percent (11 %) of the employee's 
base pay rate paid as a differential. 

Employees hired into the SEIU bargaining unit prior to the adoption of this MOU by 
the Board of Supervisors in the classification of Senior Sheriffs 911 
Communications Officer or Sheriffs Communications Supervisor who possess a 
valid Intermediate Certificate or an Advanced Certificate issued to them by the 
Commission on Peace Officer Standards and Training of the State of California shall 
be compensated at the following rates: 

Intermediate P.O.S.T. Certification six percent (6%) higher than the base pay rate 
specified for the non designated classification 
Advanced P.O.S.T. Certification eleven percent (11 %) higher than the base pay 
rate specified for the non designated classification 
The applicable rate for possession of the Intermediate Certificate shall be indicated 
in the table and Index by the letter "A" following the class title , and for the Advanced 
Certificate , by the letter "B", each with an appropriate code number, but in the 
departmental sections the basic code number and class title shall be deemed to 
include positions occupied by incumbents possessing either of said certificates. 
Employees hired into the SEIU bargaining unit prior to the first pay period following 
adoption of this MOU by the Board of Supervisors into the classification of Senior 
Sheriffs 911 Communications Officer or Sheriffs Communications Supervisor who 
possess a valid Intermediate Certificate or an Advanced Certificate issued to them 
by the Commission on Peace Officer Standards and Training of the State of 
California shall be compensated at the following rates: 

Intermediate P.O.S.T. Certification - six percent {6%) higher than the base pay rate 
specified for the non-designated classification 
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Advanced P.O.S.T. Certification - eleven percent (11 %) higher than the base pay 
rate specified for the non-designated classification 

Only for employeesSEIU unit members hired into the SEIU bargaining unit prior to 
the first pay period following the adoption of this MOU by the Board of Supervisors 
into the Senior Sheriffs 911 Communications Officer or Sheriffs Communications 
Supervisor classifications , tThe applicable rate for possession of the Intermediate 
Certificate shall be indicated in the table and Index by the letter "/\." following the 
class title, and for the Advanced Certificate. by the letter "B", each with an 
appropriate code number, but in the departmental sections the basic code number 
and class title shall be deemed to include positions occupied by incumbents 
possessing either of said certificates. 

Employees who are hired or rehired into the SEIU bargaining unit as a Senior 
Sheriffs 911 Communications Officer or Sheriffs Communications Supervisor on or 
after the first pay period following adoption of this MOU by the Board of Supervisors 
shall be hired into the non-designated classifications only (i.e ., Senior Sheriffs 911 
Communications Officer - Job Code 13798 or Sheriffs Communications Supervisor 
- Job Code 13809). Those employees hired or rehired into the non-designated 
classifications who possess a valid Intermediate Certificate or an Advanced 
Certificate issued to them by the Commission on Peace Officer Standards and 
Training of the State of California shall receive an hourly differential for all hours 
actually worked , not exceeding eighty (80) hours per pay period , as follows: 

Intermediate P.O.S.T. Certification - equal to six percent (6%) of the employee's 
base pay rate paid as a differential 
Advanced P.O.S.T. Certification - equal to eleven percent (11 %) of the employee's 
base pay rate paid as a differential. 

Sheriffs Records/Warrants Supervisors who prove they possess a P.O.S.T. Records 
Supervisor certificate issued to them by the Commission on Peace Officer Standards 
and Training of the State of California , shall be compensated at a rate six percent (6%) 
higher than that specified for such position . Employees hired prior to the first pay 
period following the adoption of this MOUprovision by the Board of Supervisors into 
the Sheriffs Records/Warrants Supervisor classification , who prove that they possess 
a valid Intermediate Certificate issued to them by the Commission on Peace Officer 
Standards and Training of the State of California shall be compensated at the rate set 
forth : 

Intermediate P.O.S.T. Certification - six percent (6%) higher than the et-base pay rate 
specified for the non-designated classification. 
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Only for employees hired into the Sheriffs Records/Warrants Supervisor classification 
prior to the first pay period following the adoption of this MOU provision by the Board 
of Supervisors, +!he applicable rate for possession of the P.O.S.T. Records/Warrants 
Supervisor Certificate shall be indicated in the Table and Index by the letter "A" 
following the class title with an appropriate code number, but in the departmental 
sections the basic code number and class title shall be deemed to include positions 
occupied by all incumbents regardless if they possess said certificate. 

Employees hired or rehired into the Sheriffs Records/Warrants Supervisor 
classification on or after the adoption of this MOUprovision by the Board of 
Supervisors shall be hired into the non-designated classification only (i.e., Sheriffs 
Records/Warrants Supervisor - Job Code 13476). Employees who prove that they 
possess a valid Intermediate Certificate issued to them by the Commission on Peace 
Officer Standards and Training of the State of California shall be compensated for all 
hours actually worked, not exceeding eighty (80) hours per pay period as follows: 

Intermediate P.O.S.T. Certification - six percent (6%) of base pay paid as a 
differential. 

Empleyees Rire€l irite tRe SEILJ ear~airiiri~ l:4Rit prier ts tRe aeeptieri sf tRis MOU ey 
tRe ~ear€l sf Sl:4per:visers iri tRe 0lassifi0ati0r1 ef Seriier SReriffs 911 
G0mm1:4r1i0ati0r1s Offi0er er SReriffs G0mm1:4r1i0ati0r1s Sl:4perviser wR0 pessess a 
vali€l lr1t0rm0€liat0 G0rtifi0ate er ari /\€lvar100€l Gertifi0ate iss1:40€l te tRem ey tRe 
G0mmissi0r1 0r1 Pease Offi0er Stari€lar€ls ari€l Trairiiri~ ef tRe State ef Galifernia sRall 
tile 00mper1sate€l at tRe fellewiri~ rates : 

lriterme€liate P.O.S.T. Celitifisatieri si~E per;serit (a%) Ri~Rer tRari tRe ease pay rate 
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TRe appli0aele rate fer p0ssessi0r1 ef tRe lriterme€liate Gertifi0ate sRall tile ir1€li0ate€l 
iri tRe taele ari€l lri€lex 0y tRe letter "A" fell0wir1~ tRe 0lass title , ari€l fer tRe A€lvar10e€1 
G0rtifi0at0 , 0y tRe letter "~", ea0R witR ari appr:epriate 00€10 Rl:4meer, 01:4t iri tRe 
€1epartmerital se0ti0r1s tRe 0asi0 00€10 Rl:4meer ari€1 0lass title sRall tile €1eeme€1 te 
ir10l1:4€le pesitieris 0001:4pi0€l 0y ir101:4m00r1ts p0ssessir1~ eitRer ef sai€l 0ertifi0ates . 

(RE#) ARTICLE 6 - PAY PRACTICES 

(New) Section 1 . Salary Range Broadband 
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A. Implementation. Effective as soon as administratively possible, but no later than 
four full pay periods following adoption of this MOU by the County's Board of 
Supervisors, the salary plan/grade of each classification covered by this MOU 
shall convert to a broadband salary range plan with no salary steps. Each salary 
range shall contain a minimum and maximum salary amount where an 
employee's placement within the range will be identified by the employee's salary 
amount and not by a salary step. 

At the time of the conversion to a broadband salary range plan , the minimum 
salary of each classification 's salary range will equal the base salary of Step Four 
of the pre-existing salary step plan . Employees who are below Step Four of their 
classification's salary plan/grade at the time of the conversion to the broadband 
salary range plan_ is implemented will receive an increase in pay to place the 
employee at the minimum salary of their classification 's broadband salary range 
and the employee's merit anniversary date shall be reset to the effective date of 
the salary increasefirst day of the same pay period . 

B. No Harm Clause. This No-Harm Clause shall apply to all unit members in all 
classifications in each bargaining unit covered by this MOU on the date this MOU 
is adopted by the Board of Supervisors. Notwithstanding the implementation of 
the broadbanding pay structure, no employee shall suffer a loss of compensation 
as exists on the day broadbanding is implemented . If as a result of the 
conversion to the broadbanding pay structure, an employee experiences an 
actual loss in base wages that would have otherwise not occurred had the 
existing model remained in place, the County and SEIU will immediately meet 
and confer to effectuate a remedy to address the employee's actual loss in base 
wages. If, after meeting and conferring , the County and the Union are unable to 
agree on a remedy, the matter will be automatically submitted to final and binding 
arbitration pursuant to the grievance arbitration procedure. 

Any loss in pay due to a medical leave of absence or an unapproved absence 
shall not be covered under this no harm clause. 

(RE#) Section 2. Ste@--Merit Advance 

A. Effective as soon as administratively possible, -RGbut no later than tRe four full 
pay periods after adoption of this MOU by the County's Board of Supervisors, the 
compensation of every person employed in a regular position shall be considered for a 
four percent (4 .0%) base salary increase upon their anniversary date, but not to exceed 
the maximum salary of the salary range for the employee's classification , except as 
otherwise provided by the MOU. If at the time of the employee's anniversary date, the 
employee's existing salary is less than 4.0% below the maximum of the salary range for 
the employee's classification , the employee's anniversary date merit increase shall be 
at an amount that places the employee at the maximum of the classification's salary 
range . 
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(RE#) ARTICLE 7 - GENERAL PERSONNEL PROVISIONS 

Section 5. Driver's License. Acceptance of imposed terms concerning employees 
who experience restrictions on their California driver's license . 

Employees who are required to possess a valid California Driver's License shall 
possess the appropriate license for the class of vehicle to be operated . If any 
restrictions apply, the employee must notify his/her supervisor, no later than the next 
scheduled work day, of the restrictions and/or any and all changes in the license (i .e., 
suspended , etc.). 

If the change restricts the employee's ability to drive and driving is an integral part of 
his/her normal duties, he/she shall immediately be deemed to have applied for and 
obtained an unpaid leave of absence for up to thirty (30) calendar days, during which 
time the employee shall take all reasonable steps to have his/her license reinstated . If 
upon expiration of the thirty (30) days the employee has failed to have his/her license 
reinstated , he/she will be deemed to have applied for and obtained an additional unpaid 
leave of absence of up to fifteen (15) calendar days , during which the department may 
take disciplinary action to separate employment pursuant to these Terms and 
Conditions of Employment. 

(RE#) ARTICLE 9 - LEAVES 

(NEW) Section 2. One-Time Special Time Bank. 

A. In the second full pay period following adoption of this MOU by the County Board 
of Supervisors, a Special Time Bank of forty (40) vacation hours shall be 
established for each existing bargaining unit member covered by this MOU. 
These hours may only be used by the employee prior to expiration of this MOU 
and while employed in a SEIU-represented classification , otherwise the hours are 
forfeited . This Special Time Bank shall have no cash out value. Employees are 
encouraged to take these hours during County holidays and must obtain 
supervisor's approval for use of the Special Time Bank for time off. 

Should an employee, due to the nature of the position or operation of the 
department, not be granted the ability to utilize any portion of the 40 hours in the 
Special Time Bank under this provision , and after providing proof of their efforts 
to utilize the Special Time Bank to Human Resources prior to the expiration of 
the term of this MOU , may be granted on a case-by-case basis an extension of 
six months to utilize the balance of the Special Time Bank. The County may 
require an employee to use the hours in this Special Time Bank during 
FMLA/CFRA/PDL leave after exhausting sick leave and before use of regularly 
accrued vacation. 
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7. 

8. 

9. 

In the discretion of the appointing authority department head , additional time 
not exceeding ten (10) hours in any fiscal year may be allmved to an eligible 
employee 'Norking at a Blythe, Indio, or Palm Springs work location. 

Time granted pursuant to this subsection shall be used for travel to and from 
the location of the course and time actually spent in course attendance. 

The granting or denial of education time shall be at the discretion of the 
appointing authority department head or designee based on the operational 
needs of the department and reasonableness of request. Attendance at 
courses offered by RUHS will be given preference over the same courses 
offered outside RUHS. Employees are highly encouraged to attend courses 
offered through RUHS . 

Registered Nurses in the Registered Nurses or Supervisory Unit who are 
currently certified by a national specialty organization shall have an 
additional five (5) hours granted every two (2) years for a total of forty-five 
(45) hours. 

Registered Nurses who obtain National Certification subsequent to the date 
of this MOU shall receive the additional five (5) hours upon verification of 
the certification . 

Employees must maintain National Certification in a specialty in order to 
continue to receive the additional five (5) hours of credit. 

A Registered Nurse who first obtains a National Certification from the ANCC 
in the specialty in which the employee is currently assigned shall be eligible 
for reimbursement of testing fees, ANCC testing materials, and ANCC 
preparation courses or guides, up to a total maximum of $500. A Registered 
Nurse will only be reimbursed for the ANCC testing fees, materials, guides 
or preparation course of one ANCC National Certification in the specialty 
that the employee is currently assigned and only for those testing fees Gf 

oosts--associated with a successful examination . Testing fees for renewal of 
the National Certification from the ANCC is not eligible for reimbursement. 

B. Eligible Employees . In order to be eligible for paid education time , an employee 
shall : 

1. Have completed six (6) months of continuous service with the County n a 
full-time regular position or a part-time position normally working at least 
forty (40) hours in a pay period. 

2. Have not completed the minimum number of hours required to renew the 
employee's professional licenses; and 
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3. Be employed in a classification that requires the employee to be licensed to 
practice as a Registered Nurse, Licensed Vocational Nurse, or as a 
Physician Assistant. 

B. Procedure. An eligible employee desiring education time must request approval 
from the appointing authority department head or designee a reasonable time in 
advance of the requested date or dates. A request for education time shall be in 
writing and state : 

C. 

1. The location , date, time , subject, and number of contact hours of the 
GeUFecourse to be attended . 

2. The number of hours needed to renew the employee's professional license; 
and 

3. The date the employee's current license expires . 

Registered Nurses. R.N.'s License renewal date shall be used to commence the 
time period of two (2) fiscal years for the Education for Continued License hours 
allowed under this MOU. 

The County shall pay the cost of mandatory critical care courses offered by the 
RUHS. Courses offered outside of the RUHS must receive prior approval of the 
RUHS in order to be paid . 

(RE#) ARTICLE 13- DISCIPLINARY APPEAL PROCEDURE 

(New) Section - Written Reprimands. Employees •.viii be able to appeal a written 
reprimand to the department head . The decision of the department head shall be final. 

3. Written Reprimand 

Written reprimands may be issued by the appropriate supervisor, manager, orf 
department head as a means to address employee conduct or performance deficiencies 
that do not otherwise warrant just cause for "disciplinary action" (i.e., dismissal, 
demotion, reduction in compensation, suspension , or written reprimand in lieu of 
suspension). Written reprimands are maintained in the employee's official personnel file 
and may be used as a basis for progressive discipline for same or similar violations or 
declining performance. A counseling memorandum, informal directives, coaching and 
similar communications from a supervisor to a subordinate employee that are not 
placed in an employee's official personnel file are not considered written reprimands. 
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An employee who receives a written reprimand may submit a written rebuttal that will be 
attached to the written reprimand contained in the employee 's personnel file . An 
employee who disagrees with the issuance or content of a written reprimand may also 
appeal the reprimand to the department head, or their designee ("appeal officer"). A 
request to appeal the written reprimand shall be made in writing delivered to the 
designated appeal officer, within ten (10) business days after the written reprimand was 
personally received by the employee or delivered to the employee by certified U.S. Mail. 
The written appeal shall state the grounds upon which the employee believes the 
written reprimand was unjust or contains factual inaccuracies. The appeal officer shall 
meet with the employee and the employee's designated representative, if any, within 
ten (10) working days after receipt of the employee's written request to appeal the 
written reprimand, unless the appeal officer and employee mutually agree to extend this 
time period . The meeting may be attended by a representative from the County's 
Human Resources Department. The meeting shall not be an evidentiary hearing, no 
witnesses shall be brought into the meeting to testify or be questioned , the employee 
shall not be subject to cross-examination and neither the appeal officer or Human 
Resources representative shall be subject to questioning . The purpose of the meeting 
is to allow the employee, or their designated representative , an opportunity to provide 
the reasons as to why the written reprimand should be withdrawn or modified. 

The appeal officer shall take one of the following actions in response to the appeal: (1) 
affirm the written reprimand in its entirety; (2) direct that the written reprimand be 
withdrawn and voided; or (3) amend the content of the written reprimand where 
appropriate to correct factual inaccuracies or policy violations. The appeal officer shall 
not modify the content of the written reprimand to add additional grounds for discipline. 
If the written reprimand is not withdrawn, the appeal officer's decision shall be final with 
no further right of appeal and included in the employee's personnel file with the written 
reprimand . The decision of the appeal officer may not be grieved . 

