Tentative Agreement - February 16, 2024

MEMORANDUM OF UNDERSTANDING
20240 — 20274
COUNTY OF RIVERSIDE
AND

SERVICE EMPLOYEES INTERNATIONAL
UNION, LOCAL 721



TABLE OF CONTENTS

[0 A I 10 11 1 T 1
F N I (O ot R = P 4
ARTICLE 2 REC OGN T ION .. ettt ettt ettt ettt ettt et e et e e et e et et e e e e enraens 4
ARTICLE 3 FULL UNDERSTANDING, MODIFICATION AND WAIVER ..o, 5
ARTICLE 4 MANA GEMEN T RIGH T S ..ttt aens 6
ARTICLE 5 WORKWEEK, OVERTIME AND PREMIUM PAY ..o 8
SECTION 1. WV ORKWEEK .. tttttttttttestas e s taeeaeea e s e s e e s e e e st e e e e e e e s e e e e e e et et a e et e s e e ea s e e e sensenrenneens 8
SECTION 2. (@Y7 == SRR 11
SECTION 3. g =Y LT N 22T 16
ARTICLE 6 PAY P RA CT I ICES ..ottt ettt ettt ettt ettt ettt ettt ettt e e e e earenrenans 55
SECTION 1. VI ERIT INCREASE ..ttuittteeteee ettt ettt e e et et s ea s ea et e e e s e e e st s easea e e s e s essansensensensennennns 56
SECTION 2. AANNIVER SARY AT E S .eiitititi ettt ettt et ettt ettt e e e et e e et e et e e e e e e e e e e e eanaanns 56
SECTION 3. INEW EMPLOYEES ... uieitte ettt et ettt et e ettt e e et e e et e e e e e e e e et eaeeaee e e eeneenaennns 58
SECTION 5. [od =0V T 1] T 62
SECTION 6. LR LS == 62
SECTION 7. (D] (o (o] N TP 62
SECTION 8. RE CLASSIFICATION 1 uttuttttt et ettt et e e et et s ea s ea e e e e s e e s e e e s e s easea e s e s sssansensensensennsenns 63
SECTION 9. TEMPORARY PROMOTION ...ttt et etttteteeteses e st s ea e eaeaeese et easea e e s senrerenrenaeens 64
SECTION 10.  WORKING IN A HIGHER CLASSIFICATION ...ttt et e e ettt e e et e e e e e e enaennes 64
SECTION 11,  BOARD POLICY €26 .oeiieieee et ettt ettt et et e e e e e e e enaanes 64
SECTION 12,  SALARY COMPACTION it uttuttttat ettt tesees e eese s e s et ea s ea e s ee s e sea st ea et eeeeaseasenrererenaeres 64
ARTICLE 7 GENERAL PERSONNEL PROVISIONS ...ttt ettt r e eneann 65
SECTION 1. o= 0] =7 1T N TP 65
SECTION 2. MILEAGE REIMBURSEMENT ... etttttttteee et e e et e e e e e e e e e e e e e et e eaeea e eereneeneenaannns 67
SECTION 3. MERIT SYSTEMS/VETERANS PREFERENCE ......cututttttete et e e e et eeeeaeea s e eeneenaanns 68
SECTION 4. EMPLOYMENT OF RELATIVES ... it iittttettet ettt eae et et ea s s e st s en e easasasasensensensenaennns 68
SECTION 5. 2N =T | I ORI 68
SECTION 6. DRIVER’S LICENSE .. ettt ettt ettt et e et e et et e e e e e e e enaans 69
ARTICLE 8 LEAVE PROVISIONS ...ttt ettt ettt et e e e e eeans 69
SECTION 1. Y[ L I =NV TP 69
SECTION 2. BEREAVEMENT LEAVE ...ttt ittt ettt ettt ettt ettt et e st et e et ea e eaeeaserenreneenaennns 74
SECTION 3. Tl N SIS =] = 15 1 1270 74
SECTION 4. DEPARTMENT LEAVE OF ABSENCE/OFFICIAL LEAVE OF ABSENCE ... ceuvvieeeeieeieeeeeeeaanns 75
SECTION 5. N L] 5 16 1 22T 76
SECTION 6. ABANDONMENT/AUTOMATIC RESIGNATION ... ettt e et e e e e e e e enaanns 77
ARTICLE O VA C A T ION ottt ettt et e e eaaens 78
ARTICLE 10 HOLID A Y S ittt ittt sttt ettt e e e et st e e et s e e e ettt st et s e ss et s enseaenrensnns 80
ARTICLE 11 REIMBURSEMENT PROGRAMS ...ttt et ea e e 82
SECTION 1. LIVING QUARTERS, MEALS, OR LAUNDRY SERVICE ......cccuiiiitieiiieeeiieeeeiie et e et ean e aen 82
SECTION 2. IV E A LS ..ottt it ittt ettt ettt et e e e et et et et ettt et ta et ea ettt ettt aaaaraas 83
SECTION 3. GENERAL PROVISIONS ..ttt ettt et e e ettt et et et et et e e et e e e ea e e e eeee s e eenaeneen 83



