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LETTER OF AGREEMENT
2016 -2019
MEMORANDUM OF UNDERSTANDING
BETWEEN
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 721
AND
THE CITY OF SAN JACINTO
in accordance with Article 4, Section 4.2 of the 2016-2019 Memorandum of Understanding (MOU)
between SEIU and the City, the parties hereto agree to the following:

1) The Consumer Price Index (CPI) for All Urban Consumers in the Los Angeles-Riverside-
Orange County area for the preceding twelve (12) month period at the end of October 2016 was
2.2% (see attached report from the Bureau of Labor Statistics).

2) The MOU provides for annual cost-of-living-adjustments (COLA’s) based on this CPI, up to a
maximum of two percent (2%).

3) Effective the first full pay period following July 1, 2017, all employees shall receive a two
percent (2%) salary increase.
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Tim Hults Date Wendy Thomas Date
City of San Jacinto SEIU Local 721
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MEMORANDUM OF UNDERSTANDING
BETWEEN THE
CITY OF SAN JACINTO
AND THE
SERVICE EMPLOYEES INTERNATIONAL UNION - LOCAL 721
JULY 1, 2016 THROUGH JUNE 30, 2019

TERM OF AGREEMENT

This Memorandum of Understanding (hereinafter “MOU”) is entered into between the City of
San Jacinto (hereinafter “City”) and the Service Employees International Union Local 721
(hereinafter “SEIU”) pursuant to the provisions of the Myers-Milias-Brown Act.

Unless otherwise stated herein, this MOU shall be effective for the period from July 1, 2016, up
to and including June 30, 2019 and thereafter shall continue in effect year-by-year unless one of
the parties notifies the other in writing no later than March 15, 2019 (or succeeding year), of the
request to modify, amend, or terminate the MOU.

This MOU is subject to City Council approval and ratification by bargaining unit members.
Approval of this MOU by the San Jacinto City Council shall constitute a temporary contract bar
to implementation of the decertification process allowed in the Master Employer Employee
Relations (MEER) Resolution No. 9842. The procedure for decertification of this recognized
bargaining agent may be instituted and filed only during the period commencing one hundred
and eighty (180) days from implementation and ending one hundred and fifty (150) days prior
to the termination of this MOU.
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ARTICLE 1
RECOGNITION

The City recognizes SEIU as the exclusive bargaining representative for all employees in the
General Unit, as defined in the Master Employer Employee Relations (MEER) Resolution No.

9842, excepting management, confidential, and temporary, and part-time employees that work
less than twenty (20) hours per week.

2.1

2.2

2.3

24

2.5

ARTICLE 2
MANAGEMENT RIGHTS

It is understood and agreed that the City retains all of its powers and authority to direct,
manage, and control to the full extent of the law. Included in, but not limited to, those
duties and powers, are the exclusive rights to: determine its organization; direct the
work of its employees; assign work not expressly covered by job description; determine
the times and hours of operation, determine normal working hours and to schedule
shifts accordingly; determine the kinds and levels of services to be provided, and the
methods and means of providing them; establish its municipal policies, goals, and
objectives; make technological improvements; determine staffing patterns; determine the
number and kinds of personnel required; maintain the efficiency of City operations,
build, move or modify facilities; establish budget procedures and determine budgetary
allocations; determine the methods of raising revenue; contract out work in accordance
with law; and to take any action necessary to address conditions of any emergency
nature, provided that SEIU shall be afforded the opportunity to meet and confer
concerning the necessity of any such action if inconsistent with the MOU. In addition,
the City retains the right to hire, classify, assign, evaluate, promote, terminate, transfer
and discipline employees.

The City Manager may layoff a unit member because of a shortage of work, lack of
funds, material change in duties or organization or other valid reasons.

The City has the exclusive right and authority to schedule work and/or overtime work
as required in the manner most advantageous to the City.

The exercise of the foregoing powers, rights, authority, duties and responsibilities by the
City through the adoption of policies, rules, regulations and practices in furtherance
thereof, and the use of judgment and discretion in connection therewith, shall be limited
only by the specific and express terms of the MOU, and then only to the extent such
specific and express terms are in conformance with the law.

The City Manager and Department Head(s) have, and will continue to retain, exclusive
decision-making authority on matters not specifically and expressly modified by specific
provisions of this MOU, and such decision-making shall not be in any way, directly or
indirectly, subject to the grievance procedure contained herein.
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3.1

3.2

ARTICLE 3
TERMS OF EMPLOYMENT

Probationary Period:

To ensure that new employees are able to satisfy requirements of the position for which
they were hired, the first six (6) months of employment shall be considered the
minimum probationary period for general employees of the City. The probationary
period is required as part of the testing process and shall be utilized for closely
observing the employee's work. The City shall provide probationary employees with at
least one (1) performance evaluation during their initial probationary period. However,
failure to provide such an evaluation, or a provision of a positive evaluation, shall not
entitle the probationary employee to passage of his/her probationary period. The
employee may still be rejected without cause and without recourse to the grievance or
any other appeal right.

If an employee's performance during the probationary period is marginal, the
probationary period may be extended for a maximum of six (6) months, subject to the
approval of the Personnel Officer. During the probationary period, an employee may be
rejected at any time without cause and without recourse to the grievance procedure or
any other appeal right.

Employees promoted or transferred to another position in the City shall be considered
probationary employees during the first six (6) months. Employees failing to perform
satisfactorily in the newly assigned position may be rejected and returned to their
former position, or to a position requiring similar skill and in a similar pay grade,
without recourse to the grievance procedure or any other appeal right.

Promotion:

It is the policy of the City to fill authorized position vacancies with the most qualified
individual available and to provide promotional opportunities for qualified employees.
For the purpose of this policy, promotion shall be defined as movement to a higher
classification in the salary schedule. Employees interested in promotion to a position
vacancy for which they are qualified shall submit an employment application to the
Personnel Officer.

Employees who have not yet successfully completed the probationary period for their
current position are not normally eligible for promotional consideration.

Employees promoted to a new position shall be placed on the new salary range, in
which the position is classified, which represents at least a five percent (5%) increase in
the employee’s current salary. Employees promoted to a new position having a
minimum salary range higher than a five percent (5%) increase over the employee’s
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3.3

3.4

current salary shall be placed at the minimum step of the salary range in which the
position is classified.

Employees appointed to an “acting” position shall not acquire probationary or
permanent status or rights, and time spent in an “acting” position shall not contribute to
the probationary period if the employee is subsequently appointed to the position.

Promotional offers shall be extended to selected candidates only by the Personnel
Officer. Employment offers for all promotional positions shall be made in accordance
with Section 2.10 of the Personnel Policies and Procedures.

Current City employees will be given first consideration for promotion.
Demotion:

Employees demoted at their own request shall be placed at the step in the new
classification that is closest to the employee’s pay rate in the employee’s previous
classification. In the alternative, at the sole discretion of the City Manager, the employee
may be “Y” rated at the employee’s current rate of pay.

The City may demote with just cause an employee whose ability to perform the required
duties falls below standard or for disciplinary purposes. No employee shall be demoted
to a position who does not possess the desirable qualifications.

Transfer:

Request for transfer to another type of work or department will be normally considered
only after successful completion of the probationary period. No person shall be
transferred to a position for which that person does not possess the desirable
qualifications. Employees requesting a transfer shall submit a memorandum to the
Personnel Officer detailing the request for transfer and reasons for the request. Upon
receipt of the transfer request, the Personnel Officer will notify the employee's
supervisor and/or Department Head. Job performance, qualification, and attendance
shall be evaluated to ensure the most effective use of the employee's capabilities in
evaluating the transfer request. If the transfer involves a change from one department to
another, both Department Heads must consent thereto unless the City Manager orders
the transfer. Employees transferred to a position vacancy shall serve a probationary
period in accordance with Section 3.2 of the Personnel Policy and Procedures.

The City may initiate an employee transfer when the transfer is in the best interest of the
City. Employees transferred to a position vacancy shall serve the required probationary
period in accordance with Section 3.2 of the Personnel Policy and Procedures.
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3.5

3.6

Temporary Employees:

Employees of the City designated as temporary employees shall be compensated on an
hourly basis, as specified at the time of hire. Temporary employees shall not be eligible
for participation in any benefit program established by the City, except as required by
state and/or federal law. Temporary employees shall not be eligible for merit or other
pay increases and will not receive performance evaluations.

Temporary employees may be terminated at any time without cause or prior notice to
the employee and without recourse to the grievance procedure or any other appeal
right.