(RE#) ARTICLE 15 - GRIEVANCE PROCEDURE 

See Exhibit 4 attached. 

Section 1. Discussion of Request or Complaint 

It is the intent of this procedure that grievances be settled at the lowest possible 
administrative level. Any employee who believes that they have a justifiable request or 
complaint shall discuss the request or complaint with their immediate supervisor in an 
attempt to settle the matter. 

Section 2. Grievance Definition 
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Except as outlined below, a "grievance" is the subject of a written request or complaint, 
which has not been settled as a result of the discussion required by Section 1, initiated 
by an employee or the Union on behalf of a specifically named employee or group of 
employees arising out of a dispute by an employee or group of employees concerning the 
application or interpretation of the specific terms and conditions set forth in this MOU, 
Ordinance, rule , regulation , or policy concerning wages, hours , and other terms and 
conditions of employment. All other matters are excluded from the grievance procedure 
including , but not limited to : 

A. Matters arising under any of the following : 

1. 

2. 

3. 

4 . 

5. 

6. 

7. 

8. 

9. 

County Harassment Policy and Complaint Procedure; 

County Violence, Threats , and Securities Policy; 

Promotional decisions made pursuant to the County's Local Merit System; 

Voluntary time-banks; 

Placement on Medical-Certification program; 

Termination under the Agency Shop provision of this MOU; 

Appeals to the Accident Review Committee; 

Unfair practices to be adjudicated by Public Employment Relations Board 
or Superior Court; 

Complaints within the jurisdiction of state and federal fair employment 
agencies , other than the Public Employment Relations Board ; 

B. Requests or complaints, the resolution of which is beyond the delegated authority 
of the Human Resources Director and which by law requires legislative action (i.e . 
approval) by the Board of Supervisors . 

C. Requests or complaints involving the termination of a probationary employee, or 
the termination , suspension , demotion or written reprimand in lieu of suspension 
of a regular employee reviewable pursuant to other provisions of this MOU or 
reviewable under the State Approved Local Merit System procedure, or written 
warnings, i.e., written reprimands; directive, corrective, and corrective counseling 
memoranda. 

D. Requests or complaints initiated by an employee involving change in 
departmental/district performance evaluations, if the evaluation rating overall is 
satisfactory or better. 
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Section 3. Freedom From Reprisal 

No employee shall be subject to coercion or disciplinary action for discussing a request 
or complaint with their immediate supervisor, or for the good faith filing of a grievance 
petition . 

Section 4. Employee Representation/Union Rights 

An employee is entitled to representation in the preparation and presentation of a 
grievance at any step in the grievance procedure, including the informal discussion with 
the employee's supervisor, provided an employee that is a member of a representation 
unit wherein an employee organization has been awarded exclusive recognition pursuant 
to the Employee Relations Resolution may be represented only by the exclusive 
employee organization. Reasonable access to work areas by representatives of qualified 
employee organizations shall be in accordance with Section 1 Q ef-the provisions of the 
Employee Relations Resolution and this MOU . The grievant and one (1) representative 
are entitled to be released from work for a reasonable period of time in order to present 
the grievance. No person hearing a grievance petition need recognize more than one (1) 
representative for grievant unless, in the opinion of the person hearing the petition , the 
complexity of the grievance requires more than one (1) representative in order to fully and 
adequately present the matter. 

Section 5. Grievance Petition Form 

All grievances shall be submitted to the Human Resources Department on the form 
prescribed by the Human Resources Director. No grievance petition shall be accepted 
for processing until the form is complete . Such grievance shall set forth the specific 
section(s) of the MOU alleged to be violated as provided under Article ~15, Section 2. 

Section 6. Presentation 

All grievance petitions shall be filed within fifteen (15) working days after the discussion 
with the employee's supervisor, [but in no case shall the grievance be filed more than 
thirty (30) working days after occurrence of the circumstances giving rise to the grievance] 
otherwise the right to file a grievance petition is waived and no grievance shall be deemed 
to exist. A grievance petition filed by an individual current employee that involves an issue 
of financial reimbursement may, upon the employee's notice to the union , and subject to 
all applicable time limits, continue through the grievance process after the employee 
leaves employment with the County. 

Section 7. Consolidation 

Grievance petitions involving the same or similar issues, filed by employees in the same 
representation unit, may be consolidated for presentation at the discretion of the person 
hearing the petitions. 
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Section 8. Resolution 

Any grievance first filed with the Human Resources Department during the term of this 
MOU shall be subject to final and binding arbitration as the last step in the grievance 
process. It is the intent of the parties that any complaint against the County that would 
constitute both an unfair labor practice and a grievable complaint under this Article, the 
alleged violation is subject to deferral to binding arbitration within the meaning and intent 
of Government Code section 3505.8. This shall not be construed as any waiver of the 
union 's right to file an unfair labor practice with the Public Employment Relations Board . 
Any grievance petitions resolved at any step of the grievance procedure shall be final and 
binding on the County and the grievant. 

Section 9. Withdrawal 

Any grievance petition may be withdrawn by the grievant at any time, without prejudice. 

Section 10. Time Limits 

Grievance petitions shall be processed from one fB-step to the next within the time limit 
prescribed in each of the steps. Any grievance petition for wh ich a disposition is not made 
at any step within the time limit prescribed , or any extension which may be agreed to , 
may be referred to the next step in the grievance procedure, with the next time limit to run 
from the date when time for disposition expired . Any grievance petition not carried to the 
next step by the grievant within the prescribed time limits, or such extension which may 
be agreed to, shall be deemed resolved upon the basis of the previous disposition . 

Section 11 . Resubmission 

Upon consent of the person hearing the grievance petition and the grievant, a petition 
may be resubmitted to a lower step in the grievance procedure for reconsideration . 

Should either party to this agreement determine that it is necessary to amend its argument 
at Step 1 or Step 2 of the grievance procedure, the grievance petition shall be remanded 
back for consideration at the previous step of the procedure. In the event such action 
occurs, the timelines set forth under Sections 14 (B) and (C) shall apply. 

Section 12. Extension of Time 

The time limits within which action must be taken or a decision made as specified in this 
procedure, except for Section 14, may be extended by written consent of the grievant and 
the person before whom disposition of the petition is pending . 

Section 13. Grievance Resolution 

VVith respect to whether issues are grievable, the County and SEIU agree to utilize a third 
party neutral (hereinafter referred to as a neutral) agreed to by the parties to settle 
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questions of grie11ability and comply with his/her decisions on grie11ability Both parties will 
abide by the neutral's decision. 

The County agrees to cite specific reasons, including any applicable Articles or Sections 
of the MOU , or specific provisions or other procedures , that constitute the County's 
rationale for rejection of the grievance. The Union , by this agreement, does not waive 
any of its rights to file grievances, unfair practice charges or other means to enforce the 
MOU in the future . The parties agree to meet in an attempt to resolve any future denials 
upon the request of the Union . 

Section 14. Steps 

The following procedure shall be followed by an employee or the Union submitting a 
grievance petition : 

A. 

B. 

C. 

D. 

Discussion with Supervisor. Prior to filing a written grievance petition , the 
employee shall , within ten (10) 'Norking business days from the date of the event 
leading to the grievance, discuss the matter with his/her immediate supervisor. 
The supervisor shall give a prompt response where it is possible to do so. The 
supervisor is entitled to have the presence of one observer during the discussion. 
The employee and the supervisor are each entitled to the presence of a silent 
observer to the employee supervisor discussion . An obser11er that interrupts or 
participates in the discussion may be excluded from the discussion by either the 
employee or the supervisor.The employee is entitled to a representative of his or 
her choosing to be present at this first step and all steps below. 

Step 1. In the event the matter is not resolved as a result of the discussion 
described in (A) above, the employee shall , within fifteen (15) working business 
days after the discussion with his/her supervisor, submit the grievance petition to 
the Human Resources Department. The Human Resources Department shall 
forward the petition to the grievant's department/district head. Within fifteen (15) 
workingbusiness days after submission of the petition , the departmenUdistrict 
head , or a designee shall meet with the grievant and the grievant's representative, 
if any. No later than fifteen (15) working business days thereafter, the 
GdepartmenUDistrict Mhead , or a designee, shall render a written decision. 

Step 2. Failing to resolve the grievance at Step 1, the grievant or the Union shall 
submit a written request for review within ten (10) businessworking days following 
the date the f!.GepartmenUDistrict Head or designee renders a decision. The 
Human Resources Director, or a designee, shall meet with the grievant and the 
grievant's representative, if any, within ten (10) businessworking days of the 
submission of the request for review. No later than ten (10) businessworking days 
thereafter, the Human Resources Director, or a designee, shall render a written 
decision . 

Step 3. Failing to resolve the grievance at Step 2, the grievant shall submit a 
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written request for arbitration to the Human Resources Director, or designee, within 
ten (10) business•Norking days following the date the Human Resources Director, 
or designee, renders a decision . 

E. +he-A grievance first filed with the Human Resources Department during the term 
of this MOU shall thereafter be subject to advisory final and binding arbitration . ~ 
G9rievances first filed with the Human Resources Department before or after the 
term of this MOU shall thereafter be subject to advisory arbitration and decision by 
the Board of Supervisors in the manner prescribed herein . Final and binding 
arbitration shall sunset and terminate on the expiration of this MOU. except as to 
those grievances fifst-filed by the Human Resources Department during the term 
of this MOU. unless the County and SEIU mutually agree to continue final and 
binding arbitration. Only the union may advance a grievance to arbitration 
pursuant to the terms and conditions of this Article; no individual employee may 
advance a grievance to arbitration without the union 's participation as a grievant. 

F. In the case of advisory arbitration. +!he Board of Supervisors shall either accept or 
reject the neutral's decision , or accept part of the decision and reject the rest, 
without further testimony from either party. If the Board rejects all or part of the 
neutral's decision , the Board shall state its reasons for rejection . The decision of 
the Board of Supervisors shall be final. Unless mutually agreed , proceedings 
conducted at any step of the grievance procedure shall be private except the 
proceedings before the Board of Supervisors. 

Section 15. Advisory and Binding Arbitration 

A. After submission of a request for review, SEIU and the Human Resources Director, 
or designee, shall attempt to agree on a neutral. 

B. The parties shall maintain a jointly negotiated list of up to eleven (11) neutrals who 
shall be selected by either the agreement of the parties. or by the striking method. 
The only remaining name after the striking process shall serve as the neutral. If 
unable to agree on who should strike first, the first name shall be struck by the 
party winning the toss of a coin . The list shall conta in no fewer than seven (7) or 
more than eleven (11) names. If the neutral chosen is unable to serve within a 
time frame acceptable to both parties , the last name struck will serve as the neutral. 

g.,.c _ At the beginning of the arbitration proceeding. if the County disputes that the 
grievance is arbitrable. +the issue of arbitrability of a grievance shall first be 
decidedetermined by the arbitrator as a threshold issue. The arbitrator shall issue 
a ruling on the issue of arbitrabilitylf the arbitrator rules the grievance is not 
arbitrable. the arbitrator shall state the ruling on the record or issue a written ruling 
and the arbitration shall then be concluded . If the arbitrator rules the grievance is 
arbitrable . the arbitrator shall state the ruling on the record and prior to open the 
proceeding to a hearing on the merits of the grievance. 
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G-:.~lf either party wishes to have a transcript of the arbitration proceedings, the 
requesting party will be solely responsible for all costs associated with the 
transcript. If both parties request a transcript the cost will be shared equally . 

.Q..,.L_ The expenses of the neutral, if any, shall be shared equally by the parties. Each 
party shall make arrangements for and pay expenses of witnesses that are called 
by such party, except that any County employee called as a witness shall be 
released from work without loss of compensation or other benefits to attend the 
arbitration hearing . Such arrangements shall be made through the Human 
Resources Director, or designee, with the employee's department/district head at 
least two (2) businessworking days in advance of the hearing date. 

€-:-,G_Prior to the arbitration hearing , the grievant and the Human Resources Director, or 
designee, shall meet and attempt to prepare a joint statement of the issues which 
describes the existing controversy to be heard by the neutral. If the parties are 
unable to agree on a joint statement, each shall prepare a separate statement of 
issues. 

The neutral shall not decide any issue not within the statement of the issues submitted 
by the parties. This includes issues which have not been raised and considered at an 
earlier step of the grievance procedure. 

~~If the neutral sustains the grievance, a remedy shall be fashioned that does not 
conflict with the provisions contained in this MOU. 

G:-!:i...._Arbitration proceedings shall be conducted pursuant to the Voluntary Labor 
Arbitration Rules of the American Arbitration Association , unless the parties agree 
that the proceedings may be conducted pursuant to the Expedited Labor 
Arbitration Rules of the American Arbitration Association . 

M:._I._The rules of privilege shall be effective to the same extent that they are now or 
hereafter may be recognized in civil actions. In addition , communications between 
Human Resources Department employees, non-attorney advocates, management 
or employees of County departments/districts involved in an arbitration concerning 
personnel matters and communications between the union representative and the 
employee who is the subject of a personnel action shall be confidential and not 
subject to disclosure in a grievance hearing . 

h_J. __ Any arbitration expense incurred as the result of a postponement or cancellation 
of a hearing shall be borne by the postponing or canceling party. 

ARTICLE 22 - BENEFIT PROGRAMS 
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(NEW) Section 1. CalPERS Health Insurance Plan 

Effective as soon as administratively feasible in the 2020 calendar year but no later than 
July 1W, 2020i, SEIU represented employees shall be eligible for health insurance in 
the County's CalPERS health insurance plan and will no longer be covered by the 
County's pre-existing health insurance program. Bargaining unit members shall be 
eligible to enroll in Exclusive Care as a health insurance option . 

(RE#) Section 2. Flexible Benefit Contributions 

A. Contribution Amounts for Employees in County Sponsored Health Insurance 

For full time employees regularly scheduled to work forty (40) hours per 
month , the County's total contribution toward the employee's medical , dental 
and/or vision plans shall be eight hundred twenty-three dollars ($823.00) per 
month (or four hundred eleven dollars and fifty cents ($411 .50) bi-weekly for 
twenty-four (24) pay periods. The County's total contribution shall be 
inclusive of the CalPERS required minimum employer contribution for health 
insurance. 

In addition , if employees in the Management, Unrepresented & Confidential 
Resolution rece ive additional increases in flexible benefit credits, the value of 
those increases shall be given to SEIU represented employees on the same 
date and in the same increment, not to exceed the total monthly flexible benefit 
credit that was added . 

B. Medical Premium Subsidies. Effective two full pay periods after the adoption 
of this MOU by the County Board of Supervisors, the County's payment of 
medical subsidies for employees hired prior to December 20, 2018 who are 
participating in a County sponsored health care plan will increase by $100.00 
(total of $200) per month for employees enrolled in family coverage and by 
$25.00 (total $50) per month for employees enrolled in two-party coverage . 

Effective the beginning first full pay period [of the 2023 County Health 
Insurance Plan year}, the County's payment of medical subsidies will increase 
by $100.00 (total of $300) per month for employees enrolled in family 
coverage and by $25.00 (total $75) per month for employees enrolled in two
party coverage. 

C. Waiving Medical Coverage An employee may waive health insurance for the 
employee and the employee's dependents with adequate proof of other 
qualifying health insurance coverage . Effective the first pay period in which 
the County's CalPERS health insurance plan is implemented , if the employee 
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waives health insurance coverage , the employee will receive a taxable cash 
payment as follows: 

$200.00 per month if the employee's last hire date was on or after November 
11 , 2004 
$465.00 per month if the employee's last hire date was before November 11 , 
2004 

F. Cash Back of Flex Benefits Contributions. Effective in the first pay period in 
which the County's CalPERS health insurance plan is implemented for SEIU
represented employees, employees will no longer be able to receive flexible 
benefit contributions in the form of cash . Employees who do not use the full 
amount of the County's flex benefit contribution by the end of the plan year 
will forfeit the unused amount. 

Section 3. Other Benefits 

B. Short Term DisabilityState Disability Insurance (STDI) . As soon as 
administratively possible following adoption of the MOU by the County Board 
of Supervisors, the County shall submit an application to the State of 
California for elective coverage under the California State Disability 
Insurance (SDI) for all SEIU bargaining unit employees. Once approved 
and implemented by the State, the County will begin withholding employee 
contributions to SDI from employee pay checks. 