SECTION 4. MOVING EXPENSES-CURRENT EMPLOYEES. ... et ituttttttteaee st eeneesaeaaeeaseasesensensenaenns 83
SECTION 5. EDUCATION FOR CONTINUED LICENSING ...cutuititteteteeseeenseneeneeseessssssssenseneensenssnnns 83
SECTION 6. ENVIRONMENTAL HEALTH SPECIALISTS (EHS covriie e, 86
ARTICLE 12 DISCIPLINE, DISMISSAL, AND REVIEW ... 86
SECTION 1. PN = = oy Y =1 2 2P 86
SECTION 2. LUy O N U] I 86
SECTION 3. LWL = N E [0 88
SECTION 4. REDUCTION IN COMPENSATION .t uttuttuttuttteneensenseaesssssssssasensensessesssnssnssassnsenseeesenns 88
SECTION 5. P ROCESS OF REVIEW ..euieiieiti et ettt ettt et et et e et e e et et e e e e e e ee s e e e e enneenas 88
ARTICLE 13 DISCIPLINARY APPEAL PROCEDURE .......oo oottt 88
SECTION 1. (= =1 =7 TP 88
SECTION 2. PAID ADMINISTRATIVE LEAVE ...cuititiiteee ettt et e ettt et e st s s et e et e sansase s e s ensenaaanns 89
SECTION 3. WWRITTEN REPRIMAND ... e ettt ettt e e e e et e et et et e et e e e e e e e et et e e e ea e e e e e e aenaenns 89
SECTION 4. NOTICE OF DISCIPLINARY ACTION ..t ttteee et et e e e e e et e e e e e et e e e e eeeen e e eenaenns 90
SECTION 5. AMENDED NOTICE OF DISCIPLINARY ACTION ...euiititittteeseeesenseseessssnssasensenseseeennesns 91
SECTION 6. F Y= = Y I TP 91
SECTION 7. ATA N LY == SR 92
SECTION 8. HEARING PROCEDURE - MINOR DISCIPLINE ....eueteetttt et e e e e e e e e e e eneenaannas 92
SECTION 9. HEARING PROCEDURE - MAJOR DISCIPLINE ....vuttttttttseeeeeeenseseesssssnssnsesensensesnesns 93
SECTION 10. EVIDENCE AND PROCEDURES APPLICABLE TO ALL HEARINGS .....iviiiiieeieee e eeaans 95
ARTICLE 14 APPEAL PROCESS FOR NON-DISCIPLINARY RELEASE .......ccoviiiiiiiian, 97
SECTION 1. INOTICE OF ACTION . .ttteee et e et et et e e e et e e e et e e e e e e e e e e e e aenaenns 98
SECTION 2. F Y= = Y I TP 98
SECTION 3. KT AV == T TP 98
SECTION 4. AAPPEAL PROCEDURE ...eutete ettt ettt et e e e e et e e et et e et et e e e e e e e e eanaanns 99
ARTICLE 15 GRIEVANCE PROCEDURE .....oii ettt enens 101
SECTION 1. DISCUSSION OF REQUEST OR COMPLAINT «.cuuiitt ettt et e e et e e et e e s e e sns s s ssnessneasnss 101
SECTION 2. GRIEVANCE DEFINITION &.tttttntttttetee et easeaeesesssseseseasenseaesesssassasenserenreneesaennes 101
SECTION 3. FREEDOM FROM REPRISAL ....tuttitttttteeestseaeeases et ssse st st e sta st sttt senrerenresaees 102
SECTION 4. EMPLOYEE REPRESENTATION/UNION RIGHTS ..unieieiiiieeee e aenaen 102
SECTION 5. GRIEVANCE PETITION FORM. . .ceuttittit ittt e et e ettt e e et e e eease e e e e eeneenaannas 102
SECTION 6. (o= ST = N 7 0 TP 103
SECTION 7. (©70] N 1ST0 I [N 1 [0 ] TP 103
SECTION 8. =1 ]I 1 ] 103
SECTION 9. NV ITHDRAWAL « ettt ettt ettt et e e e ettt e et et e e et e e e e e e et e et e et e e e e ea e e een e e e eneeneen 103
SECTION 10, TIME LIMIT S e tuttitttee sttt ettt et et ettt et e et e et e e et e et e e e e e e en e e en e e ea e e ea e aaneneen 103
SECTION 11, RESUBMISSION ..uututttuttttte et et e st ea et e e se e taea s e ea s e ta e teea e e e ta e sa e reaenraneneen 103
SECTION 12,  EXTENSION OF TIME .tuituitnttnientens e e e sesesea st eesa s sesesesea st easeaeaaeaasase st renaenaees 104
SECTION 13,  GRIEVANCE RESOLUTION ... tututttt ittt ettt ettt et e ea et e e ee s e st s eaeeaaeaaeaasese st renaenaeen 104
Y =l 10 ] I S 1 = T 104
SECTION 15.  ADVISORY AND BINDING ARBITRATION . ..euttuieuttnttnenestesesesensensessesssaeeaseasensenreeesaees 105
ARTICLE 16 ANTI-STRIKE CLAUSE ... e 106
ARTICLE 17 ON-THE-JOB INJURY OR ILLNESS ... 107
ARTICLE 18 LAYOFF AND REINSTATEMENT ..ot 107
SECTION 1. 1= N ] =11 1 TP 107



SECTION 2. REDUCTION IN FORCE ... iitiieiii e e et e et e st e et e e et e et e e et e e et e e et e e anneenannaeannaees 108

SECTION 3. =N ST S 1 =1 109
SECTION 4. EMPLOYMENT COUNSELING AND PRIORITY REFERRAL LIST .uiiuiiviiiiiiieeeieeeeeeeeeeaeen 110
SECTION 5. DEPARTMENTAL REINSTATEMENT LIS T . ittt ettt en e enaees 110
SECTION 6. RS Y [ =TI @ N ] = TP 111
SECTION 7. TEMPORARY RECALL tuituitittt ettt ettt et e et et et et ettt et e s e e e s e e ea e et e s et sansensenseneennennss 112
SECTION 8. RS =T = 1|\ 112
ARTICLE 19 DRESS CODES AND UNIFORMS ...t aeaens 112
ARTICLE 20 VOLUNTARY TIME-BANK ..ottt ettt et e e renenns 120
ARTICLE 21 APPEAL PROCEDURE ACCIDENT REVIEW COMMITTEE .....cccovviiiiiiiieen 123
ARTICLE 22 ALCOHOL AND DRUG ABUSE POLICY .ottt 124
ARTICLE 23 BENEFIT PROGRAMS ...ttt e ettt ettt e et e e e eeans 124
SECTION 1. CALPERS HEALTH INSURANCE PLAN ..ouiitiitiiiiei ittt ettt e et et s e ereeennennaanas 124
SECTION 2. COUNTY CONTRIBUTIONS TO MEDICAL, DENTAL AND VISION PLANS .....covviiiiiiiiiieenns 124
SECTION 3. NS U7 Y o TR 126
SECTION 4. (@ BT = = = = N= = 126
ARTICLE 24 DUES DEDUCTION, COPE & INDEMNIFICATION....cciiiiieeeeeee e, 127
ARTICLE 25 RETIREMEN T L.ttt ettt ettt et e ettt e enr e et e e e e renenns 129
SECTION 1. PuBLIC EMPLOYEES' RETIREMENT SYSTEM (PERS)......ccciiiiiiiiii i, 129
SECTION 2. RETIREE MEDICAL BENEFITS .. e ettt ettt ettt ettt ettt et e e e e e e eenees 130
ARTICLE 26 SE P A R A B I L T Y ettt ettt et ettt et e e e e e reaeenss 130
ARTICLE 27 JOINT LABOR/MANAGEMENT COMMITTEES ... 131
ARTICLE 28 SPECIAL UNIT PROVISIONS ..o ettt enens 132
SECTION 1. REGISTERED NURSES UNIT .. enittttttee et e e et e e e e e e e et e e e e e e e e eenaees 132
SECTION 2. CAREER LADDERS/ASSESSMENT BOARDS. ... ettt aaas 132
SECTION 3. REGIONAL PARK & OPEN SPACE DISTRICT UNIT .cuuitiiieiieeiee et ee e e eeee e e eneennennees 133
SECTION 4. WASTE RESOURCES MANAGEMENT DISTRICT HEALTH AND SAFETY REQUIREMENTS.... 135
ARTICLE 29 COMPENS S A T ION ..ottt et aens 135
SECTION 1. GENERAL SALARY RANGE INCREASES ...cuitnititte ettt et et ea et ea e e e e seaaseaaaeenaaaens 135
SECTION 2. RETENTION STIPEND AND BONUSES ...uitiititiie ittt ettt e et e et e e e e e e reneneens 136
SECTION 3. DEFERRED COMPENSATION .. eutittttttsteees st eeaeessaaassase st s enseatesaesasea st renaenaees 137
ARTICLE 30 UNION RIGH T S .ottt ettt eaeaenas 143141
SECTION 1. BULLETIN BOARD S ...ttt ittt ettt ettt ettt ettt et e e e e e s s e e e e enaeneen 143141
SECTION 2. SEPARATE PAYROLL DEDUCTION AND TIME REPORTING CODES......ccccvevviiieeieinnnnn. 143142
SECTION 3. NV ORK SITE A CCESS ..tuitniietit ettt e ettt et ettt et e e et et e ea e ea e eaeeaseee e renaeneen 144142
SECTION 4. EDUCATION AND TRAINING RELEASE TIME ...cuieieieeeeeeeee e ee e e eeaeeasesensenaenees 144142
SECTION 5. STEWARDS . ..ttt ettt ee et e et ettt e e e et e e e e e et e e e st e e et e e et e e st e e et e e st e e et aeraeearas 144143
SECTION 6. NEW EMPLOYEE ORIENTATION ...iiuuiitiieitieeiteeeteeeee e e steeeaaeeateessneesnneassnaaesnnaees 145343
SECTION 7. SEIU TRAINING FUND ...t et ettt ettt ettt e e et e e e e e e e aanaannas 146344
SECTION 8. RELEASE TIME FOR SEIU LOCAL 721 EXECUTIVE BOARD MEETINGS.........c.c.ccvun...e 1463144
ARTICLE 31 RUHS LOW CENSUS STAFFING (MEDICAL CENTER ONLY) ......cccce... 147345



SECTION 1. [0 0 = N ] 1PN 147145

SECTION 2. REDUCTION IN ST AFF et ittt ittt et e e et e et e et e e et e et e e et e e st e e et eesteeetnaaeranaaes 147146
SECTION 3. INVOLUNTARY LOW CENSUS DAY ..eiiiiiiiiiiieee et e et e e e e et e e e 148146
ARTICLE 32 FAIRNESS AGREEMENT ....uuiiiiiiiiieeie e e e e e e e e e eeannnes 148147
ARTICLE 33 CONTRACTING OUT ..o e e e e e e e e eaaaaann e e e e e eeeannnns 149147
ARTICLE 34 CASELOADS DPSS CHILDREN’S SERVICES DIVISION.................ccccuuu. 153151
N 1 G 156154



DEFINITIONS

Arbitration shall mean a hearing that is heard by an independent third party to conduct
the Third Step meeting in the grievance process, disciplinary appeal hearings, or any
other form of hearing designated herein.