Temporary employees will normally only be employed for a three (3) month period
when performing work that is within the scope of the bargaining unit. Exceptions and
time extensions beyond the three (3) month period will be limited to special projects and
programs. The City may also use a temporary employee in a position for longer than the
three (3) month period if the City provides the Union with advance notice of the need to
continue using the temporary employee and an opportunity to meet and consult. The
Union will be notified thirty (30) days in advance of a temporary employee’s extension,
with justification for the special project or program also provided. The City agrees that it
is not its intention to have temporary employees perform work of SEIU jurisdictional
unit employees.

Performance Evaluation:

It is the policy of the City of San Jacinto to evaluate employee performance on a
regularly scheduled basis. The performance evaluation shall normally be conducted by
the employee's immediate supervisor and shall be discussed with the employee. The
employee's immediate supervisor shall carefully consider each item of the performance
evaluation in relation to the duties outlined in the employee's position description.

A performance evaluation shall be completed prior to the completion of the
probationary period. This includes completion of the first six (6) months or one (1) year
of employment for new employees, completion of any extended probationary period,
and completion of the promotional probationary period of a regular employee. It is the
supervisor's responsibility to assure that the performance evaluation is completed and
returned to the Personnel Officer for review prior to the completion of the probationary
period.

A performance evaluation shall be completed on at least an annual basis for regular
employees. It is the supervisor's responsibility to assure that the performance evaluation
is completed and returned to the Personnel Officer for review prior to the employee's
anniversary date. Special evaluations, as needed, may be given.
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4.1

4.2

At least ninety (90) days prior to a scheduled anniversary date, the City shall provide
each employee with written notice of the likelihood that he/she will receive a salary
increase. Failure to provide such notice shall result in the employee automatically
receiving a salary increase effective on his/her anniversary date. The provision of such
notice, however, shall not guarantee the employee that he/she will receive the increase.
Each such notice shall contain the following language:

“Based on your performance to date, you are on track/off track for
eligibility for a merit increase. Nothing in this notice shall be considered a
guarantee that you will or will not receive a merit increase or the amount
of such merit increase. The final decision on a merit increase may
consider facts and events that may occur after the date of this notice, as
well as information not readily available at the time of this notice. Finally
you may not be available for a merit increase if you have already reached
the maximum of your position’s salary range or otherwise have been
y-rated.”

An employee whose overall performance evaluation rating meets standards shall be
guaranteed to receive an annual merit increase until he/she reaches the maximum of the
salary range. The amount of such increase shall be subject to supervisor
recommendation and Department Head approval. If an employee feels he/she has not
received an annual merit increase reflective of his/her performance, the employee may
appeal the amount of the increase to the City Manager. The City Manager shall retain
final authority on the amount of the annual merit increase.

When a performance improvement plan is necessary, such plan must related to the
duties outlined in the employee’s position description and be designed to assist the
employee in achieving or maintaining a satisfactory rating.

ARTICLE 4
COMPENSATION

Salary Matrix:

The parties agree to implement a new salary matrix (attached hereto and incorporated
herein by reference as Appendix "A") with a minimum to maximum salary range for
each classification that shall be effective on July 1, 2016.

Cost of Living Adjustment (COLA):

Effective on July 1, 2017 and July 1, 2018, employees will receive a cost of living increase
based on the California Consumer Price Index (CPI) for All Urban Consumers in the Los
Angeles-Riverside-Orange County area for the one (1) year period of October to October
of the preceding year.
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4.3

4.4

4.5

Such annual COLA’s shall be a maximum of a two percent (2%) increase.

Bilingual Pay:

The City shall pay fifty dollars ($50.00) per month bilingual pay to such employees who
have proven proficiency in a foreign language and/or using American Sign Language.

Proficiency shall be shown by a standard examination program approved by the City.

Work Out of Classification:

An employee designated to act in a higher classification shall receive an extra five
percent (5%) of base salary as additional compensation for all time spent in the acting
position in excess of one (1) full pay period and continuing only until such time as the
employee is returned to their original job classification.

Classification and Compensation Study:

The City completed a comprehensive Classification and Compensation Study (“Study”)
in 2013. As a result of that Study, classifications were identified that were being
compensated below public service job market standards.

Effective July 1, 2016 each classification shall be placed on the new salary matrix
identified in Appendix “A”.

The parties have agreed to the placement of each employee on the new salary ranges,
with each employee receiving a minimum salary increase of two and one-half percent
(2.5%) effective July 1, 2016.

ARTICLE 5 Refer to below side letter dated
BENEFITS November 2016.

5.1\Health Benefits:

51.1 Medic surance:

51.1.1 The City s ay one hundred percent (100%) of the premiums for
medical health insuTance on behalf of each employee and his/her
eligible dependents until No er 30, 2016.

5.1.1.2 Cafeteria Plan:

Effective December 1, 2016 the City will convert to a Cafetert
which it pays a maximum contribution per month to each employeg,
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SIDE LETTER TO THE
2016 — 2019
MEMORANDUM OF UNDERSTANDING
BETWEEN
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 721
AND
THE CITY OF SAN JACINTO

The parties hereto agree to amend Section 5.1 ~ Heaith Benefits of Article 5 — BENEFITS of the
2016-2018 Memorandum of Understanding {MOU) between SEIU and the City as foliows:

5.1 1 nefits:
511 Medical Insurance:

5.1.1.1 The City shall pay one hundred percent (100%) of the
premiums for medical health insurance on behaif of each
employee and histher eligible dependents until
November 30, 2017.

51.1.2 Caleteria Plan:

Effective December 1, 2017 the City will convert to =
Cafeteria Plan in which it pays a maximum contribution
per month to each employee, based upon the employee’s
selection of health plan coverage, as follows:

Employee Only $ 77200
Employee + Child(ren) $1496.00
Employee + One (Two Party) $1607.00
Employee + Family $2116.00

Unit members hired between the first (1*) and the
fifteenth (15%) day of the month shall receive the
maximum contribution for the month of hire; unit
members hired between the sixteenth {16™) and the last
day of the month shall begin to receive the maximum
contribution on the first (1*') day of the following month,
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51.2

51.3

514

The purpose of the contribution is to purchase a medical
health insurance plan, through a City sponsored
provider, for the employee and his/her eligible
dependents,

Employees shall be responsible, through payroll
deductions, for the payment of any medical health
insurance plan premiums which are in excess of the
City’s monthly contribution.

Employees participating in the Cafeteria Plan shall
receive the balance of the City’s monthly maximum
contribution, if any remains after the payment of the
medical health insurance premiums, in cash-back or the
employee may opt to have the amount, or any portion of
the amount, deposited into a Deferred Compensation
Plan, up to the legal limits,

Effective on December i* of each year, the City's
maximum monthly contribution amounts shall be
increased by the same percentage increase, if any but not
to exceed five percent {§%]), in the highest cost medical
plan premium rate(s) for the new open enrollment
period.

Dental Insurance:

The City shall pay one hundred percent (100%) of the premiums
for dental insurance on behalf of each employee and hisfher
eligible dependents.

Vision Insurance:

The City shall pay one hundred percent {100%) of the premiums
for vision insurance on behalf of each employee and his/her
eligible dependents.

ne oviders:

The city shall continue to provide health benefit plans through
United Healthcare, Delta Dental, and Eye Med Vision Plan.
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516

Other providers may be used, if mutually agreed upon by the
parties hereto during the term of this MOU, and if they will
provide health benefit plans equal to or better than those in effect
on December 1, 2015.

nefi is0)

Effective January 1, 2009, an Advisory Committee was established
to study health insurance benefits annually. The Committee shall
consist of three (3) members appointed by the City management
and three (3) members appointed by the Union. The purpose of
the Committee is to review and recommend to the City all health,
dental, vision, disability, and life insurance programs including
cost.

Co-Pay Reim ent Pr i

5.1.6.1 Each employee will receive up to nine hundred dollars
($900.00) credit for co-pay reimbursements for eligible
medical expenses incurred during the period of July 1,
2015 through June 30, 2016, The reimbursement will be
contingent upon proof of the payment of a co-payment.
Such proof must be submitted to the City no later than
Cctober 1, 2016,

5.1.6.2 Effective July 1, 2016, each employee will receive up to
one thousand and twenty dollars ($1,020.00) credit for co-
pay reimbursements for eligible medical, dental, and
vision expenses incurred during the period of july 1, 2016
through November 30, 2016, The reimbursement will be
contingent upon appropriate proof of the payment of a
co-payment. Such proof must be submitted to the City
within ninety (90) days from the time the payment was
incurred.

5.1.63 This program only applies to Medical Health co-pays for
the period of July 1, 2015 through June 30, 2016.

Effective July 1, 2016 and thereafter, this program will
apply to Medical Health, Dental, and Vision co-pays.
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5.1.6.5

5.1.6.6

5.1.6.7

Employees with a medical waiver are eligible to
participate in the program. Such employees may submit
for eligible expenses incurred as of January 1, 2016.