The County shall continue to provide and pay for the existing County STrn 
plan until bargaining unit employees are eligible to receive California State 
Disability Insurance (SDI) benefits and will not provide Class 2 STD benefits 
thereafter. The County shall not be required to provide the Class 2 STD 
benefits for bargaining unit employees hired after the effective date of 
implementation of the California State Disability Insurance (SDI) plan . 

Short-Term Disability (STD). The County agrees to provide a STD plan to 
eligible employees except the Supervisory Unit as follows : 

The County shall continue to provide Class 1 STD benefits under this 
provision until December 31 , 2012. 

Effective January 1, 2013, the County shall provide Class 2 STD benefits 
(60% of pay up to $461 .64 weekly) .The County shall pay for the STD benefit. 

C. Long-Term Disability (LTD). Effective the first fully pay period after 
[DECEMBER 17, 2022] the County will contribute toward the premium cost 
of long term disability insurance for all employees covered by this MOU . 

(RE#) ARTICLE 25 - JOINT LABOR MANAGEMENT COMMITTEE 
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See Exhibit 5 attached . 

Labor-Management work groups are tools to help improve the workplace . Labor
Management groups can help resolve problems and/or develop innovative strategies to 
produce work more efficiently, save the County money, or improve public services. 

The County should recognize that its greatest asset is its human resources and that each 
individual has the potential to strengthen and change the organization both individually 
and collectively. Labor-Management work groups can be the catalyst for implementing 
and identifying lasting ways to improve organizational effectiveness by utilizing the 
County's human resource asset. 

Both Parties must recognize that cooperation , problem solving , and long range planning 
are in the self-interest of their respective organizations and the public they serve. 

The County and SEIU agree to have the opportunity for Labor-Management meetings on 
~ monthly basis. A Labor-Management meeting need not occur every month, but will 
convene upon the request of either party. 
, except if indicated differently below: 

A Labor-Management meeting may be devoted to discussion on matters affecting 
effecting all bargaining units as a whole, or to any particular department or bargaining 
unit. RUHS-MC/CHC may hold separate Labor-Management meetings. Individual 
departments may also hold separate Labor-Management meetings. 

A Labor-Management meeting shall be for the purpose of discussion on any matter 
affecting effecting wages, hours and working conditions of bargaining unit employees, 
including, but not limited to, safety and workload . 

Information Technology 
• To evaluate the Dynamic Skills process 
• Ability to recruit and retain staff 
• To review the systems flexibility to maintain the highest standard of expertise for 

the County 
• Skill assignment objectivity, neutrality, and equity 
• Make recommendations on improvements 

Housing Authority (Quarterly Meetings) 
• V'Jork together to improve morale 
• Review career ladders 
• Strategize on ways to minimize the impact of decreased federal funding on clients 

and employees 
• Other issues as they arise 

DPSS/CPS and APS 
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• Review obstacles and devise solutions to implement SB2030 in Riverside County 
• '.'Vork together to improve morale 
• Review career ladders 
• Improve efficiencies and streamline documentation 
• Strategize on ways to minimize the impact of decreased state funding on clients 

and employees 
• Yardstick as a goal 
• The availability of additional compensation for workers 1Nith caseloads over the 

yardstick 
• Ways to improve recruitment and retention 
• Training and support of CPS workers 
• Case load management and coping methods when targeted levels are exceeded 
• Supervision of initial caseloads (including consideration of mentor programs) 
• Discussion of how to deal with inadvertent errors or omissions when caseloads are 
~ 

• Reviev, compensation for licensures 
• Review of International Travel policies and procedures 

Riverside Regional Medical Center (RCRMC) 
• Discussion and review of improving existing wage scales 
• Use of Registry 
• Ways to improve recruitment and retention 
• Improving conditions for Detention Nurses 

The 1,_labor::-Mmanagement committees shall be limited to six (6) persons per side, unless 
County and SEIU mutually agree to increase the committee participants for any one or 
more meetings. and shall be held no fewer than once every three (3) months. Union 
participants shall be granted release time to attend committee meetings. 

It is understood and agreed that each party shall produce an agenda for discussion no 
later than twoGRe ~ 4-) week§. prior to the date of the meeting . The Labor-Management 
meetings will not exceed two-hours, but the parties may agree upon any ground rules, 
scheduling or other logistics. 

The committee may make recommendations in good faith and agree upon next steps 
where appropriate. However, the committee will not be for the purpose of bargaining over 
negotiable subjects, but SEIU and the County may mutually agree to meet and confer 
over changes to negotiable subjects as a result of committee discussions. 

No discussion or review of any matter by the committee shall forfeit or affect the time 
frames of any dispute resolution procedure contained in the MOU unless otherwise 
mutually agreed upon in writing. Moreover, matters that have been submitted to any 
formal dispute procedure or that are in litigation shall not be discussed unless it is mutually 
agreeable to do so. 
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Riverside Sheriffs Department (RSD) 
• Revie·N of compaction issues to facilitate promotional opportunities 
• Ways to improve recruitment and retention 
• Discussion of re classifications 
• Work together to improve morale through member resources 
• Improve efficiencies 
• Other issues as they arise 

Waste Resources Management District (WRMD) 
• Address workplace issues as they arise. 

Regional Park & Open Space District 
Address workplace issues as they arise . 

(ad hoc meetings) 

(ad hoc meetings) 

(RE#) ARTICLE 27 - COMPENSATION 

Section 1. General Salary Range Increases 

Effective the first full pay period on or after May 1, 2021 , the maximum base salary of 
each salary range for classifications covered by this MOU shall be increased by two
percent (2.0%) . Employees who have been at the maximum of their classification's 
salary range for one year or longer as of the beginning of the pay period in which the 
2.0% increase to the maximum salary of the range is implemented will concurrently 
receive a 2.0% increase to their salary in order to place them at the new maximum in 
the salary range in which case the employee's merit increase anniversary date will be 
reset to the beginning of the pay period in which the increase to the maximum salary of 
the range is implemented. 

Effective the first full pay period on or after May 1, 2022 , the maximum base salary of 
each salary range for classifications covered by this MOU shall be increased by two
percent (2.0%). Employees who have been at the maximum of their classification 's 
salary range for one year or longer as of the beginning of the pay period in which the 
2.0% increase to the maximum salary of the range is implemented will concurrently 
receive a 2.0% increase to their salary in order to place them at the new maximum in 
the salary range in which case the employee's merit increase anniversary date will be 
reset to the beginning of the pay period in which the increase to the maximum salary of 
the range is implemented. 

Effective the first full pay period on or after May 1, 2023, the maximum base salary of 
each salary range for classifications covered by this MOU shall be increased by two and 
one half percenthalf percent (2.§0%) . Employees who have been at the maximum of 
their classification 's salary range for one year or longer as of the beginning of the pay 
period in which the 2.§0% increase to the maximum salary of the range is implemented 
will concurrently receive a 2.§0% increase to their salary in order to place them at the 
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new maximum in the salary range and in which case the employee's merit increase 
anniversary date will be reset to the beginning of the pay period in which the increase to 
the maximum salary of the range is implemented. 

Section 2. Retention Stipend and Bonuses. 

Employees who are at the maximum salary of the salary range for their classification as 
of April 8, 2021 will receive a one-time lump sum stipend of seven-hundred and fifty 
dollars ($750 .00) . The stipend will be paid two fu ll pay periods after April 8, 2021 . 

Effective the first full pay period following adoption of this MOU by the Board of 
Supervisors the Command Post and Sheriffs Communications Retention Bonuses are 
restored on a prospective basis to pre-imposition terms. 

(RE#) Section 3. Deferred Compensation . Available to employees to make voluntary 
pre-tax contributions through County approved vendors up to the applicable IRS and 
Plan limits . 

A Leave Allocation Committee shall be formed that will include representatives from the 
County and SEIU for the purpose of recommending lawful alternatives to replace or 
supplement the existing sick leave-to-VEBA plan and 2012-2016 MOU's deferred 
compensation plan that would lawfully allow employees to apply the amount of accrued 
sick leave, vacation , holiday, and compensatory time eligible for conversion to another 
retirement option but does not result in a "constructive receipt" problem according to 
IRS regulations and Treasury Rulings . If the County and SEIU agree that these wG4 afl 

alternative§. can be lawfully and administratively implemented , the County and SEIU 
shall have a limited re-opener of the MOU for the sole purpose of negotiating the 
change to the existing sick leave-to-VEBA benefit plan and 2012-2016 MOU's deferred 
compensation plan. In no event shall there be an increase to the maximum amount of 
sick leave, vacation, holiday and compensatory time that may be converted at 
retirement. 

The Leave Allocation Committee will hold its first meeting no later than ninety (90) days 
following the approval of this MOU by the County Board of Supervisors. Reopener 
negotiations between the County and the Union will begin no later than six (6) months 
following the adoption of this MOU by the Board of Supervisors. The County will 
implement any alternative options agreed to by the parties no later than July 1, 2020. 
The parties can agree to extend this deadline by mutual agreement. 

(RE#) Section 4. RUHS-Medical Center Registered Nursing Reclassification & 
Realignment 

See Exhibit 6 attached. 

Section [4]. RUHS Medical Center Registered Nursing Reclassification & Realignment 
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A. Effective one pay period following the pay period in which broadband salary 
ranges are implemented for SEIU-represented classifications, employees in the 
classifications listed below, and working at the RUHS Medical Center or 
Community Health Clinics , shall be reclassified in accordance with the charts 
below. These reclassifications are exempt from the provisions and pay increase 
outlined in Article 6, Section 7 - Reclassification . 

Registered Nurse Series 

Current 
New Job 

Current Job Title Job New Job Title (& Post-TTC) 
Code 

Code 
REGISTERED NURSE I 74036 
REGISTERED NURSE I -

74037 REGISTERED NURSE I -
SPC-T1 
REGISTERED NURSE I -

SPC-T3 
74039 

74038 (REGISTERED NURSE I -
SPC-T2 
REGISTERED NURSE I -

MC/CHC) 

SPC-T3 
74039 

REGISTERED NURSE II 74040 
REGISTERED NURSE II -

74041 REGISTERED NURSE 11 -
SPC-T1 SPC-T3 
REGISTERED NURSE II -

74042 (REGISTERED NURSE II -
74043 

SPC-T2 
REGISTERED NURSE II -

MC/CHC) 

SPC-T3 
74043 

REGISTERED NURSE Ill 74044 
REGISTERED NURSE Ill -

74045 REGISTERED NURSE Il l -
SPC-T1 SPC-T3 
REGISTERED NURSE Ill -

74046 (REGISTERED NURSE Ill -
74047 

SPC-T2 
REGISTERED NURSE Ill -

MC/CHC) 

SPC-T3 
74047 

REGISTERED NURSE IV 74048 
REGISTERED NURSE IV -

74049 REGISTERED NURSE Ill -
SPC-T1 
REGISTERED NURSE IV -

SPC-T3 
74047 

SPC-T2 
74050 (REGISTERED NURSE Ill -

REGISTERED NURSE IV -
MC/CHC) 

SPC-T3 
74051 

REGISTERED NURSE V 74052 
REGISTERED NURSE Ill -

REGISTERED NURSE V -
74053 SPC-T3 

SPC-T1 (REGISTERED NURSE Ill -
74047 

REGISTERED NURSE V -
SPC-T2 

74054 MC/CHC) 
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REGISTERED NURSE V -
74055 

SPC-T3 
ASST NURSE MGR 74023 
ASST NURSE MGR - SPC-

74024 ASST NURSE MGR - SPC-
T1 T3 
ASST NURSE MGR - SPC-

74025 (ASST NURSE MGR -
74026 

T2 MC/CHC) 
ASST NURSE MGR - SPC-
T3 

74026 

Pre Hospital Liaison Nurse 

Current New 
Current Job Title Job New Job Title (& Post-TTC) Job 

Code Code 
PRE HOSP LIAISON NURSE 73913 
PRE HOSP LIAISON NURSE -

74034 
PRE HOSP LIAISON NURSE -

RCRMC SPC T1 73913 
PRE HOSP LIAISON NURSE -

74035 
(PRE HOSP LIAISON NURSE) 

SPC-T1 

Nursing Education Instructor 

Current New 
Current Job Title Job New Job Title (& Post-TTC) Job 

Code Code 
NURSING EDUCATION 

73941 
INSTRUCTOR 
NURSING ED INSTRUCTOR -

74027 
NURSING ED INSTRUCTOR -

RCRMC SPC-T3 
NURSING ED INSTRUCTOR - (NURSING EDUCATION 

74029 

SPC-T1 
74028 INSTRUCTOR) 

NURSING ED INSTRUCTOR -
74029 

SPC-T3 

As part of the consolidation of the registered nursing classifications above, and 
elimination of Specialty Tiers and Specialty Classifications, the salary schedule for the 
new consolidated classifications will be realigned. The pre-existing Specialty Tier Ill 
(SPC-T3) salary plan/grade for the Registered Nurse and Assistant Nurse Manager 
classifications shall be established as the salary plan/grade for the new consolidated 
classifications . The pre-existing Specialty Tier I (SPC-T1) salary plan/grade for the Pre
Hospital Liaison Nurse shall be established as the salary plan/grade for the new 
consolidated classification . Specialty Care and Critical Care premiums for the former 
Specialty Tiers and Specialty Classifications will no longer be included in the base rate of 
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pay after the restructure . Differentials for critical and specialty care will be paid separately 
from base pay rate in accordance with the terms of this MOU . 

The salary placement of bargaining unit employees in the new classifications above shall 
be the dollar amount that, when added to the employee's new critical or specialty care 
differential, is equal to the base rate of pay held by the employee immediately prior to the 
reclassification. 

The salary placement of bargaining unit employees in the new classifications above who 
have been at the top step of the salary range of their former classification for at least one 
(1) year or longer, shall be at the rate which is four percent (4%) higher than that paid on 
the range of the former positionclassification , where the new range is able to 
accommodate the increase. In which case, +!he anniversary date following this 
realignment shall be the first day of the pay period following the completion of six (6) 
months in a paid status , not including overtime, in the new classification . 

The salary placement of bargaining un it employees in the classifications above, who have 
not been at the top step of the salary range for at least one (1) year, shall be at their 
current rate of pay. The anniversary date shall not change for all other employees who 
were not at the top step of the salary range in their former classification for at least one 
year . .,. 

Specialty Care and Critical Care premiums for the former Specialty Tiers and Specialty 
Classes will no longer be included in the base rate of pay after the restructure. 
Differentials for critical and specialty care will be paid separately from base pay rate in 
accordance with the terms of this MOU . 

Employees in a Registered Nurse IV or V classification immediately prior to the effective 
date of the reclassification to Registered Nurse Ill will automatically be appointed as an 
Advanced Care RN I or II level, respectively, without additional application and continue 
under the same expectations required when classified as a Registered Nurse IV or V. 

B. Series Consolidation and Technical Title Change. 

Effective one pay period following the pay period in which broadband salary ranges are 
implemented for SEIU-represented classifications , the following classifications shall be 
technical title changed to reflect the consolidated specialty tiers . 

Title Post-Restructure New Title After Clean Up 

Registered Nurse I - SPC-T3 Registered Nurse I - MC/CHC 

Registered Nurse II - SPC-T3 Registered Nurse II - MC/CHC 

Registered Nurse Ill - SPC-T3 Registered Nurse Ill - MC/CHC 

Assistant Nurse Manager - SPC-T3 Assistant Nurse Manager - MC/CHC 

Pre Hospital Liaison Nurse - SPC T1 Pre Hospital Liaison Nurse 
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Nursing Education Instructor - SPC-T3 Nursing Education Instructor 

Nurse Practitioner I - RCRMC Nurse Practitioner I - MC/CHC 

Nurse Practitioner II - RCRMC Nurse Practitioner II - MC/CHC 

Nurse Practitioner Ill - RCRMC Nurse Practitioner Ill - MC/CHC 

Nurse Practitioner 111 - RCRMC SPC T1 Nurse Practitioner Ill - RCRMC SPC T1 
(D) 

C. Registered Nursing Salary Schedule Realignment. 

As part of the consolidation of the registered nursing classifications and elimination of 
Specialty Tiers and Classes, the salary schedule for the new consolidated classifications 
will be realigned as set forth below as follov.is effective one pay period following the pay 
period in which broadband salary ranges are implemented for SEIU-represented 
classifications : 

Registered Nurse Series: 

The current Registered Nurse SPC-T3 Series shall be used as the new baseline 
classification for Registered Nurses and Assistant Nurse Managers assigned to the 
RUHS Medical Center or Community Health Clinics. This is an approximate 6.5% 
increase to the baseline Registered Nurse classification series. 