Anniversary date shall mean the date upon which a merit increase becomes effective
under provisions of this MOU.

Business day shall mean any day Monday through Friday, excluding weekends and
County observed holidays.

Calendar day shall mean every day of the week, month or year, inclusive of all holidays.

Continuous service or continuous employment shall mean the continuing service of
a permanent or seasonal employee in a regular position, which has not been interrupted
by resignation, discharge or retirement.

Contractor shall mean a corporation, business, organization, non-profit or entity which
has entered into an agreement with the County to provide services.

Demotion shall mean a change of employment without intervening loss of working days
from a position allocated to a given salary plan/grade to a position of a different class
allocated to a lower salary plan/grade, whether in the same or a different department.

Employees as used in this Memorandum of Understanding shall refer only to "regular”
or “seasonal” employee(s), full-time or part-time, as referred to in Salary Ordinance No.
440 employed by the County in those classifications heretofore or hereafter included in
said unit pursuant to the provisions of the Employee Relations Resolution.

First Step shall mean a meeting at the department level between a department
representative and the employee, and/or Union representative. The First Formal Step in
the Grievance Process.

Full-time _employees shall mean employees whose positions require the number of
hours usual or prescribed for normal permanent County employment. All positions shall
be full-time unless otherwise designated or unless the compensation is fixed upon the
basis of part-time work.

Merit_Increase shall mean a pay increase within a salary plan/grade based upon
approved pay scale tables according to the terms of the MOU.

Neutral shall mean an independent third party, such as a hearing officer or arbitrator,
agreed upon by the parties, by the processes designated herein, to conduct Step 3
arbitrations, disciplinary appeal hearings, or any other form of hearing designated herein.



Paid status shall mean the payment of compensation to an employee for regular hours
worked, County paid time such as holiday, jury duty, and bereavement, or from accrued
leave banks such as vacation, sick, holiday and/or compensatory time. Payments
received for disability such as short-term or long-term disability or workers’ compensation
shall not be considered being in a paid status and shall not entitle an employee to earn
leave accruals, including accrued holiday or receive flex benefit contributions.

Part-time employees shall mean employees in positions which are designated part-time
or for which compensation is fixed upon a basis of part-time work.

Pay period shall mean fourteen (14) calendar days from Thursday (starting at midnight
Wednesday) to midnight of the second Wednesday thereafter.

PERB shall mean the California Public Employment Relations Board.
CalPERS shall mean the California Public Employees’ Retirement System.

Permanent employee means a regular or seasonal employee who has completed the

initial probationary period in a position;-ret-including-any-hreumbent-of-an-at-willpesition.

Position shall mean any office or employment to which a group of duties and
responsibilities is assigned or delegated by competent authority, the performance of
which requires the full-time or part-time employment of one (1) person.

Probationary employee means a regular or seasonal employee who has not completed
the initial probationary period as designated in this MOU, in a paid status in a position
following initial employment, or in a paid status in a position to which they have been
promoted, transferred or demoted following completion of the initial probationary period.

Promotion shall mean a change of employment without intervening loss of working days
from a position allocated to a given salary plan/grade to a position of a different class
allocated to a higher salary plan/grade whether in the same or different department.

RUHS shall mean the Riverside University Health System that includes the Medical
Center [includes the Hospital, Inpatient Treatment Facility (“ITF”) and the Emergency
Treatment Services Facility (“ETS”)], Public Health, Behavioral Health, Correctional
Health Services (CHS), and Care Clinics [includes all clinics located within the Hospital
and at other community locations].

Reclassification shall mean the reallocation of a position to a different class by a change
of title and position specification, but does not necessarily involve a change of salary
plan/grade.

Reqular employee shall mean a holder of a regular position.

Reqular position shall mean a position established pursuant to Salary Ordinance No.
440 on an ongoing basis, as distinct from a seasonal or temporary position.




Seasonal Employee shall mean employees whose employment is not continuous but is
regularly recurrent in the same capacity because of particular functions which occur
periodically each year; such employment may be permanent, but of an intermittent nature.

Second Step shall mean a meeting in the Grievance Process at the County Human
Resources Department level; grievance is heard by a County Human Resources
employee.

SEIU shall mean the Service Employees International Union, Local 721.

Temporary employee shall mean an employee who is not a regular or seasonal
employee.

Transfer shall mean a change of employment without intervening loss of working days
from a position allocated to a given salary plan/grade to a position of a different class
allocated to the same salary plan/grade in the same department, or to a position of the
same class, or a different class allocated to the same salary plan/grade in a different
department.

Work/Working day shall mean each day an employee performs histhertheir duties,
including weekends and holidays.




ARTICLE 1
TERM

Section1l. Term

This Memorandum of Understanding (“MOU” or “Agreement”) sets forth the terms of
agreement reached between the County of Riverside (“County”), the Waste Resources
Management District, Flood Control and Water Conservation District, and the Regional
Park & Open Space District (hereinafter referred to as Districts) and the Service
Employees International Union, Local 721 (“SEIU” or “Union”) as the Exclusive Employee
Organization for employees in those representation units described under Article 2,
Recognition. This MOU is in effect from January 30, 20240, to midnight, January 29,
20274. Unless otherwise specifically provided herein, the changes to this amended MOU
shall become effective upon the date of its adoption by the County’s Board of Supervisors,
the Regional Park & Open Space District Board, Flood Control and Water Conservation
District, and the Waste Resources Management Board.

In the event either party desires to negotiate a successor MOU, such party shall, no more
than six (6) months prior to the expiration of the current MOU, request to commence
negotiations unless otherwise agreed upon by the parties.

ARTICLE 2
RECOGNITION

This MOU shall apply only to persons employed as regular full-time, or regular part-time,
or Seasonal employees in classifications within the following bargaining units:

County of Riverside:

A. Para-Professional Unit

B. Professional Unit

C. Registered Nurses Unit

D. Supervisory Unit

County of Riverside Waste Resources Management District:
A. Supporting Services

B. Trades, Crafts, and Labor

C. Professional/Administrative

County of Riverside Regional Park & Open-Space District:

A. General



B. Supervisory

The terms and conditions of this MOU shall also be automatically applicable to any
classifications for which the Union has become appropriately recognized during the term
of this MOU.

ARTICLE 3
FULL UNDERSTANDING, MODIFICATION AND WAIVER

A. This MOU sets forth the full and entire understanding of the parties regarding the
matters set forth herein and any other prior or existing understandings or
agreements by the parties, whether formal or informal, regarding any such matters
are hereby superseded or terminated in their entirety.