Effective December 1, 2017, the City shall no longer be
required to provide each employee with an annual credit
for co-pay reimbursements.

Effective December 1, 2016, each employee will receive
up to five hundred and ninety-five dollars ($595.00)
credit for co-pay reimbursements for eligible medical,
dental, and vision expenses incurred during the period
of Decemberl, 2016 through June30, 2017. The
reimbursement will be contingent upon appropriate
proof of the payment of a co-payment. Such proof must
be submitied to the City within ninety (90} days frem
the time the payment was incurred.

Effective July 1, 2017, each employee will receive up to
four hundred and twenty-five dollars ($425.00) credit
for co-pay reimbursements for eligible medical, dental,
and vision expenses incurred during the period of
July 3, 2017 through November30, 2017, The
reimbursement will be contingent upon appropriate
proof of the payment of a co-payment. Such proof must
be submitted fo the City within ninety {90) days from
the time the payment was incurred,

Medical Waiver Option:

Effective July 1, 2016, employees who provide proof of adequate
comparable group medical coverage, provided by a previous
employer or a spouse/registered domestic partner, may opt to
waive enrollment in the City’s medical health insurance plan and
instead receive a monthly payment in cash-back or the employee
may opt to have the amount, or any portion of the amount,
deposited into a Deferred Compensation Plan, up to the legal

limits.
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This monthly payment is as follows:

Effective July 1, 2016 the payment shall be six hundred
dollars {($600.00).

Effective December 1, 2016 the payment shall be seven
hundred and fifty dollars ($750.00).

Effective December 1, 2017 the payment shall be equal to the
most current employee only maximum contribution amount
or seven hundred and fifty dollars {($750.00), whichever is
the higher amount.

/ *’//{’/{.ﬁf LO;/E,-.)/L G )] /m/_:u: G

Tim Hults Date Wendy Thomas Date
City of San Jacinto SEiU Local 721
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based upon the employee’s selection of health plan coverage, as

follows:
Employee Only $ 735.00
Employee + Child(ren) $1425.00
Employee + One (Two Party) $1530.00
Employee + Family $2015.00

Unit members hired between the first (1%) and the fifteenth (15%) day
f the month shall receive the maximum contribution for the month of
hixe; unit members hired between the sixteenth (16™) and the last day
of t
tirst (1) day of the following month.

month shall begin to receive the maximum contribution on the

The purpyse of the contribution is to purchase a medical health
insurance plgn, through a City sponsored provider, for the employee
and his/her eligible dependents.

Employees shall be responsible, through payroll deductions, for the
payment of any medical health insurance plan premiums which are in

excess of the City’s moxthly contribution.

Employees participating ir\the Cafeteria Plan shall receive the balance
of the City’s monthly maxinlym contribution, if any remains after the
payment of the medical health\ insurance premiums, in cash-back or
the employee may opt to have\the amount, or any portion of the
amount, deposited into a Deferred Compensation Plan, up to the legal

limits.

Effective on December 1+ of each year, the City’s maximum monthly
contribution amounts shall be increased\by the same percentage
increase, if any but not to exceed five percent\(5%), in the highest cost
medical plan premium rate(s) for the new open‘enrollment period.

Dental Insurance:

The City shall pay one hundred percent (100%) of the premi
insurance on behalf of each employee and his/her eligible dependeXts.

Vision Insurance:

The City shall pay one hundred percent (100%) of the premiums for Wision
insurance on behalf of each employee and his/her eligible dependents.
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5.1.6

Health Benefit Providers:

The city shall continue to provide health benefit plans through Pacific Care,
Delta Dental, and Eye Med Vision Plan.

Other providers may be used, if mutually agreed upon by the parties hereto
ring the term of this MOU, and if they will provide health benefit plans
1 to or better than those in effect on December 1, 2015.

Benefitd¢ Advisory Committee:

Effective
health insur

nuary 1, 2009, an Advisory Committee was established to study
ce benefits annually. The Committee shall consist of three (3)
members appoipnted by the City management and three (3) members appointed
by the Union.
the City all healt
including cost.

purpose of the Committee is to review and recommend to
dental, vision, disability, and life insurance programs

51.6.1 Each employee will receive up to nine hundred dollars ($900.00)
credit for co-pay reimbursements for eligible medical expenses
incurred during the petjod of July 1, 2015 through June 30, 2016. The
reimbursement will be coktingent upon proof of the payment of a co-
payment. Such proof must\be submitted to the City no later than
October 1, 2016.

5.1.6.2  Effective July 1, 2016, each emplo¥ee will receive up to one thousand
and twenty dollars ($1,020.00) credit for co-pay reimbursements for
eligible medical, dental, and vision \expenses incurred during the
period of Julyl, 2016 through \November 30, 2016. The
reimbursement will be contingent upon\appropriate proof of the
payment of a co-payment. Such proof must\pe submitted to the City

within ninety (90) days from the time the payment was incurred.

5.1.6.3 This program only applies to Medical Health co-p
July 1, 2015 through June 30, 2016.

s for the period of

Effective July 1, 2016, this program will apply to Medical Health,

Dental, and Vision co-pays.

5.1.64 Employees with a medical waiver are eligible to participaté\in the
program. Such employees may submit for eligible expenses inc\rred
as of January 1, 2016.
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5.1.6.5 Effective December 1, 2016, the City shall no longer be required to
provide each employee with an annual credit for co-pay
reimbursements.

51.7 aiver Option:

Effective July 1,°2016, employees who provide proof of adequate comparable
group medical cowerage, provided by a previous employer or a
spouse/registered domestie partner, may opt to waive enrollment in the City’s
medical health insurance plan®agd instead receive a monthly payment in cash-
back or the employee may opt to\have the amount, or any portion of the
amount, deposited into a Deferred Compensation Plan, up to the legal limits.

This monthly payment is as follows:

Effective July 1, 2016 the payment shall be six hun dollars ($600.00).

Effective December 1, 2016 the payment shall be equal to théxgost current
employee only maximum contribution amount ($735.00 as of Detember 1,
2016).

Uniform and Safety Equipment Allowances:

521 Uniforms:

The City shall continue to provide contract uniform service (provision and
cleaning) for unit members required to wear them during duty hours,
including Building Inspectors and Code Enforcement Officers.

522 Safety Equipment:
Additionally, the City will pay for any State or City required safety equipment.

5.2.3 Safety Boots/Shoes:

Should the State or the City require the employee to wear safety shoes/boots,
the City will reimburse the employee for actual expenditures for such
footwear, but in no sum greater than two hundred dollars ($200.00) in each
fiscal year.

The employee must provide a receipt for the safety shoes/boots to get
reimbursed. Employees may purchase as many safety shoes/boots as needed,
up to the allowed annual amount. Employees may purchase their safety
shoes/boots at any business they choose.
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54

5.5

Disability and Life Insurance:

Full-time unit members shall be entitled to participate in the Long Term Disability and
the Life and Accidental Death/Dismemberment insurance program currently in effect.

The Short Term Disability Insurance plan provided by the City is mandatory for all
employees in this unit, with the cost to be borne by the City.

The death benefit for any Life Insurance program shall be fifty thousand dollars
($50,000.00), at no cost to the employee.

Worker’s Compensation:

The City shall compensate unit members for a period not to exceed thirty (30) calendar
days after an industrial accident in the amount of the difference between worker’s
compensation insurance and the unit member’s regular salary.

After exhaustion of accumulated sick leave, the unit member may choose to supplement
the worker’s compensation through the use of vacation time accrued prior to the
absence. If the unit member so elects, the City shall pay the difference between the
worker’s compensation payment and the unit member’s salary.

In no event shall the additional compensation paid to the unit member by virtue of the
thirty (30) day benefit, sick leave or vacation leave, result in the payment of a total daily,
weekly or monthly compensation that exceeds the normal compensation of the worker.

Retirement:

The City provides employees with retirement benefits through the California Public
Employees' Retirement System (CalPERS).

5.5.1 In accordance with the California Public Employee’s Pension Reform Act of
2013 (“PEPRA”), for the purpose of retirement benefits through CalPERS,
employees are defined as either a “classic” or “new” member of CalPERS.