Pre Hospital Liaison Nurse: 

Current Annual Pro osed Annual 
$68,859 - $128,236 $81 ,942 - $128,236 

Salary Adjustment of approximately 11 % to the minimum of the salary range. 

Nursing Education Instructor: 

Current Annual Pro osed Annual 
$65,721 - $117,635 $80,837 - $117,635 

Salary Adjustment of approximately 15% to the minimum of the salary range. 

Health System Nurse Case Manager I: 

Current Annual Pro osed Annual 
$66,101 - $95,808 $75,390 - $101 ,077 

Salary Adjustment of approximately 6% to the minimum of the salary range and 
approximately 5.5% to the maximum of the salary range. 

Health System Nurse Case Manager II: 

Current Annual Pro osed Annual 
$76,460 - $110,874 $80,988 - $116, 972 

Salary Adjustment of approximately 5.5% to the maximum of the salary range . 

42 



Institutional Nurse: 

Current Annual Pro osed Annual 
$71 ,059 - $111 ,735 $81 ,677 - $113,437 

Salary Adjustment of approximately 7% to the minimum of the salary range. 

Senior Institutional Nurse: 

Current Annual Pro osed Annual 
$61 ,679 - $123,670 $88 ,114 - $123,670 

Salary Adjustment of approximately 35% to the minimum of the salary range. 

Supervising Institutional Nurse: 

Current Annual Pro osed Annual 
$64,708 - $133,206 $96,579 - $133,206 

Salary Adjustment of approximately 41 % to the minimum of the salary range. 

D. No Harm Clause. Notwithstanding the implementation of the reclassification and 
realignment of registered nursing classifications , no employee shall suffer a loss 
of compensation as exists on the day the reclassification and realignment is 
implemented . 

If, as a result of reclassifying the registered nursing classifications and removing 
the specialty care, critical care , and advanced care differentials from the base 
salary of those classifications, the conversion to the differential based model , 
reclassification and realignment, an employee experiences an actual loss in their 
normal ease-wages (base salary plus the specialty care.1... -3-flG-critical care , or 
advanced care differentials} that would have otherwise not occurred had the 
existing model remained in place, the County and SEIU will immediately meet 
and confer to effectuate a remedy to address the employee's actual loss in their 
normalbase wages (base salary plus specialty care.,_-3-flG-critical care, or 
advanced care differentials}. If, after meeting and conferring, the County and the 
Union are unable to agree on a remedy, the matter will be automatically 
submitted to final and binding arbitration pursuant to the grievance and arbitration 
procedure. 

By the reclassification and uncoupling of specialty, critical care, and advanced 
care differentials from base salary, it is not the intention of the County to prevent 
the specialty, critica l care, and advanced care differentials from being 
pensionable compensation under the Public Employees Retirement Law. 

Any loss in pay due to a medical leave of absence or an unapproved absence 
shall not be covered under this no harm clause . 
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(Former Section 7.) Advanced Grade Recognition . Acceptance of imposed terms. 
Payments eliminated . 

(RE#) ARTICLE 28 - PARITY 

Section 1. One-Time Parity Pool 

Effective the fi rst full pay period after July 1, 2021 , a one-time, one-million dollar 
($1 ,000,000) parity pool will be established for the purpose of making market 
adjustments to the salary range of selected classifications . Registered nursing 
classifications at RUHS-MC and , RUHS-CHC and Correctional Health Services are 
excluded from participation in the parity pool. SEIU and the County may advance 
proposed classifications for market adjustments out of the parity pool. The County and 
SEIU will meet and confer on the process by wh ich classifications are selected for study 
of parity adjustment. The County will utilize the standard Class & Comp market survey 
procedure and comparable jurisdiction . 

Section 2. Salary Compaction 

J!.Gguring the term of this agreement, the maximum base salary of a supervisor'sy salary 
grade/plan for their classification shall be maintained at a minimum rate of is less than 
five and one-half percent (5 .5%) ofabove th~at maximum base salary for the classification 
held by a subordinate employee that is supervised by the supervisor, the employee or 
union may request a compaction evaluation according to this section . In comparing the 
maximum base salary of the supervisor's classification to that of the subordinate 
employee's classification, shift differentials, "DTR" adjustments, certification or licensure 
pay, overtime/stand-by/on-call pays, bi-lingual premiums, specialty assignment 
premiums, out-of-class pay, and similar exceptional premiums shall not be included in the 
base salary comparison . received by their highest paid subordinate classification . 

Salary adjustments following the guidelines set forth in Section 2(A) and (B) shall be made 
to any supervisory classification that is determined to be compacted during the term of 
this agreement with the exception that such adjustments will become effective the first 
day of the pay period within sixty (60) days of the date the SEIU Compaction Evaluation 
Form 1Nas submitted to the County. 

The Human Resources Department will review the compaction issue by first evaluating 
the reporting relationship of the supervisor to the subordinate(s) to ensure appropriate 
reporting relationships and proper class use. If Human Resources determines that 
reporting relationships are not appropriate, Human Resources will develop a remedy to 
correct the reporting structure and communicate the issue and intended remedy to SEIU . 
Upon request by the Union, Human Resources will meet and confer negotiate with SEIU 
on any proposed changes to negotiable subjects prior to making those proposed 
changes. The County shall not implement a remedy to correct the reporting relationship 
in an arbitrary or capricious manner in order to avoid adjusting the salary range of the 
supervisory classification . 
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At no time shall reductions in the hourly rates of pay or salary ranges in any subordinate 
classification result in any reductions in the hourly rates of pay or salary ranges of any 
employee in the Supervisory Unit. 

,-.,A..,.... --Salary Adjustments due to Compaction . If it is determined that the reporting 
relationship between the supervisor's classification and the subordinate's 
classification is appropriate and that compaction exists , Human Resources and the 
union will meet and confer over salary adjustments to remedy the compaction . 
Supervisory classifications requiring salary adjustment due to compaction will be 
adjusted as follows : Supervisory classifications requiring salary adjustment due to 
compaction will be adjusted so that the deficiency of less than 5.5% in the 
maximum base salary of the supervisory classification is corrected . 

C. 

D. 

Classifications with 0.01 % 2.70% compaction will have one (1) additional step 
added to the top of their salary ranges. 

Classifications with 2.71 5.42% compaction will have two (2) additional steps 
added to the top of their salary ranges. 

€-:-&__Classifications with greater than 5.42% compaction will have the overall 
percentage of compaction factored into a new salary range and have two (2) 
additional steps added to the top of their salary ranges. 

B. Effective Date of Salary Adjustments . Incumbents of any supervisory classification 
that are at the maximum step of the salary range prior to any adjustments due to 
compaction shall receive the additional step increases added to their classification 
under salary adjustment (a) and (b) above to immediately return these tenured 
employees to the top step of the new salary range. 

Incumbents of any supervisory classification that are not at the maximum step of 
the salary range prior to any adjustments due to compaction , but whose 
classification requires a new salary range established under the guidelines set 
forth in (c) above shall be compensated at their current step on the ne1N salary 
range until their regularly scheduled step increase date and following the 
provisions for step advances set forth in Article 5 Section 1. 

G-:-8 . Prior Compaction Adjustments . The County shall not proactively review any prior 
remedies or salary adjustments granted pursuant to the 2012-2016 MOU 
compaction language or eliminate any prior remedy or salary adjustments made 
prior to the effective date of this MOU. No supervisory unit employee will suffer any 
reduction in their compensation as a result of this compaction article or any future 
compaction reviews. 

(New) Section 3. Minimum Salary Market Adjustment 

Effective the first full pay period after July 1, 2022 , for those classifications identified by 
the County as having a minimum salary within their range that is below the market for 
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the minimum salary of comparable classifications among comparable jurisdictions, the 
minimum salary of the classification 's range will be increased to equal the median of the 
minimum salary of the comparable market. If an employee's salary is less than the new 
minimum salary of the range for their classification at the beginning of the pay period in 
which the market adjustment is implemented, that employee's salary shall concurrently 
receive an increase to an amount that equals the new minimum salary for the 
classification 's salary range and in which case the employee's anniversary date will be 
the first day of that same pay period . 

Market adjustments under this section shall be not be paid from the one-time parity pool 
in Section 1 of Article 28. 

(RE#) ARTICLE 29 - UNION RIGHTS 

Section 6. Education and Training Release Time 

The County agrees to release SEIU represented employees for Union related education 
and training activities not to exceed an aggregate total of ten (10) minutes per 
represented bargaining unit employee. 

Effective May 1, 2022; the County agrees to increase the aggregate total to fifteen (15) 
minutes per represented bargaining unit employee. 

Section 13 (NEW}. No Retaliation 

The parties agree that there will be no retaliation, reprisals, discharge, harassment of 
any kind, or discipline issued or pursued against bargaining unit employees as a result 
of participating in or supporting the parties' collective bargaining, the Joint Labor 
Management Committee, unfair labor practice charges or procedures, and/or other 
concerted activities. 

NEW ARTICLE - FAIRNESS CLAUSE 

If, during the term of this MOU, LIUNA is given a higher valued step increase, a COLA 
flex benefit contribution, or additional payments by the County on behalf of employees 
for benefits that are not already granted in this MOU, SEIU shall be granted the identical 
increases, in the same fashion as afforded to LIUNA. SEIU agrees that this provision 
shall not apply to any classification and compensation changes made to LIUNA 
classifications as a result of the normal classification and compensation study 
processes conducted by the County. 

This provision shall expire on a date that coincides with the expiration of this MOU. 

NEW ARTICLE - RUHS LOW CENSUS STAFFING (MEDICAL CENTER ONLY) 
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#, Daue to a low census in a critical care/specialty unit, RUHS may relieve employees 
Registered Nurses and Surgical Techs assigned to the unit from duty without pay in the 
following order: (1) RN 's and Surgical Techs working an overtime shift; (2) volunteers ; 
(3) per diems; (4) travelers ; (5) RN 's and Surgical Techs on regular shift in inverse 
seniority order. Notwithstanding (5), each unit will maintain a list of RN 's and Surgical 
Techs who have been relieved from duty due to low census and will rotate low census 
relief from duty among employees. Provided , however, that RUHS may leave a traveler 
nurse on duty in a low census unit and instead release a RN on a regular shift in the 
same un it only if RUHS compensates the RN as if the employee worked their entire 
shift. 

OTHER TERMS & CONDITIONS 

ITEMS RETURN TO STATUS QUO (2012-2016 MOU) 

Effective the first full pay period after ratification of this MOU by the Board of 
Supervisors, the following provisions will return to their status in the 2012-2016 MOU on 
a prospective basis: 

New 1iQl Workweek/ Command Deleted provision that employees 
§ Post assigned to Command Post shall 

receive a meal allowance of ~10.00 for 
each shift actuallv worked 

New ~ Workweek/ Premium Pay/ Bilingual compensation will not be 
5 Bilingual Pay capped at 80 hours per pay period for 

each level 

New 1{Ql Pay Practices/ Step Revised language re: long leave of 
6 Advance/ Denial of Step absence during rating period; delayed 

Increase Pert. Eval.; HR to act promptly; removal 
of "ste~" 1Nith 9oiA9 to oAl\1 salary 
------- -

New 2(A) Pay Practices/ New Language returns to allow the 
§ Employees department to advance all incumbents 

in a classification who are making less 
than a new employee~ersoA hired 
above the minimum salarv in the range . 
... ·'"'-. ,_,... -· ·-- -- _,..., ·---- ,... ... __ . - .. - . - - ----

New 7(0) Pay Practices/ Language remains "first working day of 
6 Reclassification a oav oeriod" 
New 8,9,& Pay Practices/ Tempora[V 
6 10 Position, Conformance to 

Plan Pavroll 
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New 1 (EH1} Leave Provisions/ Sick Payout for Sick Leave at retirement will 
§_ Leave/ Payout of Sick revert to 2012-2016 MOU language 

Leave 
New 1 (EH2} Leave Provisions/ Sick Payout for Sick Leave at retirement will 
8 Leave/ Payout of Sick revert to 2012-2016 MOU language 

Leave 
New J Leave Provisions/ Fitness Language and grocess reverts to 2012-
8 for Dutv 2016 MOU 
New 1ffil Holidays/ Paid Holidays/ Clarified language that banking or being 
1.Q m Payment for the Holiday/ gaid holiday time is "egual to the 

Not Workina the Holidav reaularlv scheduled workdav" 
New 1ffil Holidays/ Paid Holidays/ Changed holiday gay is gaid based on 
10 m Payment for the Holiday/ their "regular rate" to "base hourly rate 

Part-Time Emplovees of pay" for the time actuallv worked 
New 1ffil Holidays/ Paid Holidays/ Reverts to status quo 
1.Q .{fil Payment for the Holiday/ 

Special Provision 
New i Discigline, Dismissal , and Struck out language, "Q . Any other 

1l Review/ Just Cause emgloyee misconduct which is not on 
the above list" in LBFO; language will 
revert to 2012-2016 MOU 

New 3 Discigline, Dismissal , and Maintained 40 working day limit on the 
12 Review/ Susgension number of days an emgloyee can be 

susoended 
New 4 Discigline, Dismissal , and Maintained grovision of 13 gay geriod 
12 Review/ Reduction in limit on the number of gay geriods an 

Comoensation emolovee can have their oav reduced 
New 5 Discigline, Dismissal , and Reguires Board of Sugervisors to 
1l Review/ Process of establish a grocedure to allow a 

Review disciglinarv action to be reviewed to 
determine if the discigline was 
warranted . 

New 6 Disciglinarv Aggeal Union/emgloyee must take action to 
13 Procedure/ Waiver advance aggeal everv 90 days or 

aopeal is deemed withdrawn . 
New 8(8} Disciglina[Y Aggeal Maintain negotiated list of 11 
~ Procedure/ Hearing arbitrators. 

Procedure-Maier Discioline 
New 6 Grievance Procedure/ Grievances to be filed no later than 30 
15 Presentation business davs. 
New 1l Grievance Procedure/ Grievant, Union , or County may reguest 
1§. Extension of Time an extension to timeframes in grievance 

orocedure. 
New New Grievance Procedure/ Deleted language in LBFO/Terms and 
1§. 1§. Limitation of Stale Conditions reguiring garties to select an 

Grievances arbitrator within 10 business davs and 
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the grievance will be administratively 
closed if the Union fails to move the 
qrievance 

New On-The-Job lnjurv or Language reverts back to 2012-2016 
17 Illness MOU 
New 1.(9 Layoff and Reinstatement/ "De12artment/District" remains in 
18 Definition of Deoartment lanauaae 
New 1{Ql Layoff and Reinstatement/ "Provision" remains in language 
18 Definition of Department 
New 2(A) Layoff and Reinstatement/ "De12artment/District" remains in 
18 Definition of Deoartment lanauaae 
New 2(B) Layoff and Reinstatement/ "De12artment/District" remains in 
18 Definition of Department lanauaae 
New 2(0) Layoff and Reinstatement/ "De12artme11t/District" remains in 
18 Definition of Department lanauaae I 

New 2(E) Layoff and Reinstatement/ Em12loyee must reguest such transfer 
~ Reduction in Force or demotion within seven (7) days of 

written notification of layoff by 12ersonal 
deliverv or mailing of a certified letter. 
An em12loyee who has acce12ted a 
demotion in lieu of layoff will be 12laced 
on the De12artmental Reinstatement List 
and the Priority Referral List. 

New 1 Layoff and Reinstatement/ Em12loyees exercise their bum12 back 
~ Em12loyment Counseling rights are still eligible to be 12laced on 

and Referral the Prioritv Referral List 
New 4(0) Layoff and Reinstatement/ Language reverts to status guo 2012-

~ Em12loyment Counseling 2016 MOU. 
and Referral 

New 4(E) Layoff and Reinstatement/ Language reverts to status guo 2012-
~ Em12loyment Counseling 2016 MOU 

and Referral 
New 5(0)(5) Layoff and Reinstatement/ Retirement language regarding 
~ De12artmental CalPERS will remain in MOU. 