Except as modified herein or as otherwise required by law, existing wages, hours
and other terms and conditions of employment set forth in the County Salary
Ordinance and related resolutions and regulations shall continue in effect. The
terms used in this MOU shall have the same meaning as like terms used in the
County Salary Ordinance and related resolutions and regulations.

B. It is the intent of the parties that this MOU be administered in its entirety in good
faith during the full term. It is recognized that during such term, it may be
necessary to make changes in rules or procedures affecting the employees in the
unit. Where the County finds it necessary to make such changes, it shall notify
SEIU indicating the proposed change prior to its implementation.

Where such changes would significantly affect the working conditions in the unit,
where the subject matter of the change is subject to negotiations pursuant to the
Meyers-Milias-Brown Act, and where SEIU requests to negotiate with the County,
the parties shall expeditiously undertake negotiations regarding the effect the
change would have on the employees in the unit.

Nothing herein shall limit the authority of the County to make necessary changes
required during emergencies. However, SEIU shall be notified of any such
emergency action which affects matters within the scope of representation.
Emergency shall be defined as unforeseen circumstances beyond the control of
the County which call for immediate action to include such things as acts of God
or situations which threaten to significantly impair operations.

Where the County makes any changes in working conditions because of the
requirements of Federal or State law, the County shall not be required to
renegotiate the matter or manner of compliance with such law where the manner
of compliance is specified by such law.



C. Except as specifically provided herein, it is agreed and understood that each party
voluntarily and unqualifiedly waives its right, and agrees that the other shall not be
required, to negotiate with respect to any subject or matter covered herein or with
respect to any other matters within the scope of negotiations during the term of the
MOU.

D. Any agreement, alteration, understanding, variation, waiver or modification of any
of the terms or provisions contained herein shall not be binding upon the parties
hereto unless made and executed in writing by all parties hereto and, if required,
approved and implemented by the County Board of Supervisors, the Regional Park
& Open Space District Board or the Waste Resources Management Board.

ARTICLE 4
MANAGEMENT RIGHTS

All management rights and functions shall remain vested exclusively with the County.
The County agrees that it will not exercise the foregoing management rights in an arbitrary
or capricious manner:

1.

To determine the mission of each of its departments, institutions, boards and
commissions pursuant to law.

. To set standards of service to be offered to the public.

To exercise control and discretion over its own organization and operations.

To direct, discipline and discharge its employees in accordance with the law,
ordinances, regulations and this MOU.

To relieve its employees from duty because of lack of work or for other
legitimate reasons.

To determine the methods, means and personnel by which its operations are
to be conducted, including the performance thereof by contract, and to
determine workload and staffing patterns.

To prescribe the qualifications for employment and determine whether they are
met.

To establish and enforce safety measures to protect employee and/or the
public.

To take all other action except as clearly and expressly otherwise provided by
this MOU or the Employee Relations Resolution.






ARTICLE 5
WORKWEEK, OVERTIME AND PREMIUM PAY

Section 1. Workweek

A.

Pay Period. Fourteen (14) calendar days from Thursday (starting at midnight
Wednesday) to midnight of the second Wednesday thereafter.

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
department(s):

1. 9/80 schedule (four, nine-hour days per work week and one eight-hour day per
pay period)

2. 3/12 schedule (three, twelve-hour days per work week)
3. 4/10 schedule (four, ten-hour days per work week)

4. 3/12-4/12 schedule (three, twelve-hour days per work week and four, twelve-
hour days every other week)

5. 6/12-2/4 schedule (three, twelve-hour days and one, four-hour day per work
week)

6. 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,
within a division or unit within a Department, 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 (5) 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.__ The County shall
provide one (1) pay period written notice to affected employee/s prior to
implementing a schedule change. One (1) pay period notice is not required for
overtime, standby, and emergencies as defined in this MOU.

Flex schedules (i.e., the work schedules set forth in paragraph B above) shall be
made available under the following conditions:

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

2. In order for an employee to work an 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 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.

3. At the discretion of the County, Registered Nurses and Licensed Vocational
Nurses throughout the Riverside University Health System (“RUHS”) may
maintain their 3/12 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, At the discretion of the County, if Respiratory Care Practitioners are
assigned to a 3/12 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.

Command Post Schedules. A Command Post provides off hours emergency
response services by Social Services Practitioners (assigned to Children’s
Services) and Social Services Supervisors (assigned to Children’s Services). The
department shall regularly review the Command Post to ensure that it is providing
a quality, cost effective solution to the off duty hours emergency response needs
of the County. The department reserves the right to determine the work




assignments for Command Post staff. However, the general focus of the
Command Post is after-hours emergency response for the purpose of reducing the
burden of on call duty for other departmental staff. The following conditions apply
to all employees that are assigned to the Command Post:

1.

Employees not working the third or weekend shifts shall be scheduled for
forty (40) straight time hours as follows:

a. Reqular Shift: Monday to Thursday from 3:00 p.m. until 1:60-30 a.m.

b. Standby Duty: Up to four (4) on-call duty shifts of six and one half (6
%) hours each week. Generally, employees will be scheduled for
standby duty shifts Monday to Thursday from 1:00 a.m. until 7:30
a.m. the following morning. However, the weekly standby duty shifts
may be scheduled on other days or times during the week to meet
departmental staffing needs.

Third Shift. Employees assigned to the Command Post third shift will be
assigned a 4/10 work schedule, Monday through Thursday, the hours of
which will be determined by the department.

a. Employees assigned to the Command Post third shift shall receive a
meal allowance of ten dollars ($10.00) for each shift actually worked.

Weekend Shift. Employees assigned to the Command Post weekend shift
will be assigned a 3/12 work schedule, Friday through Sunday, the hours of
which will be determined by the department, plus a floating four (4) hour
shift each week, Monday through Thursday, at a time to be determined
between the employee and histhertheir supervisor.

a. Employees assigned to the Command Post weekend overnight shift
shall receive a meal allowance of ten dollars ($10.00) for each shift
actually worked.

The alternative shift configuration for the Command Post may be changed
at the discretion of the department to meet staffing needs including, but not
limited to, the configuration of the hours of work, the start and stop times for
the regular shifts, and the days of work during the week according to the
provisions of Section 1(B) of this Article.

Completing Court Reports. Any employee in the Command Post who is
required to complete a court report as the result of an emergency response
shall complete the court report immediately following the emergency
response or during the next regularly scheduled work shift. If it is not
possible to complete the court report immediately following the emergency
response, and the report is due prior to the commencement of the next
regularly scheduled work shift, then the employee shall request and obtain
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Section 2.

permission from histhertheir supervisor to complete the report on non-

scheduled time—RPoymentorsuch-nen-scheculedtimeshallbemaden
accordance with the MOU or any amendments thereto.

Assignment to Command Post. Assignments to and removal from the
Command Post will be made at the discretion of the department head or
designee. Such decisions are not subject to either the grievance or
disciplinary appeal procedures in the MOU and cannot be made or
interpreted as disciplinary action. Employees assigned to the Command
Post may also request reassignment from the Command Post in
accordance with the department’s normal procedures. Reassignment will
be made as quickly as possible following receipt of the request from the
employee.

Employees shall be given an opportunity to express their interest in an
assignment to the Command Post and the department will maintain a list of
interested employees and attempt to staff the Command Post from the list
of interested employees. If an insufficient number of employees signify
interest in the Command Post, or if the employees on the list do not meet
the staffing requirements of the department, the department reserves the
right to assign employees to the Command Post to ensure full and
appropriate staffing levels.