5.5.1.1 Definition of a “Classic” Member:

Any employee hired by the City on or prior to December 31, 2012; or
any employee previously employed by a CalPERS participating
public agency, hired by that agency prior to January 1, 2013, and who
becomes employed by the City with less than a six (6) month break in
service, or any employee who is eligible for reciprocity with another
California public retirement system.
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55.1

5.5.3

55.1.1

Definition of a “New” Member:

Any employee hired by the City or any other CalPERS participating
public agency, on or after January1l, 2013; or any employee
previously employed by a CalPERS participating public agency who
becomes employed by the City after a break in service of greater than
six (6) months; or any employee who is ineligible for reciprocity with
another California public retirement system.

Retirement formulas and calculations are based upon a combination of the

employee’s age, years of service, and annual pensionable compensation.

5.5.1.1.

55.1.1

5523

TIER I Retirement Formula:

For employees hired on or before August 22, 2011, the City contracts
with CalPERS to provide a “2.7% @ 55” plan. There is no cap on
annual salary that can be used to calculate final compensation. The
plan is based upon the single highest year salary.

TIER II Retirement Formula:

For employees hired between August 23, 2011 and December 31, 2012,
the City contracts with CalPERS to provide a “2% @ 55” plan. There is
no cap on annual salary that can be used to calculate final
compensation. The plan is based upon the single highest year salary.

TIER III Retirement Formula:

For “new” members hired on or after January 1, 2013, PEPRA
mandates a “2% @ 62” plan. There is a pensionable compensation cap
on annual salary used to calculate final compensation. The plan is
based upon a three (3) year average of salary.

The rate of contributions by both the City and each individual employee is
based upon applicable law and MOU provisions.

5.5.3.1

City Contributions:

55.3.1.1 For “Classic” Members:

The City will continue to contribute the full (100%) cost of
the employer's share.
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5.5.3.2

55.3.1.2 For “New” Members:

In accordance with PEPRA, the City will contribute half
(50%) of the normal costs, as determined by CalPERS each
year.

Employee Contributions:

55.3.2.1 For TIER I and TIER II Employees:

Each employee shall pay the employee’s contribution
(formerly paid by the City as the Employer Paid Member
Contribution or “EPMC”), but not to exceed eight percent
(8%).

5.5.3.2.2  For TIER III Employees:

In accordance with PEPRA, each employee shall
participate in equal (50%) cost sharing of the normal costs,
as determined by CalPERS each year.

The City’s contract with CalPERS provides additional optional benefits to

eligible employees.

5.54.1

554.2

5.5.4.3

Military Service Credit:

The City’s contract with CalPERS includes the option to purchase
Military Service Credit as Public Service (Government Code Section
21024). Accordingly, eligible employees with qualifying military
service may contact CalPERS and arrange to purchase, at their own
expense, up to four (4) years of service credit.

Annual Cost-of-Living Allowance:

The City’s contract with CalPERS provides the minimum Annual Cost-
of-Living Allowance Increase (Government Code Section 21335) of two
percent (2%).

Survivor’s Benefit:

The City’s contract with CalPERS provides the Fourth Level of 1959
Survivor Benefit (Government Code Sections 21574).
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5.6

5.7

5.5.4.4 Credit for Unused Sick Leave:

The City’s contract with CalPERS provides for Credit for Unused Sick
Leave (Government Code Section 20965). Upon retirement, an
employee may convert accumulated sick leave to retirement service
credit.

Mileage Reimbursement:

Should the City require an employee to use his/her personal automobile on City
business, the City shall reimburse the employee the per mile rate established by the
Internal Revenue Service (IRS) for such use. The City may establish rules and

regulations for the use of personal automobiles, including the requirement that the

employee maintain liability insurance in such amounts as the City may prescribe.

Nothing stated herein shall be construed to require that the City permit the use of a
personal automobile for City business. Each use of personal automobiles shall require
the approval of the City Manager or Department Head.

Tuition Reimbursement:

5.7.1

572

All regular employees are eligible to receive tuition reimbursement. Courses
must have begun after appointment and be in excess of the educational
standards for the position.

An example of this would be job-related college or university courses, or job-
related certification or vocational programs, when the specification for the
classification calls for high school graduation.

Effective July 1% of each year, employees attending job related classes at either a
California State University or University of California School shall be
reimbursed one hundred percent (100%), to a maximum of seven thousand five
hundred dollars ($7,500.00), for tuition, registration fees, parking fees and
textbooks required for the eligible courses during any fiscal year.

Employees attending job related classes at other schools, certification/licensure
programs, or vocational courses shall be reimbursed one hundred percent
(100%) for the first seven hundred and fifty dollars ($750.00) and then fifty
percent (50%) thereafter, to a maximum of seven thousand five hundred
dollars ($7,500.00) for tuition, course fees, program fees, certification fees,
testing, licensure, registration fees, parking fees and textbooks required for the
eligible courses or programs during any fiscal year.

Expenses for travel, lodging, meals, processing fees, transcript fees, materials
and any other costs are not reimbursable.

Page 18



5.7.3

574

575

5.7.6

5.7.8

579

5.7.10

5.7.11

5.7.12

For job related classes at other schools, employees shall be reimbursed up to
the dollar amount charged for the same number of units per term for a similar
course by California State University, except that those enrolled in University
of California (UC) courses shall be reimbursed up to the dollar amount charged
for the same number of units by the UC campus attended.

For job related -certification/licensure programs and vocational courses,
employees shall be reimbursed the actual costs paid, but not to exceed the
annual limits above.

Course work must be related to the employee's current occupation or to a City
classification to which the employee may be eligible for promotion within the
employee's current job series within the next five (5) years.

Academic courses must be taken at colleges or universities and approved by
the Western Association of Schools and Colleges. Courses or programs taken to
qualify for certification/licensure must be taken at institutions accredited to
confer those certifications/licenses.

Course work should not duplicate training which the employee has already
had, which is to be provided in-house, or previously taken courses unless
special approval has been granted by the Department Head and the Personnel
Department.

Courses may be approved which are required for the completion of the pre-
approved job-related major.

An example would be general education or elective requirements for the major
as stated in the school catalog.

Remedial courses or those taken as required for a non-approved major shall
not be eligible.

Classes related to the use of purchased City-approved computer equipment
may be authorized under the tuition reimbursement program if pre-approval is
granted before commencement of a non-accredited class.

Course work cannot be taken on City time and it must be certified that all
courses submitted "or approved" are taken on the employee's off-duty time.

A pre-approval form should be submitted to the Department Head and to
Personnel before the course work is begun to certify eligibility.

In order to be reviewed, each application must state exactly which units or
credits the employee is applying for and whether the courses submitted are
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5.8

6.1

5.7.13

5.7.14

5.7.15

core courses or recommended electives for the approved major or certification
program.

Reimbursement shall be submitted within three (3) months of completion of
the approved course with a minimum final grade of “C” or its equivalent. A
pass in a pass/fail course will be considered equivalent to a “C”.

Certification/licensure or vocational programs may be validated by submission
of the certificate/license or certificate of completion.

No reimbursement shall be made for audited or incomplete courses.

Employees must submit from the attendant institution an original certification
of major or certification program, fees paid and grade achieved in order to
have their application considered for reimbursement. These documents must
accompany the reimbursement application form in order to be processed.

No payback required if the employee separates more than one (1) year after the
class is completed. This payback provision does not apply to employees who
are laid off by the City or who separate as a result of a City/departmental
reorganization.

Health Club:

Effective September 1, 2016, the City shall no longer pay on behalf of each employee a

ten-dollar ($10.00) per month user fee for each employee utilizing a health club facility.

In lieu of this payment, the City agrees to increase the Co-Pay Reimbursement Program
for the remainder of calendar year 2016 by one hundred and twenty dollars ($120.00),
from nine hundred dollars ($900.00) to one thousand and twenty dollars ($1,020.00), for
each employee.

ARTICLE 6
LEAVES

Sick Leave:

6.1.1

Rate of Accrual:

Full-time unit members shall accrue sick leave at the rate of eight (8) hours per
month, beginning with the first day of employment.

Unit members hired between the first (1%) and the fifteenth (15*) day of the
month shall be credited with eight (8) hours of sick leave for the month of hire;
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6.1.2

6.1.3

6.1.4

6.1.5

6.1.6

6.1.7

unit members hired between the sixteenth (16") and the last day of the month
shall begin to accrue sick leave on the first (1**) day of the following month.

Maximum Accumulation of Sick Leave:

Sick leave may accumulate up to a maximum of nine hundred sixty (960) hours
per unit member.

Personal Sick Leave:

Sick leave with pay shall be allowed by the City whenever a unit member's
absence is due to the unit member's illness/injury or preventative care, which
prevented his/her attendance on the job and performance of duties on the day
of the absence, or as required by law.

Family Sick Leave:

Employees compelled to be absent for reason of illness or injury in the
immediate family may use up to one half (50%) of their annual sick leave
accrual each calendar year.