Reinstatement List 
New 6(A)(4) "Layoff and Reinstatement/ Retirement language regarding 
18 Re-emolovment" CalPERS will remain in MOU. 
New 6(B) "Layoff and Reinstatement/ SEIU vacancies will be offered first to 
18 Re-emplovment" emplovees on referral list. 
New 1.illl Voluntarv Time Bank/ Catastro12hic Illness or lnjurv defined as 
20 Catastro12hic Time Bank extended 12eriod of illness as s12ecified 

in 2012-2016 MOU . 
New 1 (C)(2) Voluntarv Time Bank/ De12artment Head or designee may 
20 Catastro12hic Time Bank reguest the establishment of a time 

bank. 
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New 1 (CH3) Voluntary Time Bank/ DeQartment Head or designee may 
20 CatastroQhic Time Bank contact emQloyee to determine if 

he/she will benefit from a time bank. 
New Alcohol and Drug Abuse C-10 QOlicy will remain in MOU. 
22 Policy 

New :Ha BeAefit Prn§FaFRt r;:1e:iEiele SeetieA +itle : "GasR Baek ef r;:1e* 
~ BeAefit GeAtFis1::1tieAs BeAefits GeAtFie1::1tieAs" stays iA 

- ... -.,iro ·--- -· ,_ -
New 1 Retirement/ SEIU National Reference to SEIU fund will remain in 
26 Industry Pension Fund MOU. 

(NIPF) 

New 2(0) Retirement/ Public Reference to PERL will remain in MOU. 
26 EmQloyees' Retirement 
New System (PERS}/ Purchase 
26 of Military Leave Credit 

New 2(E} Retirement/ Public Reference to PERL will remain in MOU. 
26 EmQloyees' Retirement 

System (PERS)/ Purchase 
of Military Leave Credit 

New 2 ComQensation/ Retention "Command Post" and "Sheriff 
30 Bonus Communications" retention bonus still 

remain in effect. 
New 1 Union Rights/ Release AEIEleEI laA§bla§eCounty withdraws 
32 Time QroQosal that union must reguest 

release time using a "Release Time 
Form"; Deleted language that the 
County would Qrovide SEIU with a 
member list in January and July of 
everv vear 

New § Union Rights/ Education Agreed to 10 mins/emQloyee and 15 in 
33 and Trainina Release Time 2023 

Language Clean Up lteFRsLANGUAGE CLEAN-UP ITEMS 

N/A N/A Definitions Deleted definition of "ADA" 

N/A NIA Definitions Deleted definition of "Arbitration" 
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Modified definition of 
"Continuous Service" - Clarified 

N/A N/A Definitions 
continuous service is based on 
service not interru12ted by 
resignation, discharge, or 
retirement 
Modified definition of "Demotion" 

N/A N/A Definitions - Changed "Salarv Range" to 
"Salarv Plan/Grade" 

N/A N/A Definitions 
Deleted definition of 
"Discrimination Comolaint" 

N/A N/A Definitions Deleted definition of "Em12loyee" 

N/A N/A Definitions Deleted definition of "FEHA" 

N/A N/A Definitions Deleted definition of "First Ste12" 

N/A N/A Definitions Deleted definition of "IRS" -

N/A N/A Definitions Deleted definition of "MOU" 

N/A N/A Definitions Deleted definition of "Neutral" 

N/A N/A Definitions Added definition of "Paid Status" 

N/A N/A Definitions 
Modified definition of "Part time" 
- Added (-) to "12art-time" 

N/A N/A Definitions 
Deleted definition of "Pay 
Period" 

NIA N/A Definitions Deleted definition of "PERB" 

N/A N/A Definitions 
Deleted definition of "PERS or 
CalPERS" 
Modified definition of 

N/A N/A Definitions "Permanent Em12loyee" -
Removed "or seasonal" 

N/A N/A Definitions 
Deleted definition of "Post 
Emolovment Proaram" 
Modified definition of 

N/A N/A Definitions "Probationa[Y Em12loyee" -
Clarified definition 
Modified definition of 

N/A N/A Definitions "Promotion" - Changed "Salarv 
Ranae" to "Salarv Plan/Grade" 
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N/A N/A Definitions Deleted definition of "RCRMC" 

Modified definition of 

N/A N/A Definitions 
"Reclassification" - Changed 
"Salarv Range" to "Sala[Y 
Plan/Grade" 
Modified definition of "Regular 

N/A N/A Definitions 
Position" - Deleted "seasonal" 
and modified "Ordinance 440" to 
"Salarv Ordinance No. 440" 

N/A N/A Definitions 
Deleted definition of "Seasonal 
Emolovee" 

N/A N/A Definitions 
Deleted definition of "Second 
Step" 

N/A N/A Defin itions 
Deleted definition of "Temporarv 
Emolovee" 
Modified definition of "Transfer" -

N/A N/A Definitions Changed "Salarv Range" to 
"Salarv Plan/Grade" 

N/A N/A Definitions 
Modified definition of "Working 
Dav" - Clarified definition 
Modified from "SEIU to "either 

Term/Successor 
party" can reguest to commence 

1 i negotiations no more than "six 
Agreement 

months" prior to the expiration of 
the MOU . 
Modified "Regular" to "regular" 
and deleted "seasonal" 

2 - Recogn ition Added language to include MOU 
applies to all recognized 
classifications 

Full Understanding , 
Deletion of paragraph 

3 A referencing Salarv Ordinance 
Modification and Waiver 

4401anauaae 

3 B 
Full Understanding , Changed "management" to 

Modification and Wa iver "countv" 

J B 
Full Understanding , Defined when SEIU would be 

Modification and Wa iver notified of an emeraencv 

J D 
Full Understanding , Added the word "the" before 

Modification and Waiver Board of Supervisors. 
New5 1(C) Workweek/ Command Post Modified "on-call" to "standbv" 

Assignment to Command Post -

New5 .1ffil Workweek/ Command Post 
Changed "Department/district 
head or his/her designee" to 
"deoartment head or desianee" 
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New5 Fire/Sheriff Classifications: 

2(A)(1) Workweek/ Overtime 
Clarified that overtime is Qaid at 
one and one-half times the 
"base rate of oav" 

New 5 TransQortation Classifications: 

(2)(A)(2) Workweek/ Overtime 
Clarified that overtime is Qaid at 
one and one-half times the 
"base rate of oav" 

Workweek/ Overtime/ 
Clarified that double time is Qaid 

New5 2(C) at one and one-half times the 
Double Time 

"base rate of oav" 

New5 2(0) 
Workweek/ Overtime/ County added overtime caQ not 

Authorization for Overtime to exceed 16 hours Qer day 

Workweek/ Overtime/ 
Deleted language that allows the 

New5 2(E) County to keeQ time on a 
DeQartmental Records 

neaative basis. 

New5 2(E) 
Workweek/ Overtime/ Change "Auditor" to "County 

ReQorting and Calculation Auditor-Controller's Office" 
Added language to clarifv that 

New5 ~ 
Workweek/ Overtime/ accumulated overtime will be 

ComQensation for Overtime Qaid at the emQloyee's base rate 
of oav at the time of termination 
The County QrOQosed language 

New5 2(G) 
Workweek/ Overtime/ to limit comQensatorv time 
Limitation on Overtime worked on reimbursable (Grant 

funded) overtime 
Deleted language, "Where 
overtime results from necessarv 

Workweek/ Overtime/ 
ierregular work schedules, it may 
be included in comQuting the 

New5 2(H) Benefts not affected by 
minimum time for salarv steQ 

Overtime 
advance which would otherwise 
by delayed beyond the normal 
oeriod." 

New5 £ill 
Workweek/ Overtime/ Modified Qrovision to include all 

Payment of ComQ Time RUHS facilities 

Workweek/ Overtime/ 
Deleted the word "natural" to 

New5 Wl broaden the Qrovision to any 
Declared Natural Disaster 

declared disaster. 
Added language to clarifv that 

New 5 3 Workweek/ Premium Pay Qremium Qay is based on hours 
actuallv worked 

Workweek/ Premium Pay/ 
Language modified Qer side 

New5 3(A) letter. Clarified reguirements for 
Standby 

standbv. 
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News J3(A}(1) 
Workweek/ Premium Pay_/ Clarified that standby_ 12ay_ is 12aid 

Standby_/ DPSS at the base rate of 12ay_. 
Workweek/ Premium Pay_/ 

Changed the word "on-call" to 
New S 3(A}(2) Standby_/ Enhanced 

"standby_" 
Standby_ Rate 

News 3{BH1} 
Workweek/ Premium Pay_/ Clarified language for 12hy_sical 

Call-Back call back 

News 3(8}(1} 
Workweek/ Premium Pay_/ Added language for remote call -

Call-Back back 
Box of exce12tions under Call-

News 3(8} 
Workweek/Premium Back Work: Removed Children's 

Pay/Call-Back Social Services & re12laced with 
SS Practitioner· CRMS to RUHS 

News 3(8}(2) 
Workweek/ Premium Pay_/ Sheriff Court Call-Back. Moved 

Call-Back language from standby_ section 
Delete 12aragra12h regarding 

Workweek/ Premium Pay_/ 
classes not eligible for shift 

New S 3(C}(1} differentials: Physician I, 11 , II ; 
Shift Differential 

Psychiatrist I, II, Ill (Not 
reoresented bv SEIU) 

Workweek/ Premium Pay_/ 
Deleted Provision (follow FLSA 

News 3(C} Exem12tions from Overtime, 
rules} 

Standby_ 

Workweek/ Premium Pay_/ 
Added Provision of i1 .00 - i3.00 
12er hours for actual hours 

News 3(0}(6} Adult Correctional 
worked at a correctional facility_ 

Differential 
(side letter). 

Workweek/ Premium Pay_/ 
Added Provision of i1 .0012er 
hour for who are tem12orarily_ 

News 3(0}(6} Adult Correctional Float 
assigned to a correctional facility_ 

Differential 
(side letter). 

Workweek/ Premium Pay_/ Added 12rovision 12er side letter 
News 3(G} Extra Shift Assignment (identifies reguirements for extra 

Physician I-IV shift) Side Letter 

Workweek/ Premium Pay_/ 
Added 12rovision 12er side letter 
<i3oO.OO 12remium for 6 hours 

News 3(H} Overnight Shift Physician I-
between 9:00 12.m. and 9:00 

IV 
a.m.) Side Letter 

Workweek/ Premium Pay_/ 
Added 12rovision 12er side letter 
(annual 12remium of u12 to 

News MU RUHS Incentive Physician 
iso,ooo based on 12erformance}. 

I-IV 
Side Letter 

Workweek/ Premium Pay_/ 
Deleted 12rovision as it is not 

News 3(K} Psychiatrist-Mental Health 
utilized 

Program 

54 



New5 3(M) 
Workweek/ Premium Pay/ Deleted Rrovision as it is not 
Female Prisoner Search utilized 

Workweek/ Premium Pay/ 
Side Letter. Changed class title 
from "Hazardous Materials 

New5 3(0) Hazardous Materials 
Management" to "Environmental 

Management 
Health Specialist" 

New5 3(R) 
Workweek/ Premium Pay/ Deleted "hired Rrior to May 7, 

Reaional Park 1998" 

New5 3(S) 
Workweek/ Premium Pay/ Changed "District Management" 

Certification Differential to "County" 

New6 7(C) 
Pay Practices/ Changed "salarv range" to 
Reclassification "salarv olan/arade" 

Pay Practices/ 
Changed "first working day of a 

New6 7(0) Ray Reriod" to "first day of a Ray 
Reclassification 

period" 

8,9,& 
Pay Practices/ TemRorary 

No Changes to Sections 8 and 
New6 Position, Conformance to 

1Q 9; Remove section on Payroll 
Plan, Payroll 

General Personnel Deleted Rrovision as this is a 
New? 2 Provisions/ No Smoking Board Policy and not a 

Policv neaotiated issue 

New? 4 
General Personnel Added comRuterized testing as a 

Provisions/ Merit Svstems selection tool. 

Leave Provisions/ Sick 
Added language that sick leave 

New8 1 (A)(1) accrual is "based on regular 
Leave/ Accrual 

hours worked" 
Added language that sick leave 

Leave Provisions/ Sick 
can be used as defined under 

New8 .1(Ql aRRlicable law, and shall be 
Leave/ Reason for Usage 

Rermitted UR to the minimum 
establishment of the law 
Added language to clarifv 

Leave Provisions/ Sick 
current Rractice that unused 
accumulated sick leave balances 

New8 @ Leave/ Payout of Sick 
are forfeited in the even an 

Leave 
emRloyee terminates 
emplovment 
Modified language from "active 

New8 2 
Leave Provisions/ status" to "Raid status" to be 

Bereavement Leave eligible for bereavement; added 
auardian or foster oarent 

Leave Provisions/ Official 
Clarifies that deRartments can 
aRRrove leave UR to 480 hours in 

New8 4(0)(1) Leave of Absence/ 
"a rolling backwards 12-month 

DeRartment Leave 
oeriod" 
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Leave Provisions/ Official 

New8 4(0)(2) 
Leave of Absence/ Leave Deleted language "but not 
of Absence Exceeding 480 exceeding one year" 

Hours 

New8 § 
Leave Provisions/ Militarv 

Deleted Qrovision; follow law 
Leave 

New8 6 
Leave Provisions/ Jurv Added language which clarifies 

Outv that countv's current practice 

New8 7 
Leave Provisions/ Air Deleted Qrovision as it is not 
Pollution Emerqencv utilized 

Added language "emQloyees are 

New 8 8(A) 
Leave Provisions/ resQonsible for ensuring the 

Abandonment County has the emQloyee's 
correct contact information ... " 
Changed timeframe from "Zero 
through 3 years in a Qayroll 

New 9 1ffil Vacation/ Accrual 
status, 80 hours (10 days)" to 
"Zero through the third year in a 
Qaid status; LIQ to 80 hours Qer 
vear" 
Changed timeframe from "Years 
4 through 9 in a Qayroll status, 

New9 1ffil Vacation/ Accrual 120 hours (15 days)" to "Year 4 
through the ninth year in a Qaid 
status· uo to 120 hours oervear" 
Changed timeframe from "Years 
10 or more in a Qayroll status, 

New 9 1ffil Vacation/ Accrual 160 hours (20 days)" to "Year 10 
or more in a Qaid status; LIQ to 
160 hours per vear" 
Clarified language that no 
vacation time shall be taken for a 

New9 1ffil Vacation/ Accrual Qeriod exceeding the maximum 
accumulated "hours accrued at 
the time of the rea uest" 

New9 .1.(.fil 
Vacation/ Vacation Pay Changed "Qerson" to "emQloyee" 

uQon Termination and "termination" to "seQaration" 
Deleted "temQorarv emQloyees" 

New 9 .1LQl Vacation/ Exclusions 
from Qrovision as these 
emQloyees are not reQresented 
bv SEIU 
Added clarifving language of that 

New 9 .llQl 
Vacation/ Additional the vacation Qeriod begins when 

ComQensation vacation leave starts until the 
time the emplovee actuallv 
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reRorts to work for their regular 
shift 

Vacation/ Part-Time 
Clarified language that vacation 

New9 @ hour accruals is based on hours 
EmRloyees 

actual hours worked 

New9 jjf_). 
Vacation/ Prior County Changed "Board of SuRervisors" 

Service to "Human Resources Director" 
Deleted Rrovision that states that 

New 10 1 (8)(3) 
Holidays/ Paid Holidays/ emRloyees whose seRaration 

Qualifving Factors date is Rrior to the holiday will 
not be oaid for the holiday 
Changed "emRloyee who is on a 

Holidays/ Paid Holidays/ 
leave of absence without Ray" to 

New 10 1 (8)(4) "emRloyee who is in an unRaid 
Qualifying Factors 

status" will not be Raid the 
hol iday 

Holidays/ Paid Holidays/ 
Changed holiday Ray is Raid 
based on their "regular rate" to 

New 10 1(C)(1) Payment for the Holiday/ 
"base hourly rate of Ray" for the 

Working the Holiday 
time actually worked 

Holidays/ Paid Holidays/ Deleted Provision (Rrovision 
New 10 1 (C) (4) Payment for the Holiday/ refers to RN-PB classifications 

Limitations which are no longer utilized) 
Holidays/ Paid Holidays/ 

Changed "Holiday 
Payment for the Holiday/ 

New 10 1 (C) (5) ComRensatorv Time Off' to 
Scheduling Holiday 

"Banked Holiday Time Off' 
ComRensato[Y Time Off 

Reimbursement Programs/ Added language "no Rerson 
shall receive maintenance at any 

New 11 1 Living Quarter, Meals, or 
institution unless on duty at such 

Laundrv Service 
institution" 