The County reserves the right to amend or revise the rules described herein
with respect to the Command Post to create a more effective Command
Post model and/or discontinue the Command Post program, subject to any
meet and confer obligations with SEIU regarding the effects of such
decisions. Notice for changes to the shift patterns of the Command Post
will be provided prior to the implementation of any change according to the
work schedule requirements of this MOU.

QOvertime

A.

Overtime.  Overtime work is authorized work in excess of the forty (40) hours in
the established FLSA work week unless otherwise specified in this MOU. Only
actual hours performing work shall count towards the computation of overtime.

Time off due to low census staffing at RUHS-Medical Center (as addressed in
Article 32) shall not be counted towards the calculation of FLSA overtime in the
established work week.

Exceptions:

1.

Fire Communications Supervisor, Sheriff's Communications Supervisor and
Sheriff's Records/Warrants Supervisor Classifications. If employees are
required to work an extra shift or shifts beyond their regular shift pattern,
they shall be paid at one and one-half (1%2) times their base rate of pay.
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This provision applies only to extra shift(s) or shift extension(s) that are
identified on the schedule or given as mandatory work assignments and
does not apply to other voluntary work assignments taken by the employee
during the workweek.

Transportation Department Classifications. Any employee in the

2-3.

Transportation Department who is required to work extra shifts and/or hours
beyond their regular shift pattern shall be paid at one and one half (1%) their
base rate of pay for such time worked, whether or not such work would
qualify as overtime pursuant to the provisions of the FLSA.

Flood Control. Any employee from Flood Control required to perform storm

34.

water sampling to_meet regulatory permit mandates or required to work
during a storm event and/or other emergency, who are asked and/or
required by the Department Head or their designee to work extra shifts
and/or hours beyond their regular shift pattern, shall be paid at one and one
half (1Y%) their base rate of pay for such time worked.

Building and Safety Department Classification. EffectiveDecember—19-

2019,eEmployees in the following classifications in the Building and Safety
Department who are asked and/or required by the Department Head or their
designee to work extra shifts and/or hours beyond their regular shift pattern,
shall be paid at one and one half (1 %2) their base rate of pay for such time
worked, whether or not such work would qualify as overtime pursuant to the
provisions of the FLSA. (i.e. the employee would be eligible to be paid at
one and one half (1 ¥2) times their base rate of pay even if the employee
used sick, vacation, or holiday leave accruals in the pay period):

a. Supervising Land Use Technician
b. Supervising Building Inspector

C. Principal Building Inspector

d. Plans Examiner I, lII, IV, and V

Supervising Code Enforcement Officers who work extra shifts and/or hours

beyond their reqular shift enforcing Ordinance 858 shall be paid at one and
one half (1 1) times their base rate of pay for such time worked during the
fourth of July holiday, whether or not such work would qualify as overtime
pursuant to the provisions of the FLSA (i.e. the employee would be eligible
to be paid at one and one half (1 %2) times their base rate of pay even if the
employee used sick, vacation, or holiday leave accruals in the pay period).

a. An employee may be required to bank the time worked.

b. The above exception is at the discretion of the Department and is subject
to available funding for enforcement of Ordinance 858.
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B. Double Time. Employees in the following classifications shall be eligible to receive
overtime paid eredit-at two (2) times the base rate of pay for actual hours worked
subject to the qualifying factors set out below.

Classification: Qualifying Factors

e Working at RUHS-Medical Center, RUHS- e all hours worked after twelve
Public Health, RUHS-Care Clinics or (12) hours of continuous
Correctional Health Services: duty, and/or

Physician Assistant-Adult Detention e all hours worked on an extra
Licensed Vocational Nurse |, Il and 11l weekend shift

Licensed Psychiatric Technician

Surgical Technician

Assistant Nurse Manager

Institutional Nurse*

Nursing Education Instructor

Nurse Practitioner I, Il and IlI
Pre-Hospital Liaison Nurse

Registered Nurse I, II, Ill, IV or V

Senior Institutional Nurse

Supervising Institutional Nurse
Respiratory Technician | and Il
Respiratory Care Practitioner | and Il

e Supervising Respiratory Care Practitioner
Cardiac Sonographer

CT Technologist

Interventional Radiologic Technologist
MRI Technologist

Nuclear Medicine Technologist
Ultrasound Technologist

Clinical Lab Scientist I, Il and Q and C
Senior Clinical Lab Scientist

Social Services Practitioner 1, II, and 1ll
Social Services Supervisor | and Il

Social Services Assistant

e IT Systems Business Analyst I, 1l and Il

e IT Supervising Systems Business Analyst
e Credentialed Trainer

e |Lead Housekeeper

For the purposes of this provision only, a “weekend shift” shall be defined as one
(1) shift starting on or after 73:00 pa.m. FridaySaturday and ending on or before
7:30 a.m. Monday. Employees are required to work a minimum of two (2) weekend
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shifts per pay period. Employees who work a majority of hours during a “weekend
shift” shall be considered to satisfy one (1) mandatory weekend shift requirement.
For the purposes of this Section, a “majority of hours” shall mean at least half or
more of the shift was worked during a “weekend shift.” An “extra weekend shift” is
any weekend shift worked after the completion of two (2) mandatory weekend
shifts in the same pay period. The two (2) mandatory shifts may be consecutive
or non-consecutive. An “extra weekend shift” starts on or after 3:00 p.m. Friday
and ends on or before 7:30 a.m. Monday. To qualify for double time on an “extra
weekend shift,” employees must have actually worked their regular schedule for
the entire pay period. Employees who were voluntarily or involuntarily released
from duty due to low census staffing shall be deemed to have worked those hours
for the purpose of qualifying for double time on an “extra weekend shift.”

All classifications listed above as eligible for double time on an extra weekend shift
are required - unless specifically excluded by the department head or designee -
to work two (2) non-premium weekend shifts during the bi-weekly pay period. An
extra weekend shift for any employee exempted, in whole or in part, from the
mandatory weekend requirement by the department head or designee is a
weekend shift in addition to histhertheir normal schedule as established by the
department head or designee, provided that the employee actually worked
histhertheir normal schedule that pay period.

Authorization for Overtime Work. Performance of overtime work may be
authorized by-the Beoard-of Supervisers—or-by the department head or designee.
Employees shall not work more than Overtime-shall-not-exceed-sixteen (16) hours
in any work-day ferany-employee-without prior approval of the County Executive
Officer_or designee, except in case of public emergency.

There shall be no favoritism in the assignment of overtime work.

Departmental Records. Each department head or designee shall keep complete
and detailed records as to the attendance and pay status of each employee. This
shall include actual hours of overtime work for each employee in each work week,
with justification in each case, and shall also include compensatory time off.

The initial record, any secondary records, such as a summary of the work week or
of the pay period, or other compilation from the initial record, and the departmental
copy of the attendance report for each pay period together with any subsequent
correcting reports, shall be preserved and retained in a condition to be audited for
the three (3) most recent full fiscal years, and thereafter until any official inquiry
concerning the same has been finally concluded.

Reporting and Calculation. Actual hours of overtime work shall be reported on
each attendance report. The County Auditor-Controller’s Office shall maintain the
record of overtime credit at one and one-half (1%2) times such actual hours. Actual
hours of compensatory time off shall be reported on each attendance report. If
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payment is to be made, the number of hours of overtime credit to be paid for shall
be specified.

Compensation for Overtime Work. Compensatory time offAceumulated-evertime
eredit in excess of one hundred twenty (120) hours at the end of any pay period
shall automatically be paid. An employee may elect to accrueAecumulated

eve%ﬂmeuc—lcedrt up to one hundred twenty (120) hours of compensatorv tlme off

preweled—hepem—or %he—empleyee—may elect to be pald—sueh overtlme _for_such such
overtime hours worked.—Aecumulated—overtime—credit—may—be—taken—in
compensatory time off, subject to management approval. Paid overtime credit
shall-be-at the-hourly rate-currently-applicable to-the-employee. Upon termination,
aceumulated-evertime-credit compensatory time off shall be paid at the employee’s
then current regularbase rate of pay-at-the-time-of-the-termination.