For this purpose, immediate family is defined as the employee’s child
(including but not limited to biological, adopted, foster, step, employee acting
in loco parentis, or any other form of guardianship), parent, sibling, registered
domestic partner, spouse, or step/in-law/grand relationships of all of these
categories.

Required Notice for Sick Leave Use:

Each unit member using sick leave must notify his/her immediate supervisor
within two (2) hours after the time set for beginning his/her daily duties or as
may be specified by the Department Head.

Medical Certification:

The City may require a medical certificate at any time if it has a reasonable
basis to believe an employee is abusing the sick leave policy. Upon such a
request, the City will articulate in writing the grounds for its reasonable basis.

A unit member absent on an approved sick leave for less than one (1) full
working day shall have his/her accumulated sick leave reduced by the number
of hours absent.

Page 21



6.1.8

6.1.9

6.1.10

6.1.11

If the absence is due to an off-duty accident, the City may request a written
memo from the unit member explaining the circumstances of the accident to
document the injury is non-work related.

Sick Leave Buy Back:

To qualify, an employee must have two (2) years of service with the City. Once
qualified, an employee may sell up to ninety-six (96) hours of sick leave back to
the City at the end of each calendar year. The employee must retain a
minimum of one hundred (100) hours of sick leave after receiving such
buyback. The buyback of sick leave will be included in the normal payroll
check for the first pay period in December of any calendar year.

Employees will not be evaluated on the usage of sick leave nor will sick leave
be part of the performance appraisal, unless the employee is suspected of
abusing sick leave.

Sick Leave Cash Out Upon Separation from Service:

Unit members, with five (5) years of service or more, who voluntarily terminate
employment or are subject to layoff, shall be paid for accrued sick leave earned,
up to ninety-six (96) hours prior to the effective date of termination or layoff.
The amount paid shall be based upon the bi-weekly accrual from January 1+
forward to the date of termination or layoff. The payment shall be made at the
employee’s hourly rate of pay at the time of termination or layoff.

6.2 Vacations:

6.2.1

Rate of Accrual:

Full-time unit members shall accrue vacation leave in accordance with the
following schedule:

6.2.1.1 During the first three (3) years of service, unit members shall accrue
eighty - (80) hours of vacation per annum.

Unit members shall be eligible to take vacation leave after serving six
(6) months with the City and having passed probation. Under
extraordinary circumstances City may, in its discretion, permit a unit
member to take vacation days prior to completion of six (6) month of
service with City.

6.2.1.2  After three (3) full years of service, unit members shall accrue one
hundred twenty (120) hours of vacation per annum.
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6.2.2

6.2.3

6.2.4

6.2.1.3  After six (6) full years of service, unit members shall accrue one
hundred forty-four (144) hours of vacation per annum.

6.2.1.4 After ten (10) full years of service, unit members shall accrue one
hundred sixty (160) hours of vacation per annum.

6.2.1.5  After fifteen (15) full years of service, unit members shall accrue one
hundred sixty-eight (168) hours of vacation per annum.

6.2.1.6  Unit members hired between the first (1) and fifteenth (15%) of the
month shall be credited as per MOU Section 6.2.1.1 of vacation leave
for the month of hire; unit members hired between the sixteenth (16%)
and the last day of the month shall begin to accrue vacation leave on
the first (1**) day of the following month.

Maximum Accumulation:

The maximum on vacation accumulation shall be equivalent to what an
affected employee would earn during a two (2) year period of time at the
employee's then existing rate of accrual. If an employee reaches his/her
maximum accumulation of vacation, then no additional vacation hours shall be
accumulated, and the employee shall receive payment for the excess hours
accrued in the same pay period in which they are earned, until the employee
has utilized vacation so as to cause less than (2) years of vacation accrual to
remain in the employee's account.

Holidays occurring during Vacation Leave:

In the event one (1) or more holidays fall within an annual vacation leave, such
holiday shall not be charged as vacation leave, and the leave shall be extended
accordingly.

Vacation Buy Back:

Vacation Buy Back can be requested by an employee up to a maximum of
eighty (80) hours of unused vacation per fiscal year. To be eligible to sell back
accumulated vacation time an employee must have, during the twelve (12)
months immediately preceding the date of Vacation Buy Back, actually utilized
at least eighty (80) hours of vacation time. Vacation Buy Back can be requested
at any time during the fiscal year, and must be approved by the City Manager.
Vacation Buy Back shall be at the current rate of pay.
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6.3

6.4

6.5

6.2.5

Vacation Cash Out Upon Separation from Service:

Unit members who terminate employment shall be paid in a lump sum for all
accumulated vacation leave earned prior to the effective date of termination, at
the hourly rate of pay at the time of termination.

Military Leave:

Military leave shall be granted in accordance with the applicable provisions of State and
Federal law.

[ury Leave:

Any employee who is called or required to serve as a trial juror shall be entitled to a

leave of absence during the period of such service or while necessarily being present in

court as a result of such call. Under such circumstances, the employee shall be paid the

difference between his/her full salary and any payment received by him/her, except
travel pay, for such duty.

Extended Leaves of Absence:

6.5.1

6.5.2

Unpaid Leave of Absence:

The City Manager may, upon written request of a regular full-time employee,
grant a leave of absence without pay for a period not to exceed one (1) year.

Leave shall be granted solely within the discretion of the City Manager and
shall not be granted should circumstances require that the position be filled
due to staffing needs.

Failure on the part of the employee on leave to report to the City Manager
promptly at the expiration of the leave, or within a reasonable time after notice
by the City Manager to return to duty after such leave shall be cause for
discharge.

Leave for Non-Work Related Injury/Illness:

Upon a non-work related injury or illness that prevents an employee from
returning to work, the City Manager may, upon written request, grant a leave
of absence without pay for a period not to exceed one (1) year.

Leave shall be granted solely within the discretion of the City Manager and
shall not be granted should circumstances require that the position be filled
due to staffing needs.
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6.6

6.7

6.8

Prior to granting of any leave, the employee must have exhausted all
accumulated sick leave and vacation time.

During the period wherein the employee is using accumulated sick and
vacation leave, the City shall continue to pay for health benefits and provide
cafeteria plan contributions in the amounts applicable in MOU Section 5.1.
After the exhaustion of sick and vacation leave, and whether or not leave is
granted or employment terminated due to a non-work related illness or injury,
the City shall continue payment of health benefits and provide cafeteria plan
contributions pursuant to MOU Section 5.1 for a period of one (1) month past
termination or the granting of leave without pay.

Bereavement Leave:

Each unit member may take up to three (3) days Bereavement Leave in the event of the
imminent death, or death, of a member of the immediate family.

Such Bereavement Leave may be increased up to a total of five (5) days in the event the
immediate family member is located more than five hundred (500) vehicular miles from
the City of San Jacinto and the unit member actually travels to visit the family member
or attend services.

The immediate family means the unit members' spouse, registered domestic partner,
child, parent, parent-in-law, brother or sister, grandparent or grandchild, and may
include the unmarried partner maintaining a marital-type relationship with the unit
member provided said partner resides with the unit member. Should leave be requested
for a qualified event involving a non-married partner, the City Manager may request
certification from the unit member as proof of said relationship.

Unauthorized Leave of Absence:

Any employee who is absent without authorization for three (3) working days shall be
considered to have resigned from their position with the City by reason of
abandonment. An unauthorized leave of absence during part of a day constitutes an
unauthorized absence for the entire day.

Leave for Personal Business/Emergencies:

A unit member shall be allowed to use up to thirty (30) hours of accumulated leave,
excluding sick leave, per calendar year, for the purpose of attending to personal
emergencies or unanticipated personal business that may arise during his/her regularly
scheduled work hours.
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7.1

Such requests for personal leave do not require any advance notice, as may normally be
required for the use of vacation leave or compensatory time off, and are subject to the
approval of the membet’s supervisor or Department Head.

It is understood that such requests will generally be granted unless business necessity

and/or staffing needs require the unit member to work as scheduled.

ARTICLE 7
HOLIDAYS

Recognized Holidays:

The City shall recognize the following paid holidays:

7.1.1

7.1.2

7.1.3

714

7.1.5

7.1.6

7.1.7

7.1.8

7.19

7.1.10

7.1.11

7.1.12

7.1.13

New Year's Day (January 1<)

Martin Luther King (3 Monday in January)
President's Day (3¢ Monday in February)

Memorial Day (last Monday in May)

Independence Day (July 4t)

Labor Day (1 Monday in September)

Veteran's Day (November 11t)

Thanksgiving Day (4" Thursday in November)

The day after Thanksgiving (4™ Friday in November)

Christmas Eve — Half (2) day (only if December 24 falls on a Tuesday,
Wednesday or Thursday) or one (1) full day (only if December 24t falls on a
Monday)

Christmas Day (December 25t)

New Year’s Eve — Half (%) day (only if December 31% falls on a Tuesday,
Wednesday or Thursday) or one (1) full day (only if December 31+ falls on a
Monday)

Two (2) floating holidays each fiscal year
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7.2

7.3

74

7.5

7.6

7.7

8.1

Employees shall receive holiday pay for the number of hours regularly scheduled for
that date. If the holiday falls on a regularly scheduled day off, the employee shall receive
ten (10) hours of holiday pay.