New 11 J 
Reimbursement Programs/ Deleted "deRartments, district, 

General Provisions and institutions" 

New 11 1 
Reimbursement Programs/ Changed "deRartmenUdistrict 

Moving ExRenses head" to "deRartment head" 
Reimbursement Programs/ Changed "eligible emRloyees" to 

New 11 5(A)(1) 
Education for Continued "clinical staff' and changed 

Licensing/ Tuition & "aRROinting authority" to 
Registration Fees "deRartment head" 

Reimbursement Programs/ Deleted Rrovision 

New 11 
5(A) Education for Continued (reimbursement of certain RUHS 

Old(4) Licensing/ Tuition & classifications for tuition and 
Registration Fees registration fees) 
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Reimbursement Programs/ Deleted 1;1rovision (allows 

New 11 
S(A) Education for Continued additional time for em1;1loyees 

Old(5) Licensing/ Tuition & working in certain desert 
Registration Fees locations) 

Reimbursement Programs/ 

New 11 
S(A) Education for Continued Changed "a1;11;1ointing authority" 

New(S) Licensing/ Tuition & to "de1;1artment head" 
Registration Fees 

Changed "a1;11;1ointing authority" 
to "de1;1artment head"NEW 
8t29119: Gmrntv prnpeses te 
aElEl : "~ Q. RegisteFeEl N1:1rses 
wl:le eetaiR a NatieRal 
GeFtifisatieR frnm tl:le ANGG iR 

Reimbursement Programs/ 
tl:le spesialt\1 iR wl:lisl:l tl:le 

New ProcedureReime1:1rsemeRt 5(C)5(A) emplevee is s1:1rreRtlv assigReEl 
11New Prngramsi EEl1:1satieR feF 

Ne1•1.i{~ Q} sl:lall ee eligiele feF 
44- GeRtiR1:1eEl biseRSiRgi 

reime1:1rsemeRt ef tl:le sests fer 
T1:1itieR & RegistrntieR Fees 

testiRg materials aREl fees 1:1p te 
a maxim1:1m ef ISQQ. GRl'l eRe 
ANGG NatieRal GeFtifisatieR iR 
tl:le area ef tl:le emple1lee's 
assigReEl spesialit1l is eligiele feF 
Feime1:1rsemeRt." 
Deleted "R.N.'s shall commence 

Reimbursement Programs/ 
their two (2) year time 1;1eriod 

New under this MOU u1;1on the next 
Registered 

11New 5(D)5(G) renewal of their license, on or 
N ursesReime1:1FsemeRt 

44- subseguent to August 20, 
PrngFamsi PrnseEl1:1re 

1992"Gl:laRgeEl "appeiRtiRg 
"' 

.L 

11 "- """'""""--
h,...-..JII --.. ,. ·~ ~~ .. ~ . ,~ 

Deleted 1;1rovision that "the 
county shall 1;1ay the cost of 

Reimbursement Programs/ mandatorv courses offered by 
New Physician the HSA"geleteEl "RN.'s sl:lall 

11New 5(E)5(D) AssistantsReime1:1FsemeRt semmeRse tl:leiF twe {2} vear 
44- PrngFamsi RegistereEl time peFieEl 1:1REleF tl:lis MGl:J -

N1:1rses 1:1peR tl:le Rext reRewal ef tl:leiF 
liseRse, eR eF s1:1ese§1:1te A1:1g1:1st 
2Q ~992" 

Reimbursement Programs/ 
Added reguirements for taking 

Mobile Intensive Care 
New the courseDeleteEl prn11isieR tl:lat 

Nurse 
11New 5(F)5(E) "tl:le se1:1RtV sl:lall pay tl:le sest ef 

(MICN)ReimemsemeRt 
44- maRElater:y se1:1rses effereEl ev Prngrams,l Pl:lysisiaR 

tl:le ~SA" 
AssistaRts 
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Reimbursement Programs/ 

New 
Reimbursement for Deleted 12rovision (the 12rovision 

11New §fil8 
Em12loyee Training-Board 

doesn't change the board i2olicy, 

44 
Policy C-7Reiml,HHsemeAt 

therefore, the 12rovision is not 

PFO§Famsl Mosile IAteAsive 
reguired}/\EIEleEI Fe§UiFemeAts feF 

/"'--- II.I • --- fl A 1/"' II.I\ takiA§ the GOUFSe 
-

Reimbursement Programs/ 
Changed "Registered 

Registered Environmental 
Environmental Health 

New Health 
S12ecialists" to "Environmental 

11New ?a S12ecialistsReimsuFsemeAt 
Health S12ecialists"DeleteEI 

44 PFO§Famsl ReimsuFsemeAt 
pFovisioA fthe pFovisioA EloesA't 

feF Employee TFaiAiA§ 
chaA§e the soaFEI policy, 

BoaFEI Polis>/ G 7 
theFefeFe, the prnvisioA is Rot 
~-.~ , __ ..J\ 

Added language, "emi2loyees 

Disci12line, Dismissal, and 
may not use leave accruals to 

New 
Review/ Just ~ake whole or reduce any loss 

12New 2+ CauseReimsuFsemeAt '~ c~~12ensation while serving 

44 PFO§Fams/ Re§isteFeEI ~1sc1~hnarv action"GhaA§eEI 

EAYiFOAmeAtal l=lealth 
Reg1steFeEI EA>JiFoAmeAtal 

Specialists 
l=lealth Specialists" to 
"E . AYIFOAmeAtal l=lealth 
C'---:-1 • II ·- ··~ 
Added language "emi2loyees are 
res12onsible for ensuring the 

Disci12linarv A1212eal 
County has the emi2loyee's 

New Procedure/ 
correct contact information 

13New 1i GeneralDiscipliAe, 
including address and contact 

~ Dismissal aAEI Re"ielt!' ~umbers"/\EIEleEI laAguage, 
t T ff> 

Just Gause 
emplo11ees may Rot use leave 

accFuals to make whole OF 
FeEl_uce aAy loss iA compeAsatioA 
'1 .... 1,,.._:1- ::..:.- =-- ...J:--:-1:--- --j.:--11 

.-11 '1....11 IL..TTT 

Changed "de12artment/district 
head or a designated 
subordinate" to "dei2artment 

Disci12linary A1212eal New 
head or designee"/\EIEleEI 

13New 1 (B}4-
Procedure/ laAguage "employees aFe 

GeneralDiscipliAar:y Appeal 
4-3 

rnspoAsisle feF eAsuFiAg the 
PFoceEluFe/ GeAeFal GouAty has the emplo>tee's 

COFFect COAtact iAfeFmatioA 
iAcluEliAg aEIEIFess aAEI coAtact 
AUmseFS" 

New 
13New 1 (C}HB) Disci12linary A1212eal 

Changed "de12artment/district" to 
"de12artment" and "Ordinance 

4-3 
Procedure/ No. 440" to "Salarv Ordinance 
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GeneralQissipliAaPf Appeal No. 440"Gt:laAgeEI 
PreseElure.t GeAeral "ElepaFtR=ieAtlElistrist t:leaEI er a 

ElesigAateEI sueerEliAate" te 
tf,J---....&.---.L 1,.,. __ _. - - ,J-,.. ~----" -- .. - . ,_ - -- --
Changed "Human Resources 
Director or designee" to "Human 
Resources Director" and 

New 
DisciQlinarv AQQeal changed "designated 

Procedure/ subordinate" to 
13New 1 (D}1(G) 

GeneralQissipliAaPf Appeal "designee"Gt:laAgeEI 
4.J PFeseEluFe.t GeAeFal "ElepaFtR=1eAtlElistFist" te 

"ElepaFtR=ieAt" aAEI "GFEliAaAGe 
Ne. 44Q" te "SalaPf GFEliAaAGe 
Ne. 44Q" 
Changed the leave of absence 

DisciQlinarv AQQeal 
(admin leave} from "15 working 
days" to "60 calendar 

New Procedure/ lnvoluntarv 
days"Gt:laAgeEI "l=luR=iaA 

13New IB2t Leave of 
ReseuFGes QiFesteF eF ElesigAee" 

4.J AbsenceQissipliAai:,1 

te "l=luR=iaA ReseuFGes QiFesteF" 
Appeal PmseEluFe.t GeAernl 

aAEI GRaAgeEI "ElesigAateEI 
,... l--.--' i --'--" .&.- U-1--~----" ,~ ·- - -~ --

DisciQlina[Y AQQeal 
Changed "deQartment/d istrict" to Procedure/ Amended 

New "deQartment" GRaAgeEI tt:le lea1.ie 
Notice of DisciQlinarv 

13New 4(A}~ ef aeseAGe {aEIR=iiA leai.ie} fmm 
ActionQissipliAaPf Appeal 

4.J "15 werkiAg Elays" te "6Q 
PmseEluFe.t lAi.ieluAtaP{ 

saleAElar Elays" beai.ie ef AeseAse 
DisciQlinarv AQQeal 

Procedure/ Amended Added minor language to 
New Notice of DisciQlinarv Qrovision: "i.e., second 

13New 4(B}4(A) ActionQissipliAaPf Appeal Skelly"Gt:laAgeEI 
4.J PmseEluFe.t AR=ieAEleEI "ElepaFtR=ieAtlElistFist" te 

Netise of rnssipliAai:,1 "ElepaFtR=ieAt" 
AstioA 

DisciQlinarv AQQeal Changed "State Conciliation 
Procedure/ Hearing Service" to "State Mediation and 

New 
7(AH1 }4 

Procedure-Minor Conciliation Service" and 
13New DisciQlineQissipliAaPf changed "neutral" to 

ffil 4.J Appeal ProseEluFe.t "arbitrator",A,EIEleEI miAor 
AR=ieAEleEI Notise of laAguage te pmi.iisieA : "i.e. , 
n~--:-,:--- A-•:-_,.. -' Cl,-11. II - 1--·- II I- W I 

,_ - -
New DisciQlinarv AQQeal Changed "deQa rtment/d istrict 

13New 
7(AH2}+ Procedure/ Hearing head" to "deQartment 
~ Procedure-Minor head"Gt:laAgeEI "State 

4.J 
Disciolin::::~>-<:':~::". GoAGiliatioA SeF\1ise" to "State 
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Appeal PrnseEl1:1Fet l=leaFiAg MeEliatieA aAEI GeAsiliatieA 
PrnseElw=e MiAeF QissipliAe SeP.1ise" aAEI sl=laAgeEI "AeutFal" 

te "aFeitFateF" 
DisciQlinarv AQQeal 

New 
Procedure/ Hearing Changed "neutral" to 

7(AH3}+ Procedure-Minor "arbitrator"Gl=laAgeEI 
13New 

fffi@ DisciQlineQissipliAaPy "ElepaFtmeAttElistFist l=leaEI" te 
~ Appeal PrnseEluFet l=leaFiAg "ElepaFtmeAt l=leaEI" 

r, ____ ..., -- AA'.--- n ;,..,_; ... r ... ,., 
~ ,~ - ,. - ,-

DisciQlinarv AQQeal 

New 
Procedure/ Hearing 

Changed "neutral" to 
7(AH4}+ Procedure-Minor 

13New "arbitrator"Gl=laAgeEI "AeutFal" te 
fffiffi DisciQlineQissipliAaF,1 

~ "aFeitmteF" Appeal PrnseEluFet l=leaFiAg 
r>----...1 -- AA '. --r n;,..,_ ;,...1;,...,., - ,-

DisciQlinarv AQQeal 

New Procedure/ Hearing Changed "neutral" to "arbitrator" 

13New 7(AH5}+ Procedure-Minor and changed "working days" to 
~ DisciQlineQissipliAaPy "business days"Gl=laAgeEI 

~ 
Appeal PrnseEluFet l=leaFiAg "AeutFal" te "aFeitFateF'' 
r>----...1 -- AA;,...,.,r n;,..,_ ;,...1;,...,., 

DisciQlinarv AQQeal 

New 
Procedure/ Hearing Changed "neutral" to "arbitrator" 

7(AH6}+ Procedure-Minor Gl=laAgeEI "AeutFal" te "aFeitmteF'' 13New 
~ DisciQlineQissipliAaPy aAEI sl=laAgeEI "weFkiAg E1a11s" te 

~ Appeal PrnseEluFet l=leaFiAg "eusiAess Elays" 
r, ____ ..., -- 1111'.--- n; ...... ; ... 1; ... ,., 

,~ - -·- -
Changed "neutral" to "arbitrator"; 
deleted language that 

DisciQlinarv AQQeal 
emQloyees are not resQonsible 
for Qaying a i2so deQosit if not Procedure/ Hearing 

New being reQresented by SEIU and 
7(AH7}+ Procedure-Minor 13New added language that SEIU is not 
ffitffil OisciQlineQissipliAaPy 

~ Appeal PrnseEluFet l=leaFiAg resQonsible for the cost of 
arbitration if an emQloyees elects 

PrnseEluFe MiAeF rnssipliAe 
SEIU not to reQresent 
them.Gl=laAgeEI "AeutFal" te 
"aFeitFateF" 
Changed "neutral" to "arbitrator" 

DisciQlina[Y AQQeal GhaAgeEI "AeutFal" te "aFeitFateF"; 
Procedure/ Hearing EleleteEI laAguage that 

New 8(C}7(A) Procedure-Major empleyees aFe Aet FespeAsiele 13New 
ffi DisciQlineQissipliAaPy feF pa11iAg a l2aQ Elepesit if Aet 

~ Appeal PrnseEluFe,l l=leaFiAg eeiAg FepFeseAteEI 011 Selbl aAEI 
PrnseEluFe MiAeF QissipliAe aEIEleEI laAguage that Selbl is Aet 

---- - -,.. "1-1- &-r ,h,., --.... • -& 
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New 
13New 
~ 

8(D)filG} 

8(E)Sfffi 

8(F)@ 

8(G)8f8 

8(1)8@ 

8{1}(1}W 
f 

8(1}{2}W 
ff!t 

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
DisciplineDisciplinaF\' 

Appeal Procedure/ Hearing 
D----..J -- AA-:~r r"\"--:-1:-

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
Discipline Disciplinary 

Appeal Procedure/ Hearing 
D---~..J --- AA-:~r l"'\'.-~:-1:--

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
Discipline Disciplinary 

Appeal Procedure/ Hearing 
D-- -~..J --- A A-:~r I"\'.- ~:-1:--

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
DisciplineDisciplinary 

Appeal Procedure/ Hearing 
D---~..J --- AA-:~r n:--:-1· - -

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
DisciplineDisciplinary 

Appeal Procedure/ Hearing 
D----..J -- AA-;_r n:--:-1• - -

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
DisciplineDisciplinaF\' 

Appeal Procedure/ Hearing 
Dr-----' --- AA- "-rl"'\:--:-1:- -

Disciplinary Appeal 
Procedure/ Hearing 

Procedure-Major 
DisciplineDisciplinary 

Appeal Procedure/ Hearing 
n-::--~~ -:_ A~"-r !:)=--=:::;!;-~ 
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arbitration if an employees elects 
SEIU not to represent them. 