Limitation on Compensatory Time Worked. An employee may not accrue
compensatory time off for overtime worked when the County receives
reimbursement, such aslike—a grant or contract where the County must show
payment made for time worked to receive reimbursement. The foregoing is not
intended to apply to regular overtime worked for contract cities.

Fringe Benefits not Affected by Overtime. Overtime work shall not be a basis for
increasing vacation or sick leave benefits, nor shall it be a basis of advancing
completion of the required period for probation or merit increase.

Declared Disaster. In the event and during the period of an officially declared
disaster affecting any portion of the County of Riverside, and notwithstanding any
other provision of this MOU, the following provisions shall apply:

1. Any Officer, in order to perform the work of the department, district, or a civil
defense function, may employ emergency employees without reference to
the salary or classification plans at rates that appear to be prevailing for the
type of work to be performed at the time of their employment.

2. For the same purpose, any Officer may employ, on a paid overtime basis,
current employees at hourly rates equivalent to their current compensation
basis.

3. Any employee who reports to a regular or other designated place of

employment or to a civil defense assignment shall be deemed to be
employed in their usual position in a regular payroll status. Any employee
who, without adequate reason for absence under the terms of this MOU
who fails to so report shall be deemed absent without authority and shall
not be paid during such absence.

4, The Board of Supervisors may authorize payment on a paid overtime basis
at the rate of one and one-half (1 %2) times the base rate equivalent to the
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employee's then current compensation basis for those employees who are
required to perform emergency services during a County-declared
emergency_unless otherwise provided by this MOU (e.q., the employee is
eligible for double time per the MOU). "Emergency Services" shall be such
services as the Board of Supervisors finds to constitute such, at the time it
authorized the payment thereof.

Section 3. Premium Pay

All premium pay provided under this Section shall be compensated only for time actually
worked in the assigned premium capacity unless expressly provided. Premium pay shall
not apply to any leave time unless expressly provided. Employees must be in a paid
status to receive premium pay.

A.

Standby Duty - General. Except as set out below, when placed by the department
head or a designee specifically on standby duty (which is not hours worked), an
employee shall be paid one (1) hour at the base rate of pay for eight (8) hours of
such duty-in-addition-to-theregularsalary. The compensation shall cease when
the employee physically reports to a worksite and shall resume at the completion
of the call-back work. Worksite, for the purposes of this Section, shall mean the
location an employee is required to physically report to in order to complete the
work assigned. The standby duty shall not cease if an employee is able to complete
the required work remotely without having to physically report to a worksite. All
standby duty premium shall cease at the end of the standby duty shift.

Employees placed on standby duty are subject to the following requirements:

1. Be ready to respond immediately to call-back work, or by a specific call time
pursuant to operational requirements establish by the employee’s
department;

2. Remain in the general vicinity of their home or worksite during the standby
period,;

3. Refrain from intoxicants or other activities which might impair the ability to

perform assigned duties; and

4. Notify the employee’s supervisor immediately if the employee is unable to
be on standby due to an unforeseen emergency.

a. Department of Public Social Services. Any Social Services
Practitioner, Social Services Supervisor or Social Services Assistant
employed by the Department of Public Social Services who is placed
by the department head or designee specifically on standby duty,
while otherwise off duty, shall be paid one (1) hour at the base rate
of pay for four (4) hours of such duty beyond their regular work
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hoursperied in addition to the regular salary. Notwithstanding the
exception for the standby duty rate under this provision, all other
provisions for general standby duty above shall apply.

b. Enhanced Standby Rate. Any Social Services Practitioner {assigned
to-Children’s-Services) and Social Services Supervisor assigned to
respond to service calls Childrer’'s-Services-in the-Blythe, California
office-of-for the Department of Public Social Services who performs
standby duty in the circumstances outlined below shall be paid in
accordance with the following schedule for all hours that they are on
standby duty. Upon being physically called out to a worksite, this
hourly rate will cease, and they will be paid in accordance with the
MOU. The hourly rate will resume at the completion of their call-out
work. All standby duty compensation shall cease when the
employee ends their mandatory standby shift.

Social Services Practitioner lll;-M-and-\/ $8.40 per
hour

Social Services Supervisor | $8.80 per hour
Social Services Supervisor $9.55 per hour

Minimum Overtime Credit for Call-Back

Call-back work is work required of an employee who leaves the worksite and is
directed to report back to duty to perform necessary work. To qualify for this call-
back provision, an employee must have departed from the worksite. It is
understood by the parties that a change in work schedule in which the employee
had at least twenty-four (24) hours advance notice shall not constitute call-back
work.

1. Call-Back — Physically Reporting to a Worksite. Except as set out below,
an employee who is physically called back to work, and not part of a regular
work shift, whether or not he/shethey is in a standby duty status, shall
receive a minimum credit for one (1) hour’s work at time and one-half (1v%)
the employee’s base rate of pay. All physical call-back work shall be
compensated at time and one-half (1%2) the base rate of pay. If an employee
should complete the work required, and subsequently be recalled, either
physically or remotely, during the minimum credit period, the employee shall
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not be entitled to additional compensation until the minimum credit period
has expired.
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Exceptions:
e Behavioral Health Services Supervisor minimum credit for
e _Behavioral Health Specialist I, II, 11, IV three (3) hours’ work

Cardiac Sonographer

Clinical Therapist I, |l

CT Technologist

Interventional Radiologic Technologist

e Licensed Vocational Nurse

Licensed Psychiatric Technician

e MRI Technologist

Nuclear Medicine Technologist

Nurse Practitioner |, Il and Il

PET/CT Technologist

Physician Assistant |, and Il_and Il

Registered Nurse |, II, and-lll,_ 1V and V werkirg—at

S e Mlec e Coper comn e

Loloai Ll I
e Radiologic Technologist +and-H

e Respiratory Care Practitioner | and Il

e Respiratory Technician | and I

Social Services Assistant

Social Services Practitioner I, [l and 11|
Social Services Supervisor |, 11

Sr. Clinical Therapist

Supervising Deputy Public Guardian
Supervising Respiratory Care Practitioner
Surgical Technician

e Ultrasound Technologist

2. Remote Call-Back. An employee who is called to perform work but is able
to complete the work required without the employee having to physically
report to a worksite, whether or not he/shethey is-are on standby duty
status, shall receive minimum credit for one (1) hour’s work at the rate of
one and one-half (1%2) the base rate of pay . If an employee should complete
the work required, and subsequently be recalled during the minimum credit
period, no additional compensation shall be paid for until the minimum credit
period has exhausted.

3. Sheriffs Department — Court Call-Back. Notwithstanding any other
provisions of this MOU, any SElJ-represented-employees assigned to the
Sheriff's Department who is required to attend court in relation to a matter
arising from their employment relationship with the County at a time when
they are otherwise off duty, shall receive a minimum of one (1) hour
compensation at time-and-one-half (1v%) the base rate of pay. A shift shall
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not be extended for the purpose of avoiding the payment of the one (1) hour
of compensation provided herein.

Compensation shall cease when the employee’s regular work shift begins.
Any court attendance during the regular scheduled shift shall not be eligible
for premium pay under this provision.

B-C. Shift Differentials

1.