Holidays, excluding Christmas Eve and New Year’s Eve, falling on Saturday shall be
observed on the preceding Friday.

Holidays, excluding Christmas Eve and New Year’s Eve, falling on Sunday shall be
observed on the following Monday.

Working on a Holiday:

In the event an employee is required to work a regular shift on a holiday, the employee
shall receive time and one-half (1'2) for all hours worked plus the holiday pay.

Holiday Time Bank:

An employee required to work on a holiday may elect to bank the holiday time, in lieu
of the holiday pay as set forth in MOU Section 7.5 above, to be used at a later date at the
employee’s discretion provided such use does not conflict with the City’s scheduling
needs.

Such holiday time may be banked to a maximum accumulation of forty (40) hours.

All accumulated holiday time shall be paid out at the employee’s current rate of pay at
the time of separation from service.

Each department will adopt rules pertaining to the required advance notice to be given
prior to the use of floating holidays.

ARTICLE 8
WORKING HOURS AND OVERTIME

Working Hours:

Employees will continue to work the four (4) ten (10) hour days, to complete a forty (40)
hour workweek, with each Friday off.

The employee work schedules will be arranged so that City services will be open
Monday through Thursday every week.

Public service hours will be 8:00 A.M. to 5:00 P.M. and employee lunch breaks will be
staggered so City Hall remains open to the public during these hours. The City will
ensure the finance window and development services counter is staffed with a
minimum of two (2) employees at all times.
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8.2

8.3

8.4

Overtime:

Overtime shall be paid at time and one-half (12) for hours worked in excess of forty (40)
hours in one (1) workweek.

Vacation, holiday, paid union release time, and compensation leave shall be considered
time worked for the purposes of computing overtime.

Mandatory Overtime Shifts:

The City has the ability, in its sole discretion, to require employees to work overtime.

When a mandatory overtime shift is necessary, the City will first seek volunteers to
complete the shift. If there is more than one (1) volunteer for an overtime slot, the City
will select the volunteer with the most seniority. Thereafter, overtime shift assignments
will be made on a rotational basis according to seniority. If there are no volunteers for an
overtime shift, the City will assign the shift in accordance with reverse seniority on a
rotational basis.

In no circumstance shall the City be required to assign an individual to work an
overtime shift when that individual is not qualified to perform that work.

This provision applies to overtime shifts only and does not apply to overtime work
necessary for an individual to complete the tasks of his/her regular shift in a given day.

Compensatory Time:

A Fair Labor and Standards Act (FLSA) non-exempt employee may opt to accrue
compensatory in lieu of overtime.

Compensatory time may accumulate up to a maximum of one hundred and twenty (120)
hours.

Compensatory time shall be calculated at one and one-half (1%2) times the number of
hours worked over forty (40) hours during the established workweek.

Compensatory time must be reported on the employee's time card and submitted to the
payroll department.

Employees shall be encouraged to use compensatory time as quickly as possible
depending on the workload of the assigned department. An employee must submit a
request to use compensatory time at least two (2) weeks in advance.
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8.5

8.6

8.7

Time Not Considered As Compensable Time:

The following activities shall not be considered as time worked, except as provided for
in this MOU:

8.5.1 Meal breaks, except as authorized by this MOU.
8.5.2 Leave of absence, bereavement leave, jury duty, family sick leave, or sick leave.

8.5.3 All travel time to work and returning home in either personal or City vehicle,
related to regularly scheduled work.

8.5.4 All time in off-duty voluntary training assignments (homework, study time,
mealtime, sleep time, etc.).

8.5.5 All off-duty travel related to MOU Section 8.5.4.
8.5.6 All time putting on and taking off uniforms.

8.5.7 All time for personal preparation and clean up.
8.5.8 All off-duty time spent in vehicle and equipment.

8.5.9 All time worked for which unit employees have already been paid at one and
one-half (1%2) times their regular rate of pay within their seven (7) day work
period.

8.5.10  All time assigned on uncontrolled standby assignment and/or assigned recall
devices.

8.5.11  Any time not authorized as work time under the FLSA.
Rest Periods:

Employees of the City shall be eligible to receive one (1) rest period, not to exceed fifteen
(15) minutes, in any four (4) consecutive hours of work. The employee’s immediate
supervisor shall coordinate the scheduling of the rest period.

Overtime Meal Policy:

When an employee is required to work continuous, unplanned overtime for two (2)
hours or more beyond his/her regular shift, he/she shall be provided with a meal and a
reasonable amount of time to eat the meal. In the event the employee is not provided
with a meal, or he/she shall receive a meal stipend of fifteen dollars ($15.00).
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8.8

8.9

Standby Pay:

An employee assigned to standby duty shall receive two (2) hours pay at the regular
hourly rate for each day that the employee is assigned to standby.

Call Back Pay:

8.9.1

8.9.2

8.9.3

Physical Call Back:

If called back to perform work on behalf of the City at a physical location, the
employee shall receive a minimum of two (2) hours pay, at the appropriate
overtime rate of pay, for each call back received when the employee is off duty.

For example, if an employee is called back to perform work at a physical
location, and receives a second (2") call back assignment while still on duty for
the first (1) call back, only one (1) two (2) hour minimum shall apply. Any
hours worked in excess of two (2) hours shall be credited on a time and one-
half (1'2), or portion thereto, basis for actual time worked.

Telephone Call Back:

If required to answer, respond to, or make a telephone call on behalf of the City
outside of his/her regular work hours, the employee shall receive a minimum
of thirty (30) minutes pay at the appropriate overtime rate of pay for each
telephone call answered, responded to, or made on behalf of the City when the
employee is off duty.

For example, if an employee responds to a telephone call, and receives a
second (27) telephone call while still on duty for the first (1) telephone call,
only one (1) thirty (30) minute minimum shall apply. Any hours worked in
excess of the thirty (30) minutes shall be credited on a time and one-half (1%2),
or portion thereto, basis for actual time worked.

Remote Call Back:

If required to perform work from a remote location (i.e. accessing a database
such as SCADA), the employee shall receive a minimum of one (1) hour pay at
the appropriate overtime rate of pay for each callback received when the
employee is off duty.

For example, if an employee responds to an alarm on SCADA, and receives a
second (2"9) alarm while still on duty for the first (1%) alarm, only one (1) one
(1) hour minimum shall apply. Any hours worked in excess of the one (1) hour
shall be credited on a time and one-half (12), or portion thereto, basis for
actual time worked.
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8.10

8.11

9.1

894 Call Back Absent Stand By Assignment:

For employees not assigned to standby, call back duty occurs when an
employee is requested or ordered to perform work on behalf of the City, and
thereafter performs work during a non-regularly scheduled work shift. Call
back pay does not occur when an employee is held over from his/her prior
work shift.

8.9.5 Start of Call Back Pay:

Call back pay commences upon receipt of the request, or need, to perform
work on behalf of the City.

Attendance:

Employees shall be in attendance at their work in accordance with the rules regarding
hours of work, holidays, and leaves. All departments shall keep daily attendance
records of employees, which shall be reported to payroll on the appropriate form.
Absence without leave shall be cause for discipline, up to and including discharge.

Employees shall make every effort to schedule personal appointments outside their
working hours. The City will maintain records of employee attendance to identify
critical and chronic attendance problems. Employee attendance, which has become a
documented problem, will be reviewed and evaluated during the employee's annual
performance evaluation.

Well Rounds:

Employees who are assigned to perform weekend and holiday well rounds will be paid
a minimum of three (3) hours of work at the rate of time and one-half (1%2) of his/her
regular rate of pay. Any additional time required to complete the well rounds will be
paid at the appropriate overtime rate for the time actually worked.

ARTICLE 9
UNION RIGHTS

Agency Shop:

The City and the Union mutually understand and agree that pursuant to Government
Code Section 3502.5, all employees in the unit have the right to join, or not join, the
Union. The parties have agreed to an agency shop arrangement, which requires that as a
condition of continuing employment, employees in the unit must either join the Union,
pay to the Union a service fee in lieu thereof, or establish a religious exemption there
from.
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9.1.1.