Changed "department/district 
head" to "department 
head"Changed "neutral" to 
"arbitrator" 

Changed "neutral" to "arbitrator" 
Changed "department/district 
head" to "department head" 

Changed "department/district 
head" to "department 
head"Changed "neutral" to 
"arbitrator" 

Changed "neutral" to "arbitrator" 
Changed "department/district 
head" to "department head" 

Changed "neutral" to "arbitrator" 
Changed "neutral" to "arbitrator" 

Changed "neutral" to "arbitrator" 
Changed "neutral" to "arbitrator" 

Changed "neutral" to "arbitrator" 
Changed "neutral" to "arbitrator" 



New 
13New 
~ 

New 
13New 
~ 

New 
13New 
~ 

New 
13New 
~ 

New 
13New 
~ 

New 
13New 
~ 

New 
15New 
~ 

8{1H3}W 
~ 

8{1H4}W 
tffi 

8{1){5}W 
~ 

8{1){6}W 
tffil 

8{1H8}W 
tffil 

9(G)Wtf 
fil 

9(1)8f:G:} 

Grievance Procedure/ 
14(A)Qffi StepsDisciplinary Appeal 

Procedure/ Evidence and 
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Changed "neutral" to "arbitrator" 
and added language "restoration 
of retirement benefits is limited 
to that allowed by CalPERS 
regulations"Changed "neutral" to 
"arbitrator" 
Changed "neutral" to "arbitrator" 
Changed "neutral" to "arbitrator" 
and added language "restoration 
of retirement benefits is limited 
to that allowed by CalPERS 

II 

Changed "neutral" to "arbitrator" 
and added language "restoration 
of retirement benefits is limited 
to that allowed by CalPERS 
regulations"Changed "neutral" to 

II 

Changed "neutral" to "arbitrator" 
Changed "County/District" to 
"County" 

Changed "department/district 
head" to "department 
head"Changed "neutral" to 
"arbitrator" 

Changed "Memorandum" to 
"MOU" and "neutral" to 
"arbitrator" Changed 
"department/district head" to 
"department head" 

Changed "working days" to 
"business days" Changed 



New 
16New 
~ 

New 
18New 

4-8 

Procedures Applicable to 
.A.II Hearings 

14(B)44f Grievance Procedure/ 
ffi StepsGrievance Procedure/ 

~ 

14(C)44f Grievance Procedure/ 
fil StepsGrievance Procedure/ 

~ 

14(0)44£ Grievance Procedure/ 
~ StepsGrievance Procedure/ 

1(8)4@ 

1(C)+@ 

1 (0)4-fGt 

~ 

Anti-Strike 
ClauseGrievance 
Procedure/ Steps 

Layoff and Reinstatement/ 
Seniority.A.nti Strike Clause 

Layoff and Reinstatement/ 
Definition of 

Departmentlayoff and 
Reinstatement/ Seniority 

Layoff and Reinstatement/ 
Definition of 

Departmentlayoff and 
Reinstatement/ Definition of 

- - - -'- ·-- - - ' 

Layoff and Reinstatement/ 
Definition of 

Deoartment1 
- -~ u ::-.: 
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"Memorandum" to "MOU" and 
"neutral" to "arbitrator" 

Changed "working days" to 
"business days" and 
"department/district head" to 
"department head"Changed 
II k" d wor mgays" to "business 
~ 
Changed "working days" to 
"business days" and 
"department/district head" to 
"department head"Changed 
II k" d wor mgays" to "business 
days" and "department/district 
h--,..111 L- 11...J - -- - -&.- _ -L L--,,111 .. _ - ·- .... - , .. 
Changed "working days" to 
"business days" and "grievant" 
to "Union"Changed "working 
days" to "business days" and 
"department/district head" to 
11-1--- - L---.llf 

Changed "SEIU" to "Union"; 
added "sympathy 
strike"Changed "working days" 
to "business da11s" and 
"- ... :- ·---'-" .l_ Ill·-~--" 

Added language that time off 
due to low census will not count 
against an employee's length of 
service with the CountyChanged 
"SEIU" to "Union" ; added 
11- ·-- ·- - .l.L -.&.-a,-lf 

Defined "agencies"/\.dded 
language that time off due to low 
census will not count against an 
employee's length of service 
·:/•h !~,~ ~~-··. 

Changed "department/district" to 
"department"Defined "agencies" 

Changed "procedure" to 
"provision"Changed 



ReiAstatemeAtl QefiAitieA ef "ElepaFtmeAtlElistFist" te 
QepaFtmeAt "ElepaFtmeAt" 

New 
Layoff and Reinstatement/ 

Changed "de12artment/district" to 
Reduction in Forceba11eff 

18New 2(A)-UGt "de12artment"Gl:!aAgeEI 
aAEI ReiAstatemeAtl 

4-8 n-&=-=•=-- -& n---~ "pFeseEl1::1Fe" te "pFevisieA" 
~ -~ ~ . 

New 
Layoff and Reinstatement/ Changed "de12artment/district" to 
Reduction in Forcebayeff "de12artment"Gl:!aAgeEI 18New 2(B)2(A) 

aAEI ReiAstatemeAtl "ElepaFtmeAtlElistFist" te 
4-8 

ReE11::1stieA iA Ferne 11,..a - - - .J.--.- -.&.It - ·- ... - .. 
Changed "de12artment/district" to 

New 
Layoff and Reinstatement/ "de12artment" and changed "14 
Reduction in Forcebayeff days" to "14 calendar 18New 2(D)2(B) 

aAEI ReiAstatemeAtl days"Gl:!aAgeEI 
4-8 ReEl1::1stieA iA Ferne "ElepaFtmeAtlElistFist" te 

,,_, __ -""""--.--"''' .. - . 

Layoff and Reinstatement/ 
Changed "working days" to 

New "business days"Gl:!aAgeEI 
Reassignmentba11eff aAEI 18New 3(A)2(Q) "ElepaFtmeAtlElistFist" te 
ReiAstatemeAtl ReEl1::1stieA 

4-8 "ElepaFtmeAt" aAEI sl:!aAgeEI "~ 4 
iA Ferne _,_ ·-" "- ""1 A --•--,..i- .. ,..;i_ ""'"'" - ·- --.--

Layoff and Reinstatement/ Added language "an em12loyee 
New who selects this 012tion shall be 

Reassignmentba11eff aAEI 
18New 3(B)3(A) 12laced on the Priority Referral 

ReiAstatemeAtl 4-8 List"Gl:!aAgeEI "11.ieFkiAg Elays" te 
ReassigAFAeAt IIL,.,._ 1 ,..7---.,.. -'- 1 ,..11 - -

Layoff and Reinstatement/ Changed "de12artment/district" to 
New De12artmental "de12artment"AEIEleEI laAg1::1age 

18New 5(A)3(B) Reinstatement Listbayeff "aA empleyee wl:!e selests tl:!is 
4-8 aAEI ReiAstatemeAtl eptieA sl:!all ee plaseEI eA tl:!e 

n-.-.,..,..~---.....--.1. D-=--:~. , D-"----1 I ~-•" '- - . - .. ·- - - -·-· 
Layoff and Reinstatement/ 

Deleted language regarding 
retirement benefits .. . 12ursuant to 

De12artmental New CalPERS regulations (County 5(0)(5)§ Reinstatement Listbayeff 18New will follow CalPERS 
ffit aAEI ReiAstatemeAtl 

4-8 reguirements)Gl:!aAgeEI 
QepaFtmeAtal 

"Elepa FtmeAtlEI istFist" te 
ReiAstatemeAt bist II_._ -....L __ ,1.11 ·-- .. ,_ ,. 

Added language that re-
Layoff and Reinstatement/ em12loyment is defined as being 

New Re-em12loymentbayeff aAEI em12loyed "within two years 6(A)5(Q) 18New ReiAstatemeAtl following layoff' by the same 
ffil 4-8 QepaFtmeAtal de12artmentQeleteEI laAg1::1age 

ReiAstatemeAt bist FegaFEliAg FetiFeFAeAt 
h .... --&:•- ,... r,-. ,,.,-• •- f"',.,IDCDC -~ ·~ .. . ~ 
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Fe!i11:1latiGRs fGG1:1Rt11 will fellGw 
GalPeRS Fe91:1iFemeRts} 

Deleted language regarding 
retirement benefits ... Qursuant to 

Layoff and Reinstatement/ 
CalPERS regulations (County 

New will follow CalPERS 
6(A}(4}e Re-emQloymentba1{Gff aRe 18New reguirements}Aeeee laR!ill:la!ile 

ffit ReiRstatemeRtt 
48 tl:lat Fe emplGymeRt is eefiRee as 

Re emplGymeRt eeiRg emplGyee "witRiR twG 
yeaFs fGIIG'NiRg layGff' ev tl:le 
r,,...rv,,I""\ ..J--.,.......a.--.ri.-4-,_ ·- ... ·- .. 
Changed "deQartment/district" to 

Layoff and Reinstatement/ "deQartment"Qeletee laRg1:1age New TemQora[Y RecallbayGff FegaFEiiRg FetiFemeRt 
18New 7efAH4} aREi ReiRstatemeRtt eeRefits ... p1:1Fs1:1aRt tG GalPeRS 

48 Re emplGymeRt Fe!i11:1latiGRS fGG1:1Rty will fGIIGw 
f"',..IDCDC --- ;_....,..,...,..,...+,.\ -- - ---··- ,_ ·-· 
Deleted language "Dress codes 

New Dress Codes and and uniform allowances that 
Uniformsba1/Gff aRe were in effect as of July 1, 19New + ReiRstatemeRtt 2009 ... "Gl:laR!ileEi 

48 +empGFaP{ Resall "eepaFtmeRtteistFist" tG 
11-1----'---.--... " ·--·-· ·-
Deleted Provision (the Qarties 

Dress Codes and Uniforms/ 
are reguired to meet & confer on 

New all dress code deQartment 
DeQartment of Mental 19New 1- QOlicies}Qeletee laRgl:la!ile Health Dress CodeQ.res.s 

49 "blFess sGees aRe 1:1RifeFm 
GGEies aREi 61RifeFmS 

allGwaRses tl:lat 111eFe iR effest as 
-& I I, -1 ')()()(") II - -- ----··· 
Deleted Provision (the Qarties 

Dress Codes and Uniforms/ are reguired to meet & confer on 
New Veteran's Services Dress all dress code deQartment 

19New 24- CodeblFess GGees aREi Qolicies}Qeletee PFG>.1isiGR ftt:ie 
49 61RifGFmst QepaFtmeRt Gf paFties aFe Fe91:1iFee tG meet & 

MeRtal l=lealtl:l blFess GGee GGRfeF GR all 9Fess 6G9e 
...!----+---~ --.1·-·--, -- . ~-
Deleted Provision (the Qarties 

Dress Codes and Uniforms/ are reguired to meet & confer on 
New Community Health Agency all dress code deQartment 

19New 32 Dress CodeblFess GGees Qolicies}Qeletee Prni.1isiGR ftt:1e 
49 a Re 61RifeFmst VeteFaR's paFties aFe Fe91:1iFee tG meet & 

SeP.1ises blFess GGee GGRfeF GR all 9Fess 6G9e 
..J----"-- ' -··-~--\ -- .. ·- " 
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Deleted Provision (the parties 
Dress Codes and Uniforms/ are reguired to meet & confer on 

New Registrar of Voters Dress all dress code department 
19New 4J CodeQFess GaEles aAEI policies)QeleteEI PmvisiaA (the 

4-9 bJAifeFFASf GaFAFAl:lAit1r parties aFe mgl:liFeEI ta FAeet & 
l=lealth A!ijeAGlr QFess GaEle G9AfeF 9A all EIFess GaEle .., ___ .... __ ~, __ ,,_. - -,\ 

r.._. LI I- L LI'-' 

Deleted Provision (the parties 
Dress Codes and Uniforms/ are reguired to meet & confer on 

New Assessor-County Clerk all dress code department 
19New 54 Dress CodeQFess GeEles policies)QeleteEI PmvisieA (the 

4-9 aAEI bJAifeFFASf Re!ijiStFaF ef parties aFe Fegl:liFeEI te FAeet & 
VeteFs QFess GaEle G9AfeF 9A all EIFess GeEle 

_. ___ I . __ ,: . _\ - LI I- L L.l'-111 

Deleted Provision (the parties 
Dress Codes and Uniforms/ are reguired to meet & confer on 

New OASIS Dress CodeGfess. all dress code department 
19New 7§ GeEles aAEI bJAifeFFAsl policies)QeleteEI PmvisieA (the 

4-9 AssesseF Ge1:JAt1r GleFk parties aFe Fegl:liFeEI te FAeet & 
QFess GeEle G9AfeF 9A all EIFess GeEle 

.J - • • - - 0: - • - -, \ -- LI · - L L#'-111-

Deleted Provision (the parties 

Dress Codes and Uniforms/ 
are reguired to meet & confer on 

New all dress code department 
RCIT Dress CodeGfess. 

19New 8+ policies)QeleteEI PmvisieA (the 
GeEles aAEI bJAifeFFAsl 

4-9 parties aFe Fegl:liFeEI te FAeet & 
QASIS QFess GaEle G9AfeF 9A all EIFess GeEle 

_._ J I --.1:-: - -.\ -- LI - L LI'-# 1'-"' 

Deleted Provision (the parties 
Dress Codes and Uniforms/ are reguired to meet & confer on 

New Fire Department Dress all dress code department 
19New gg CodeQFess GeEles aAEI policies)QeleteEI PmvisieA (the 

4-9 bJAifeFFAs,l RGI+ QFess parties aFe Fegl:liFeEI te FAeet & 
Geee G9AfeF 9A all EIFess GeEle 

_._ J I--•=-= .\ -- LI I- IL LI- 1'-'1 

Dress Codes and Uniforms/ 
Deleted Provision (the parties 
are reguired to meet & confer on 

Agricultural 
New all dress code department 

Commissioner's Office 
19New 108 policies)QeleteEI PmvisieA (the 

Dress CodeQFess GeEles 
4-9 parties aFe Fegl:lireEI te FAeet & aAEI bJAifeFFASf i;;:iFe G9AfeF 9A all EIFess GeEle 

QepartFAeAt QFess GeEle .., ___ -
- --1·-·--\ -- LI I- IL --

New 
Dress Codes and Uniforms/ Added General Uniform 

Uniform AllowanceGfess. Provisions listing departments 
19New 11 (A)4-Q 

GeEles aAEI bJAifeFFAsl who provide uniforms or uniform 
4-9 I\- -- ' - .1 •• ---.I allowances <reauirement of ,, ,_ ·--· .. - -
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GeFRFRissieAeF's Gffise CalPERS)Deleted PmvisieA (the 
DFess Gede parties aFe FequiFed te FReet & 

seAfeF eA all dFess sede 
-.I--- .---,,4, - -1 '. -=--.\ 
--LIL.II.._. I- IL ,~,~~ 

Added Job Code #'s to Fire 
De12t. classifications and deleted 

New 
Dress Codes and Uniforms/ classifications that are no longer 

11(8)(1) Uniform AllowanceGress utilizedAdded GeAernl UAifeFFR 
19New 

4-9 Hffi:! Gades aAd UAifeFFRst Pm>.iisieAs listiA§ departFReAts 
UAifeFFR AllewaAse 1.vhe pmvide UAifeFFRS 9F UAifeFFR 

allewaAses (FequiFeFReAt ef 
f'-•1'"1Cl""'ll"'\ - ' ~ 

Added Job Code #'s to An imal 
Control classifications and 

New 
Dress Codes and Uniforms/ deleted classifications that are 

11 (8)(2) Uniform AllowanceGress no longer utilizedAdded Jee 
19New 

n(B)(1) Gades aAd UAifeFFRst Gede #'s te FiFe Dept. 
4-9 UAifeFFR i611191llaAGe slassifisatieAs aAd deleted 

slassifisatieAs that aFe Ae leAgeF 
utili:2:ed 
Added new language that 
Emergency Management De12t. 
em12loyees are allowed 

New llifil 
Dress Codes and Uniforms/ ~475.00/annually for Emergency 

19New New(3)4 
Uniform AllowanceGress Service Coord and Emergency 

Gades aAd UAifeFFRst Services Su12ervisorAdded Jee 
4-9 1 (B)(2) 

UAifeFFR AllewaAse Gede #'s te AAiFRal GeAtFel 
slassifisatieAs aAd deleted 
slassifisatieAs that aFe Ae leAgeF 
utili:2:ed 
Changed "Riverside County 
Regional Medical Center" to 

New llifil Dress Codes and Uniforms/ "RUHS-Medical Center"Added 
New(4)4 Uniform AllowanceGress Rew laAguage that EFReFgeAsy 

19New 
4-9 

1 (B)New Gades aAd UAifeFFRst MaAageFReAt Dept. eFRple11ees 

ffi UAifeFFR ,A1llewaAGe am allewed $475.00taAAually feF 
EFReF9eAG1t SeFVise GeeFd aAd 
L-- -----·--· · C"---·- - - C" ·---,;,..--- ,~ ·-· -- . ---- -
Deleted 12rovision which lists 
classifications that will receive a 

New 11 (8)01 
Dress Codes and Uniforms/ s12ecific amount annually (this 

Uniform AllowanceGress was re12laced with 
19New d(5)11 (B 

Gades aAd UAifeFFRs,l 11 (A)}GhaAged "RiveFside 
4-9 )New(4) 

UAifeFFR AllewaAGe GeuAty RegieAal Medisal 
GeAteF" te "RUl=IS Medisal 
GeAteF" 
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Deleted provision which lists 
classifications in Waste 

illfil Dress Codes and Uniforms/ 
Resources that will receive a 

New specific amount annually (this 
New(5}+ Uniform AllowanceGfess 

19New was replaced with 11 (A}}Deleted 
1 (B)Old( Gedes aRd 6JRifGFFftSf 

4-9 prnvisieR which lists 
fil 6J R ifG Fm A 11 ewa R ce 

classificatieRs that 1Nill Feceii.<e a 
specific ameuRt aRRuall11 (this 

·-- ___ , ___ .., .:,L '1 '1 / /\ \ \ .. ~ = 

Waste Resources - Changed 
"Department/District/County" to 

New illfil Dress Codes and Uniforms/ "department"Qeleted pFe1.iisieR 
New(5}+ Uniform AllowanceGfess which lists classificatieRs iR 

19New 1 (B)New Gedes aRd 6JRifGFFflSf V'•Jaste ReseuFces that 1Nill 
4-9 

ffil 6JRifGFm Allei.1.iaRce Fecei1.ie a specific ameuRt 
aRR1::1allv (this was Feplaced witl=l 
'1'1//\\\ 

Parks & Open Space District -
Added "Park Aide" to the list of 

New illfil Dress Codes and Uniforms/ classifications eligible for a 

19New 
New(6}+ Uniform AllowanceGfess uniform allowance and changed 
1 (B)New Gedes aRd 6JRifGFFflSf "District" to "department"}Alaste 

4-9 
ffil 6JRifGFm AllewaRce ReseuFces GhaRged 

"QepaFtmeRtlQistFict/Ge1::1Rty" te 
"-'---....J.----.a." 