Applicability of Shift Differentials. Shift differentials do not apply to leave
time vacation, sick leave, holiday pay, or standby duty. The hourly rate for

each shn‘t dlfferentlal IS payable |n tenths of an hour—Emereyees—whe—werk

Evening Shift - General. Employees whe-work-between-the-hours-of-3:00

p-m—and-11:00-p-m-—shall be paid an evening shift differential of one dollar
and thirtysixty cents ($1.300-60) per hour for the time actually worked
between 63:00 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.
2
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Exceptions: Rate:
(a) employees in the classifications of: $1.500 per hour
e Assistant Chief of Respiratory Therapy
Cardiac Sonographer + For employees in
e CT Technologist these-classifications
e Electroencephalographic Technician the-evening-premium
e Electroencephalographic Technician Registered starts-at-5:00-p--
e Interventional Radiologic Technologist
e Mammography Technologist
e MRI Technologist
“'EE'."“ Pe “.'“ >) El'.'m”;l Fechiieian
Occupational Therapist | and Il
e PET/CT Technologist
e Physical Therapist | and Il
ioloai ol I
¢ Radiologic Technologist +and-H
e Radiologic Technologist Supervisor
e Respiratory Care Practitioner | and Il
e Respiratory Technician | and Il
e Senior Radiologic Technologist
e Supervising Respiratory Care Practitioner
e Surgical Technician
e Ultrasound Technologist
(Eb) empleyee}s |||ItI||e_ ela-55|llleat|_e||slseteultlbelewlwelIe|||||_g $1:10 pe hoH .
. | . | ’ I ; .
. | hiatri hoici RUHS | gl_ |
o Surgical Technicians clnies{exeluding
Behavioral Health-and
Public Health).
(eb) employees in the classifications set out below | $1.60 per hour

working for RUHS (excluding Behavioral Health and
Public Health)

e -Nursing Education Instructor

e Physician Assistant-Adult Detention

(cd) employees in the classifications set out below | $1.60 per hour
working in any RUHS outpatient clinic (non Community | NOFE-Evening
Health Clinic): premium starts at 5:00
»—Registered Nurse I, II, lll, IV and V S
. I lacsificat
"
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(excluding Behavioral
Health and Public
Health) and ends at

11:00 p.m.

(ed) employees in the classifications of:
e Clinical Lab Scientist I, Il and Q.C.
e Senior Clinical Lab Scientist
e Clinical Pharmacist |, Il & Il
e Pharmacist
e Graduate Pharmacist
e Intern Pharmacist
e Senior Pharmacist
e Supervising Clinical Pharmacist

$1.870 per hour

(ef) employees in the classifications set out below
working for RUHS (excluding Behavieral-Health,—Public
Health, ITF, ETS, and outpatient clinics)
e Assistant Nurse Manager
Clinical Therapist I, I
Clinical Therapist I, Il - Blythe
Clinical Therapist |, Il - Detention
Health System Nurse Case Manager
Institutional Nurse

%

Nurse Practitioner I, Il and Il

Pre Hospital Liaison Nurse

Registered Nurse I, I, Ill, IV and V

Senior Institutional Nurse

e Supervising Institutional Nurse

Behavioral Health Specialist |, Il IlI, IV

Sr. Clinical Therapist

Supervising Behavioral Health Specialist
Behavioral Health Services Supervisor
Behavioral Health Services Supervisor-Blythe

$2.500 per hour

(fg) employees in the classifications set out below working
at the RUHS ITF and ETS_(Psychiatry):
e Assistant Nurse Manager
: :
e Registered Nurse I, II, llI, IV and V

$4.00 per hour

) el mployees in-classifications-working-for-the-Regional
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()-empioyees in “'.e e|a55|_||_ea:t|en(s) setoutbelow working |SE00 BERHOH
atan- ‘Ellh.”t.E altslntlen I. Ek;'l'ti .

3. Night Shift — General. Employees who—work—between—the-hours—of

11:00-p-m—and-700-a-+m-—shall be paid a night shift differential of one dollar

ninetytwenty cents ($1.9020) per hour for the time actually worked between

11:00 p.m. and 6%#: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 shall

receive the night differential until 7:30 a.m. for the time actually worked until
7:30 a.m.

Exceptions:
(@) employees in the classifications set out below: $3.103-55- per hour
e Cardiac Sonographer
e CT Technologist
o Interim-Permit-Vocational-Nurselnterventional
Radiologic Technologist
e Licensed Vocational Nurse |,-and Il and 1|
e Licensed Psychiatric Technician
e MRI Technologist
e Nuclear Medicine Technoloqist
e Surgical Technicians
e Assistant Chief of Respiratory Therapy
[ J
[ J
[}
[}
[
[}

Supervising Respiratory Care Practitioner
Respiratory Care Practitioner | and Il
Respiratory Technician | and Il
Electroencephalographic Technician

¢ Electroencephalographic Technician Registered
PET/CT Technologist

g

¢ Radiologic Technologist-+and-H

¢ Radiologic Technologist Supervisor
e Senior Radiologic Technologist

e Ultrasound Technologist

(b) employees in the classifications set out below $2.45 per hour
working for RUHS
(e_;seluelmlg Bella_ "'9'|a| Healtn-and-Public-Healtn)
e Nursing Education Instructor
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— ’ I
e Physician Assistant-Adult Detention

{b)}(c) employees in the classifications set out below
working in any RUHS outpatient clinic (non
Community Health Clinic):

e Registered Nurse I, II, lll, IV and V

$2.45 per hour

o—Pharmacist
. I .

{e)(d) —employees in the classifications set out below
working at any RUHS-(excluding Behavioral
Health-and Public Health):

Assistant Nurse Manager

Clinical Therapist I, I

Clinical Therapist I, Il — Blythe

Clinical Therapist |, Il — Detention

Clinical Lab Scientists

Senior Clinical Lab Scientists

%

Registered Nurse I, II, Il 1V, & V
Institutional Nurse

Health Systems Nurse Case Manager
Pre Hospital Liaison Nurse

Senior Institutional Nurse

e Supervising Institutional Nurse
Behavioral Health Specialist I, Il, IlI, IV
Sr. Clinical Therapist

Supervising Behavioral Health Specialist
Behavioral Health Services Supervisor
Behavioral Health Services Supervisor-Blythe
Intern Pharmacist

Graduate Pharmacist

Clinical Pharmacist, |, Il and Il

Nurse Practitioner |, Il and Il
Supervising Clinical Pharmacist

$5.00 per hour
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“l.g'.lé"'lg Ellt ar-AauitDetention Facii

Command Post Shift Differentials. All employees assigned to the
Command Post, who otherwise qualify, shall be paid one dollar and
seventytwenty cents ($1.720) per hour for all hours actually worked
between 3:00 p.m. and 11:00 p.m.

Employees assigned to the Command Post, who otherwise qualify, shall be
paid twoene dollars and fifty cents ($21.50) per hour for all hours actually
worked between11:00 p.m. to 10:00 a.m.

All employees assigned to the Command Post during regular day shift
hours, who otherwise qualify, shall receive one dollar_and fifty cents
($1.500) per hour for all hours actually worked between 10:00 a.m. and 3:00
p.m.

Employees assigned to the Command Post who work during the hours set
forth in this subsection shall be excluded from receiving any other evening
and/or night shift differentials provided in this Section.

S:D. RUHS — MC & CHC Specialty and Critical Care Assignments. All RUHS clinical
personnel permanently assigned to a specialty care or critical care 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 specialty or critical care certification during the
course of the assignment, unless otherwise indicated.

1.