9.12

9.1.3

Membership Dues:

An employee who chooses to join the Union shall pay the membership dues
uniformly required of SEIU Local 721 members.

9.1.1.1 Maintenance of Membership:

All unit members who, on the fifteenth (15%) day following the
ratification of this MOU or thereafter, are members of the Union in
good standing shall maintain membership in the Union, including
payroll deductions in accordance with MOU Section 9.1.1 above, for
the term of this MOU.

Every employee who is a member of the Union shall have a right to
withdraw from membership between April 1% and April 15" in the
year of expiration of this MOU. To withdraw from membership, the
employee shall notify SEIU, in writing, of their termination of
authorization for union dues payroll deductions. Such notification
shall be delivered in person, or by United States mail, and should be
in the form of a letter, signed and dated by the individual employee,
containing the following information: employee name, employee
identification number, job classification, employer’'s name, and a
statement of request to cancel union dues payroll deductions for
SEIU.

Service Fees:

Any employee who chooses not to join the Union, and who is employed in the
bargaining unit, shall make payment of service fees in lieu of dues to the
Union. Such payments shall not exceed the periodic dues uniformly required
of members.

Religious Objector:

Any employee, who because of bona fide religious tenets or teachings of a
church or religious body which has historically held conscientious objections to
joining or financially supporting public employee organizations and of which
such employee is a member, may request a religious exemption. To be
considered for such exemption, the employee is required to submit a written
request for exemption, in accordance with the Union’s policies regarding
religious objectors. Upon approval of such request, the Union shall submit the
withheld funds, deducted in an amount equal to dues/service fees, to a non-
religious, non-labor charitable organization exempt from taxation under
Section 501(c)(3) of the Internal Revenue Code, to be chosen by the employee.
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9.2

9.3

Payroll Deductions:

The City agrees to deduct Union membership dues and payments in lieu of dues, such
as service fees or charitable deductions for religious objectors, each pay period from
employee’s paychecks, effective the first (1) of the month following employment.

The aggregate deductions of all employees shall be remitted, together with an itemized
statement, to the Union no later than five (5) days following the first (1%) of each month.

The itemized statement shall include each employee's name, mailing address, telephone
number, employee identification number, fair share identification (i.e. member dues,
service fee payer, religious objector, etc.), classification, amount deducted, and the
identification of any changes in employment status (i.e. new hire, retired, promoted,
demoted, terminated, on leave without pay, or on disability, etc.).

Employee authorization for payments shall be made on a form provided by the Union.
The City, however, will deduct the appropriate amounts from an employee's paycheck,
which have been identified by the Union, whether or not the appropriate deduction
form has been received.

The City agrees to allow voluntary payroll deductions, for the SEIU Local 721
Committee on Political Education (COPE) Fund, in an amount that the employee
specifies in writing. The amount collected on behalf of SEIU Local 721 for COPE
contributions will be forwarded monthly to the Union office with the membership dues
and other payments.

The Union agrees to indemnify and hold harmless the City for any loss or damage
arising from the operation of this section. It is also agreed that neither any employee nor
the Union shall have any claim against the City for any deductions made or not made
unless a claim of error is made in writing to the City within ninety (90) calendar days
after the date such deductions were or should have been made.

Stewards and Representatives:

Employees officially selected by the Union to act as union representatives shall be
known as "stewards." The names of the employees selected as stewards and the names
of union representatives shall be certified in writing to the City by the Union.

Activities of stewards, except for the investigation or processing of a grievance, shall not
unnecessarily interfere with their own or other employees' regular work assignments.
Contacts between stewards and employees of the Union, except as provided herein,
shall normally be made outside of regular working hours. Reasonable advance notice
shall be given to the supervisor when a steward desires to be away from his/her duty
assignment.
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9.5

9.6

9.7

9.8

Bulletin Boards:

The Union will be allowed to use pre-designated bulletin boards in each department to
post notices regarding union business. No offensive material shall be posted. The Union
shall limit its posting of notices and bulletins to such bulletin boards.

Visits by Union Representatives:

With advance notice to the City Manager, the City agrees that certified representatives of
the Union shall have reasonable access to the premises of the City during working hours
for the purpose of assisting in the administration of this MOU. Such access shall not
unnecessarily disrupt the work of City employees.

Negotiations:

A maximum of three (3) employees may participate in negotiations held during duty
hours without loss of any compensation or benefits. This includes all bargaining sessions
where the parties mutually agree to meet during such employee on-duty time and any
required caucus time which may be related to bargaining.

In no instance shall this Section result in overtime compensation to the employee(s).

In the event more than one (1) employee from a department is engaged in negotiations,
operational requirements shall be considered prior to more than one (1) employee being
allowed to participate.

Labor-Management Committee (LMC):

The City and the Union shall each appoint not less than two (2) members to an LMC.
The LMC shall meet when mutually agreed by the parties at a mutually convenient time
and place to discuss any matters pertinent to maintaining good employer-employee
relationships.

Each party shall advise the other at least two (2) working days prior to such meeting of
the subject matters they wish to discuss.

Union members shall not lose any compensation or benefits for attendance at LMC
meetings conducted during duty hours.

Union Access to New Employees:

The City will provide the Union the opportunity meet with newly hired employees
during the new employee's orientation process.
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9.9

9.10

10.1

10.2

Reporting Requirements:

The City will provide the Union with a list of the following for each employee on a
quarterly basis: name, employee identification number, date of hire, any change in
employment status (i.e. hired, promoted, demoted, retired, transferred, separation from
service, etc.) and effective date of such change, job title, home address, mailing address
(if different), home phone number, cell phone number (if known), work address, salary
step and rate of pay.

The list shall be submitted in a usable electronic format, preferably Excel, to no more
than two (2) union representatives who have been designated in writing by the Union.

Union Release Time:

The City agrees to provide an annual time bank of sixty (60) hours of paid union release
time each calendar year to be used by the Union for unit members, who are recognized
representatives of the Union (i.e. officers, councilmembers, stewards, etc.), to participate
in training opportunities and meetings.

No more than two (2) employees may be released at a time under this provision.

Hours on paid union release time shall be deemed as hours worked for the purpose of
the payment of overtime and receipt of benefits.

The Union agrees to provide the City with at least a seven (7) day advance notice prior
to the event.

Any unused time shall expire on December 31+ of each year.

ARTICLE 10
LAYOFF PROCEDURE

When the City orders a reduction in the work force, the layoff of unit members shall be
based upon seniority within the classification. Contract employees shall be laid off prior
to any permanent employee(s).

Seniority Date:

A unit member's seniority date shall be the first day he/she rendered service for City.
The seniority date of a returning unit member, after resignation or termination, shall be
the first working day after the break in service.
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10.3

10.4

10.5

10.6

10.7

10.8

Introductory Employees:

Unit members on introductory status (new employees and promotional employees) shall
be laid off before permanent employees in the same classification.

Ties in Seniority:

Unit members in the same classification with equal seniority shall be laid off based upon
past performance ratings and relative ability as determined by the City.

Voluntary Reduction in Rank:

A unit member who is subject to layoff may, in lieu of layoff, choose to take a reduction
to a lower classification, provided he/she gives written notice to his/her Department
Head ten (10) calendar days after receiving a notice of layoff. In order to exercise
bumping rights, the unit member must have previously served in the lower
classification, and he/she must have seniority over the unit member who would be
displaced.

Notice:

The City shall give affected unit members written notice fourteen (14) days prior to the
effective date of the layoff. Under emergency circumstances, the notice period may be
shortened.

Re-employment:

Unit members who are laid off, or took a voluntary reduction in rank, shall be re-
employed in the reverse order of their layoff or reduction in rank. Unit members laid off
or taking a voluntary reduction in rank shall be maintained on the reemployment list
until such unit member once refuses to accept reinstatement, or for two (2) years,
whichever occurs first.

Contracting Out:

10.8.1  The City will provide the Union at least sixty (60) calendar day's written notice
its intention to contract out work which is currently being performed by
bargaining unit members.

10.8.2  Upon request, City representatives will meet with Union representatives to
explain the rationale for the subcontracting or contracting decision. If there are
formal studies, which were used to determine the feasibility, cost benefit,
efficiency or other aspects of the proposal, these reports will be shared with the
Union.
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11.1

11.2

11.3

114

10.8.3  The City representative will consider the Union’s proposals to accomplish the
same work at competitive efficiency and cost levels, provided such proposals
are submitted in writing no later than forty five (45) days following the City's
notice.

10.84  The City Council shall retain sole authority to decide whether or not to contract
out and the provisions of MOU Section 10.8 shall not limit the City Council's
authority to enter into such a contract for any City services.