.......... l'-.i 1a.. 

Added language that in addition 
to departments, "employees" 

Voluntary Time Bank/ can also reguest to establish a 
New 

111(B)N 
Catastrophic Time time bankPaFks & OpeR Space 

20New BankQFess Gedes aRd QistFict Added "PaFk Aide" te 
4-9 ~ 6J R ifG FFftSf 6J Rife FFft tl=le list ef classificatieRs eligible 

AllewaRce fGF a 1::1RifGFm alle1NaRce aRd 
cl=laRged "DistFict" te 
"-'-~- ...... --~,,, 

r ..... .._ .. l'-.i ,.._ 

Added language that employees 

Voluntary Time Bank/ 
receiving W/C benefits may be 

New eligible for a pro-rated time 
Catastrophic Time 

20New 1 (A}+ bankAdded laRg1::1age that iA 
BankVel1::1RtaPy +ime BaRkt 

~ additieR te depaFtmeRts, 
Gatastrnpl=lic +ime BaRk 

"empleyees" caR alse Feg1::1est te 
establish a time baRk 

Voluntary Time Bank/ 
Added language that clarifies 

New existing practice that the HR 
1 (CH1 }+ Catastrophic Time 

20New Dept. will establish and 
f6t BankVel1::1RtaFV +ime BaRkt 

~ administer all time banksAdded 
Gatastrnph ic +ime BaRk 1---- ---- <L~~ ------!-. ------- --- "''-" - ·~ -
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FeseiviRQ WtG eeRefits ma11 ee 
eligiele fGF a pFe FateEl time eaRk 
Changed "deQartmenUdistrict 

New 
Voluntary Time Bank/ head" to "deQartment 

1 (C}(4}4- CatastroQhic Time head"AElEleEl laRQl:lage U1at 20New 
fgffi BankVell:IRtarv +ime BaRkt slaFifies e*istiRQ pFastise U1at tl=le 

~ Gatastrnpl=lis +ime BaRk l=IR Qept. will estaelisl=l aREl 
aElmiRisteF all time eaRks 
Deleted language as it is 

New 
Volunta[Y Time Bank/ administrative Qrocess and is 

20New 1 (C}(5}4- CatastroQhic Time documented in the Voluntary 
ffiiffi Bank~lell:IRtarv +ime BaRkt Time Bank GuidelinesGl=laRgeEl 

~ GatastFepl=lis +ime BaRk "ElepaFtmeRtiElistFist l=leaEl" te 
11...J- ---~ --- --.&. L - --111 

·~~, .. ,~ ,. ~~~ 

AQQeal Procedure Accident Changed "working day" to 
New Review "business day"QeleteEl laRQl:lage 

21New ~fGW~} CommitteeVell:IRtaF\l +ime as it is aElmiRistmtive prnsess 
~ BaRkt Gatastrnpt.:iis +ime aREl is Eles1;:1meRteEl iR tt.:ie 

Ba-AA \ '- • -•-- T ' -- - n--1, r" ._, 1---
~·~ 

,~ 
1, --·-

Adds the following: "The Board 
of SuQervisors Policy C-10 was 
enacted to eliminate substance 
abuse and its effects in the 
workQlace. EmQloyees are 

New 
Alcohol and Drug Abuse exQected to be familiar with and 
PolicyAppeal PFeseEll:IFe comQIY with Policy C-10. which 22New -- AssiEleRt Revie1# is included in this MOU by 

~ Gemmittee reference. For cause. 
management may condition 
further emQloyment on 
successful Qassage of a drug or 
alcohol test."Gt.:iaRgeEl '\1.ieFkiRQ 
,..a_,.11 J._ 111,..,.. ..... =---- ...J- II 

~~· -= -~ "' . 
Deleted Qrovision as it is not a 
negotiated item and is governed 
by Board PolicyNEW 8129119 
Gel:IRtV pFepeses te keep aFtisle . 
Gl:lt G9RtaRiRQ 9Rl\1 tl=le fellewiRQ: 

New Discrimination ComQlaint "+t.:ie BeaFEl ef Sl:lpeFViseFs 
23New - ProcedureAlset.:iel aREl Qwg Pelisv G ~ G 1Nas eRasteEl te -
~ Ae1;:1se Pelisv elimiRate s1;:1estaRse ae1;:1se aREl 

its effests iR tt.:ie weFkplase. 
empleyees aFe e*pesteEl te ee 
familiaF witt.:i aREl semply witt.:i 
Pelis11 G ~ G. wt.:iist.:i is iRGll:IEleEl iR 
•1..,:~ ~Al"\I I 1... .. --L---.--- 1"'"-~ 
LI II~ IY ~~ LIW ~·~ ~ ~ 
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sal:lse , maAagemeAt mav 
seAditieA fl:!Ftl:leF emplevmeAt eA 
Sl:IGGessfl:11 passage ef a drng eF 
alsel:lel test. " 

Benefit Program/ Flexible 
Revise title to "Cash Back of 

New Flex Benefits 
Benefit 24New 1ill: Contributions"Deleted previsieA 

ContributionsDissrimiAiatie 
~ as it is Aet a Aegetiated item aAd 

A GemplaiAt Presedl:lre :- --··-----.IL. n----1 r"\_1 •_ . 

''"" --·- ;-- LIi. --- - ~ ,~y 

Benefit Program/ 
Changed "basic life insurance" 

New Insurance/ Life 
to "life insurance"Revise title te 24New 2(8}1 (F) lnsuranceBeAefit Pregram,l 
"Gasl:1 Bask ef Fie* BeAefits 

~ Fle*iele BeAefit 
GeAtriel:ltieAs" 

GeAtriel:ltieAs 

New 
Benefit Program/ Other Deleted 1;2rovision as the RN-PB 

24New ~ 
Benefits/ Partial Benefit classification is no longer being 
NurseBeAefit Pregramt utilizedGl:laAged "easis life 

~ 
IASl:!FaAGet bife IASl:!FaAGe iASl:!FaAGe" te "life iASl:!FaAGe" 

Retirement/ SEIU National Deleted 1;2rovision (old 1;2rovision 
New lndustrv Pension Fund that is no longer utilized}Deleted 

26New 14 (NIPF}BeAefit Pregramt pre1.iisieA as tl:le RN pg 
~ Gtl:ler BeAefitst PaFtial slassifisatieA is Re leAger eeiAg 

BeAefit Nmse l:ltilii!:ed 
Added language to clarifv 
existing 1;2ractice: hire date "on 

Retirement/ Public or before" August 23 , 2012 and 

New 
Em1;2loyees' Retirement clarified that retirement benefit is 

26New 2(A}(1 }+ 
System (PERS}/ Tier based on the highest annual 

1 RetiremeAt,l SelbJ NatieAal com1;2ensation for the one year 
~ 

IAdl:!StFV PeAsieA Fl:!Ad during membershi1;2 in 
(NIPF) CalPERSDeleted previsieA (eld 

previsieA tl:lat is Re leAger 
.• :i:- - -1\ 
~ .. 
Added language to clarifv 
existing 1;2ractice: hire date 

Retirement/ Public "after" August 23, 2012 and 

New 
Em1;2loyees' Retirement clarified that retirement benefit is 

26New 
2(A}(2}2 System (PERS}/ Tier based on the highest annual 

fffif!t 2RetiremeAt,l Pl:1131iG com1;2ensation for 3 consecutive 
~ 

emple11ees' RetiremeAt years of em1;2loyment 1;2rior to 
System (PeRS)t +ier 1 retirementAdded laAgl:lage te 

slarify e*istiAg prastise: l:lire 
...J-.L- ,, __ -.- I L- II /\~:::: ·-,! ')".l ~= = · ~ ~ ~ 
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2Q12 aAEl slaFifieEl tl:lat FetiFemeAt 
eeAefit is eases eA tl:le l:li§l:lest 
aAA1::1al sempeAsatieA feF tl:le eAe 
11eaF El1::1FiA§ memeeFsl:lip iA 
GalPeRS 
Added Tier 3 language (2% at 

Retirement/ Public 
62}AElEleEl laA§l::la§e te slaFify 

EmQloyees' Retirement 
e*istiA§ pFastise: RiFe Elate 

New "afteF'' A1::1§1::1st 2J , 2Q12 aAEl 
2(AH3}~ System (PERS}/ Tier 

26New slaFifieEl tl:lat FetiFemeAt eeAefit is 
fffi@ 3RetiFemeAtl P1::1elis 

2e easeEl eA tl:le l:li§l:lest aAA1::1al 
empleyees' RetiFemeAt sempeAsatie feF J seAses1::1ti'le 
System (PeRS)/ TieF 2 yeaFs ef empleymeAt pFieF te 

FetiFemeAt 
Retirement/ Public 

EmQloyees' Retirement Deleted Qrovision (no longer 
New System (PERS}/ EmQloyee 2(B}2(A) utilized ; emQloyees Qay full 

26New ContributionsRetiFemeAtl 
ffi contributions}AElEleEl TieF J 

2e P1::1elis empleyees' laA§l::la§e (2% at 62) 
RetiFemeAt System 

tnCDC"\/ T;-~ ') - - ·- -
Retirement/ Public 

EmQloyees' Retirement 
System (PERS}/ Deleted Qrovision (language is 

New Retirement already in Tier 1 & Tier 
26New 2(C}2(B) CalculationsRetiFemeAtl 2}DeleteEl pF9'1iSi9A (Re l9A§eF 

2e P1::1elis empleyees' 1::1tilizeEl; empleyees pay foll 
RetiFemeAt System 69AtFiB1::1ti9AS) 
(PeRS)/ empleyee 

GeAtFie1::1tieAs 
Retirement/ Public 

EmQloyees' Retirement 

New 
System (PERS}/ Purchase Deleted Qrovision (law (PERL} 

of Militarv Leave SQeaks for itself)DeleteEl 
26New 2(D}?ffi} 

CreditRetiFemeAtl P1::1elis prn11isieA (laA§l::la§e is alFeaEl 11 iA 
2e empleyees' RetiFemeAt TieF 1 & TieF 2) 

S11stem (PeRS),l 
RetiFemeAt Gals1::1latieAs 

Retirement/ Public 
Em12loyees' Retirement Deleted Qrovision (law (PERL} 

New System (PERS}/ Post s12eaks for itself)DeleteEl 
26New 2(E}#fffi Retirement Survivor prn'lisieA (law (PeRL) speaks feF 

2e AllowanceRetiFemeAtl 
~ P1::1elis empleyees' 

Q-L~·-----" I""\ _ - -L-.--
,_ .. - ·- ... - ,._ .. _ 
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( PERS},l P1:1FGhase ef 
Militai:v bea11e GFeeit 

SQecial Unit Provisions/ 
Regional Park & 0Qen 

New SQace DistrictRetiFeFReAtt Changed "district" to 
29New ~ P1:1elis Ernpleyees' "deQartment"Qeletee prni.{isieA 
~ RetiFeFReAt Systern (law (PERU speaks feF itself) 

(PERS},l Pest RetiFeFReAt 
S 1:1 FVive F .A.I le1.va A Ge 

SQecial Unit Provisions/ 

New 
Waste Resources Deleted language on "Class B 

29New 4J Management License" and "License 
DistrictSpesial IJAit Reguirements"GhaAgee "eistFist" 

~ 
PFe1.iisieAs,l RegieAal PaFk te "eepaFtrneAt" 

o f""\--- C'---- n :-•-;~, 
~ ~ ·~ ~ ·~· 

Deleted Qrovision that the 
"County and the Union agree to 

ComQensation/ Recruiting meet and consult on 
New & Retention lssuesSpesial recruiting/retention issues for 

30New 34 IJAit Prn1;isieAsl Waste classifications as they arise" 
~ Resel:IFGes MaAageFReAt (Never utilized/mgmt 

QistFiGt right}Qeletee laAg1:1age eA 
"Glass 13 biGeAse" aAe "biGeAse ,..,_ - ·-- ---"-'' ,---··- ,~ --

Parity Studies/ 
Deleted Qrovision [sunset on 
1 /1 /11 ]Qeletee prn11isieA that the 

Reclassification Study -
New "Ge1:1At11 aAe the IJAieA agFee te 

31New 3J Accounting 
FReet aAe G9ASl:llt 9A 

TechnicianGernpeAsatieA,l 
~ FeGF1:1itiAgheteAtieA iss1:1es fm 

ReGFl:litiAg & ReteAtieA 
slassifisatieAs as the11 aFise" 

lss1:1es 11,,_ ·-- .• ,.. -..Jl----·-=-L..•\ 
v~ ~ .. .~, ·~ ,. ·~ ,., 

Union Rights/ 
Deleted Qrovision [workforce 

New Communication 
exchange website no longer 

32New 3J AccessPaFity St1:1eies,l 
utilized]Qeletee prnvisieA [s1:1Aset 

~ ReslassifisatieA St1:1ev 9A ~,lV~ ~l I\ --- ,_.a.: __ T--L.-:-:--·~ .. ·~ ~~· 

Deleted Qrovision [language 

New Union Rights/ 
Qertains to County Charter; 
County not a Charter 

33New 5J ConsensuslJAieA Rights,l 
County]Qeletee pFevisieA 

~ GeFRFRl:IAiGatieA .A.GGess 
[1.veFkfeFGee*GhaAge weesite Ae 
, _ - -- - - .• :a·- - ..Jl ·- ·-~ -· .. 
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New Union Rights/ 
33New 7§ StewardsbJRieA RigRtsl 
~ COASeASUS 

New Board Policy C-29 - Poll 
36New -+ WorkersbJAioA Rights/ 
~ Stewarss 

Furlough Program/ 
37New 
~ 

4- Mandatorv FurloughsBeam 
Pelis11 C ~g Poll Workers 

Furlough Program/ 
Voluntary 

37J+ ~ FurloughsJ;:urleugh 
Program/ MaAsatorv 

C, ,-1- ·-'- --1--- -
J;:urlough Program,£ 

J+ ~ \ I- I - • - - • r , -1- , - L -_,_ , .. _ .. - ·--- -

~ 
Chief Negotiator 
Reg ional Director - In land Reg ion 
SEIU Local 721 
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Changed "deQartment/district" to 
"deQartment"Qeletes pmi.1isieR 
[laAguage pertaiAs to CeuAty 
Charter; CouAty Aet a Charter 
r-- __ , ., 
--- r .. w 

Deleted Qrovision as it is not a 
negotiated item and is governed 
by Board PolicyChaAges 
"separtmeAt.lsistrist" te 
11...J--- - ...-&. . _ .... _ · - J..lt - ·~ .. ~ ,. 
Deleted Qrovision [sunset date of 
6/30/12]Qeletes pro1JisioA as it is 
Aet a Aegetiates item aAs is 
- - - ·- -- - -• L.. •• n- - --• n-•=-· -~ ~ ~- ·~ ~ -··-· 
Deleted Qrovision [governed by 
Board Policy C-31]Qeletes 
proi.1isioA (suAset sate ef 
etaGt~ ~J 
Qeletes provisieA (ge1Jemes by 
Boars Polisy C a~) 

Brenda Diederichs 
Ch ief Negotiator 
Human Resources Director 
County of Riverside 