ARTICLE 11
GRIEVANCE PROCEDURE

Grievance:

A "grievance" shall mean a written allegation by a unit member, or the Union, that a
violation, misinterpretation or misapplication of the specific terms of this MOU has
occurred.

A disciplinary action shall not be grievable under this grievance procedure and is
appealable under the disciplinary appeal process in City's Personnel Policies and
Procedures Manual.

Representatives:

The unit member, the Union, administrator or the City may be represented during any
step of the procedure by any person designated by such party to act in his/her behalf,
except unit members may only use a certified union representative from SEIU Local 721
as the exclusive represented bargaining agent for the General Unit employees.

Days:

Reference to days regarding time periods in the procedure shall mean workdays. A
workday is defined as a Monday, Tuesday, Wednesday, and Thursday, which is not
designated as a holiday under the terms of this MOU.

Time Limitation and Waiver:

A grievance shall not be valid unless it is submitted to the City's designee, on the
prescribed form, setting forth the facts and the specific provision(s) of the MOU
allegedly violated and the particular relief sought, within fifteen (15) days after the date
the event giving rise to the grievance occurred. Failure to appeal a grievance from one
level to another within the time periods provided shall also constitute a waiver of the
grievance.
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11.5

11.6

11.7

11.8

11.9

Failure by the City’s representative to issue a decision within the time periods provided
herein shall constitute a denial of the grievance and the grievant may appeal to the next
level. The City’s representative, prior to issuing a decision at Step 1 or Step 2, shall meet
with the grievant and his/her representative, if any.

Informal Conference:

Prior to filing a grievance, the unit member must discuss the grievance with his/her
immediate supervisor to attempt to resolve the alleged grievance informally.

Step 1:

If the grievance is not resolved through the informal conference with the immediate
supervisor, the unit member must file a grievance with his/her Department Head within
the time prescribed in MOU Section 11.4 above.

The Department Head shall give his/her written decision to the grievant within ten (10)
days after receipt of the grievance.

Step 2:

If the grievance is not resolved at Step 1, the grievant shall have ten (10) days after
receipt of the Step 1 decision to file a written appeal to the City Manager.

The City Manager shall give his/her written decision to the grievant within ten (10) days
after receipt of the appeal.

After a decision is issued at Step 2, and prior to appeal to Step 3, the parties may jointly
agree to submit the dispute to the State Mediation and Conciliation Service (SMCS) for
mediation.

If the dispute is not resolved in mediation the grievant shall have (5) days after the
meeting date with the mediator to appeal to Step 3.

Step 3:

In the event the grievance is not resolved at Step 2 or mediation, the grievant shall have
five (5) days after the receipt of the Step 2 decision or five (5) days after the last day of
mediation, whichever is applicable, to file a written appeal with the City Manager for a
hearing before the City Council.

Such appeal shall be filed with the City Clerk no later than the next regularly scheduled
council meeting.
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11.10

11.11

The City Council shall give the grievant written notice of the date and time of the
hearing which shall be conducted within forty five (45) days after such notice is given.

Hearing Procedure:

The hearing shall be conducted before the City Council in executive session. Both parties
may call witnesses, cross-examine witnesses and introduce exhibits into evidence. The
Mayor or his/her designee shall determine matters of procedure and rules on questions
of evidence. The grievant may, if he/she chooses, be represented by a certified union
representative or counsel.

Final Decision:

Within twenty (20) days after the hearing, the Council shall give its written decision to
the grievant, which decision shall be the final administrative decision and binding,
subject to judicial review pursuant to California Code of Civil Procedure Section 1094.5.

ARTICLE 12
PERSONNEL FILE

The City, within five (5) working days from the day of the employee’s request, shall provide an

employee the opportunity to review the employee's personnel file. Copies of the contents of this

tile requested by the employee shall be provided at no cost to employee. The official personnel

tile shall be maintained by the City Personnel Department.

The employee may respond in writing to any item placed in the employee’s personnel file. Such

written response will become a part of the file.

Employees shall have the opportunity to review and shall sign any personnel document that
reflects an adverse personnel action prior to such document being entered into the employee’s
personnel file. The employee’s signature does not necessarily indicate agreement, and each

document shall indicate so.

ARTICLE 13
DRUG AND ALCOHOL FREE WORKPLACE POLICY

Unit members shall be subject to the City’s Drug and Alcohol Free Workplace Policy.

ARTICLE 14
POLICY AGAINST EMPLOYEE HARASSMENT

Unit members shall be subject to the City's Policy Against Employee Harassment as set forth in
the City’s Personnel Policies and Procedures.
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ARTICLE 15
NON-DISCRIMINATION

The City and SEIU shall comply with applicable Federal and State laws governing fair
employment practice and equal opportunity. The City and SEIU shall not unlawfully
discriminate for or against any person based on race, creed, color, religion, national origin, sex,
age, political opinion, physical handicap, medical condition, marital status, disability, sexual
orientation, or because of membership in, or activities on behalf of or in opposition to, the
Union.

ARTICLE 16
SEVERABILITY CLAUSE

Should any provision of the MOU, or any application thereof, be unlawful by virtue of any
Federal, State or local laws and regulations, or any court decision, such provision shall be
effective and implemented only to the extent permitted by such law, regulation or court
decision.

In the event of such invalidation, the parties agree to meet and confer, within thirty (30) days of
a written request, in good faith to determine an alternate and economically equitable as
applicable, clause or provision. But in all other respects, the provisions of the MOU shall
continue in full force and effect for the term thereof.
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MEMORANDUM OF UNDERSTANDING
SEIU LOCAL 721 & CITY OF SAN JACINTO
July 1, 2016 through June 30, 2019

SEIU Local 721 City of San Jacinto, California
—_ F—
( ILM V. £n / gy j""-""g ’(j":)
WENDY THOMAS, CHIEF NEGOTIATOR TiM HULTS, CHIEF NEGOTIATOR
SEIU LocAL 721 CITY MANAGER
i ARTHUR “JOE” MULLEN MIKE EMBERTON
CHAPTER REPRESENTATIVE INTERIM HR DIRECTOR

S
C-— ""‘*’4 ’&M{‘ZMV

{# CAROLYN DURDEN
HUMAN RESOURCES

ERIC SMITH ROGER K. CRAWFORD
CHAPTER REPRESENTATIVE CITY ATTORNEY
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EXECUTION OF THE NEW AGREEMENT

This MOU has been ratified on August 11, 2016 by a simple majority vote of unit employees
who are in classifications represented by SEIU Local 721 as set forth in this agreement.

This MOU was then approved by a majority vote of the City Council of the City of San Jacinto
on September 6, 2016.

Following its execution by the parties hereto, the City shall implement its terms and conditions
by appropriate lawful action.

b
In witness whereof, the parties hereto have cause for this agreement to be executed this I (7 -
day of September 2016.

SEIU Local 721 City of San Jacinto, California
AN
L Ao /n
Wendy Thomas Tim Hults
Chief Negotiator City Manager
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APPENDIX “A”

SALARY MATRIX

Effective July 1, 2016

Classification saroe I MIN Range | MID Range R'\gﬁ;(e
ADMIN CLERK | 1 $32,207 $37,038 $41,869
ADMIN CLERK II 2 $36,352 $41,805 $47,258
ACCOUNT CLERK | 2 $36,352 $41,805 $47,258
ACCOUNT CLERK Il 3 $40,071 $46,082 $52,092
MAINT WORKER | 2 $36,352 $41,805 $47,258
MAINT WORKER I 3 $40,071 $46,082 $52,092
LANDSCAPE INSPECTOR 5 $44,202 $53,042 $61,883
CODE ENFORCEMENT OFFICER 6 $48,578 $58,294 $68,009
BUILDING INSPECTOR | 6 $48,578 $58,294 $68,009
BUILDING INSPECTOR I 7 $53,567 $64,280 $74,994
WASTEWATER COLLECTION SYSTEM OP | 4 $41,527 $49,832 $58,138
WASTEWATER COLLECTION SYSTEM OP II 5 $44,202 $53,042 $61,883
WATER DISTRIBUTION OP | 4 $41,527 $49,832 $58,138
WATER DISTRIBUTION OP I 5 $44,202 $53,042 $61,883
WATER PRODUCTION OP | 6 $48,578 $58,294 $68,009
WATER PRODUCTION OP II 7 $53,567 $64,280 $74,994
LEAD OPERATOR - STREETS 6 $48,578 $58,294 $68,009
LEAD OPERATOR - STORM DRAINS 6 $48,578 $58,294 $68,009
LEAD OPERATOR - WATER 6 $48,578 $58,294 $68,009
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