Critical & Specialty Care Requirements. To be eligible for a specialty care
or critical care differential for assignments 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”), Post-Anesthesia
Recovery Unit (“PACU”), Pediatrics Intensive Care Unit (“PICU"),
Pediatrics, 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 Units (“Unit 2500/Unit 2500 Overflow”), Chemotherapy, Special
Procedure Nurses, Sexual Assault Forensic Examiners (“SAFE”),
Behavioral Emergency Response Team (BERT), Code Team, Cath Lab,
Wound Team, Diabetes Management Team, Palliative Care, Throughput

Nurse Team, Gl Lab, Same-Day Surgery, PCU-Overflow{-Unit-31007),
Obstetrics (“OB”), Detention Care Unit (“DCU”), Minimally-Invasive

25



Diagnostic Registered Nurse, Correctional Health Unit, and Psychiatry.

Coursereguirementsfor-each-of these-unitsRequired Certification are set
forth in Appendix A of this MOU. Ceurse—reguirements—and-—+Required

certifications for any specialty or critical care area are subject to change
where required for regulatory or other legal compliance. In the event of such
a change, the County will give the Union notice of the change and an

opportunity to bargain evernegetiable-subjects-before the change goes into
effect.

RUHS — Medical Center Licensed Vocational Nursing Ciritical/Specialty
Care. Any LVN I, 1I, or lll 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 a differential of $1.10 per hour when
actually working in the designated unit(s) unless otherwise specified in this
MOU.

LVN — RUHS-MC Critical/Specialty Care
Emergency Department
NICU
Labor & Delivery
Operating Room
Recovery Room
Intermediate Care Unit (Unit 2500)
ICU
PICU
PICC Team

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.

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

e Institutional Nurse

e Supervising Institutional Nurse
e Senior Institutional Nurse

e Licensed Vocational Nurse Il
e Nurse Practitioner I, I, 1l

e Physician Assistant

e Physician II, lll, IV
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Radiologic Technologist
Senior Radiologic Technologist
Supervising Radiologic Technologist

For all employees who are newly graduated, 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.

Respiratory Critical/Specialty Care.

a.

Any employee in the following classifications meeting the critical care
or specialty care requirements and working in a critical care or
specialty care designated unit will be paid a differential of $2.00 per
hour for active direct patient care and/or time spent supervising
critical care services:

o Respiratory Care Practitioner | and Il
. Supervising Respiratory Care Practitioner
. Assistant Chief of Respiratory Therapy

Any Respiratory Care Practitioner | or Il meeting the NICU Transport
critical 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.

B-E. 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 | — MC/CHC

Registered Nurse Il - MC/CHC
Registered Nurse Ill - MC/CHC
Reqistered Nurse IV — MC/CHC

Reqistered Nurse V — MC/CHC
Assistant Nurse Manager — MC/CHC
Nursing Education Instructor

Nurse Practitioner

Clinical Nurse Specialist
Pre-Hospital Liaison Nurse
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A part-time RN | — Ill, Assistant Nurse Manager, or Pre-Hospital Liaison
Nurse (Emergency Department), working in the designated specialty or
critical care units shall be paid for time actually worked in the designated
units.

Reqistered Nursing Specialty Care Differential. EffectiveMareh-26,2020;
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 differential will be applied
following completion of required 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 to all paid hourswhen—using—the—employee’s
acerued-sick-and/orvacationleave-batanees. 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
soecpaler oo cile o el lop e s e e e o men sl cnie o o bnll
“EEE |ee5||u y EIE Piffieult-to I.EEIS'E“E E“”E'E.““al for—assignment—or—work
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

Gl Lab

Same Day Surgery

Special Procedures (IR Nurse)

Palliative Care

Registered Nursing Critical Care Differential — Effective Marech-26,-2020;
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 for all hours worked. While permanently assigned to the Critical Care
unit, the Critical Care differential will be applied to all paid hourswhen-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
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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. Empleyees—receiving—a—Critical-Care
it ol f I : ¥ il it chall .

RN Critical Care Units (excluding
Emergency Department)
Trauma
Cath Lab
PACU
Adult ICU
Pediatric ICU
Labor & Delivery
NICU
SAFE Team
BERT Team*
Code Team
Throughput Nurse Team
Wound Team

* Notwithstanding (d)(3) above, the classifications set forth in (d)(1) above at
Arlington (ETS/ITF) shall receive BERT pay at $4/hour for all hours worked in the
BERT Team/Assignment.

4. Emergency Department Critical Care Differential. Effective-Mareh-26,-2020;
Rregistered 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 required training necessary for the Emergency Department
critical care unit and once the employee is authorized by RUHS to work
independently in the Emergency Department.

a. After three (3) full cumulative years of permanent assignment in the
RUHS-MC Emergency Department Unit, or three (3) full cumulative
years of permanent assignment in any hospital-based Emergency
Department in the United States, the employee’s ED Ciritical Care
differential shall be a total of $5.50 per hour for all hours worked.

b. After six (6) full cumulative years of permanent assignment in the
RUHS-MC Emergency Department Unit, or six (6) full cumulative
years of permanent assignment in any hospital-based Emergency
Department in the United States, the employee’s ED Critical Care
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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 (6) full years of permanent assignment in a qualifying Emergency
Department must be performed within the immediately preceding
nine (9) years.

C. 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.

While permanently assigned to the Emergency Department, the ED Ciritical

Care differential will be applied to all paid hourswhen-using-the-employee’s

acerved—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.

Advanced Care Nurse.

a. Effective the first full pay period following Board of Supervisor
approval of this MOU, Mareh-26.-2020,-employees in the Registered
Nurse Ill_- MC/CHC classification assigned to the RUHS Medical
Center or CHC who are appointed by the Professional Development
CommitteeCeuneit to work as an Advanced Care Nurse | or an
Advanced Care Nurse II shall be cIaSS|f|ed as follows: Feeewe—the

1. Reqgistered Nurse IV — MC/CHC (formerly ACN 1); the

minimum and maximum of the salary schedule shall be $3.00
per hour more than the minimum and maximum of the salary
schedule of the RN Il — MC/CHC classification. An employee
who is appointed to Registered Nurse IV — MC/CHC (formerly
ACN |) shall be placed at a rate that is $3.00 more per hour
than their base salary they were receiving as a Registered
Nurse Il = MC/CHC. Anniversary dates shall not be reset as
a result of this appointment. When base salary increases are
provided to employees in the bargaining unit, the percentage
increase will be applied to the RN |Il = MC/CHC classification
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and the RN IV — MC/CHC classification will be set $3.00 per
hour higher.

2. Registered Nurse V — MC/CHC (formerly ACN 1I); the
minimum and maximum of the salary schedule shall be $2.50
per hour more than the minimum and maximum of the RN IV
— MC/CHC — (formerly ACN I) classification. An employee
who is appointed to Registered Nurse V — MC/CHC (formerly
ACN 1) shall be placed at a rate that is $2.50 more per hour
than their base salary they were receiving if appointed from a
Registered Nurse IV — MC/CHC. An employee who is
appointed to Registered Nurse V. - MC/CHC from a
Registered Nurse Ill — MC/CHC shall be placed at a rate that
is $5.50 more per _hour than their base salary they were
receiving as a Registered Nurse Il = MC/CHC. Anniversary
dates shall not be reset as a result of this appointment. When
base salary increases are provided to employees in the
bargaining unit, the percentage increase will be applied to the
RN Il = MC/CHC classification and the RN V — MC/CHC
classification will be set $5.50 per hour higher.

3. If a Registered Nurse IV or V. MC/CHC is returned back to a
Registered Nurse lll, for failure to meet the qualifications of a
Registered Nurse IV _or V. _MC/CHC as specified in the
Professional Development Committee Guidelines, they may
request a Skelly meeting prior to their return. However, any
further appeal rights must be filed as a grievance per the
grievance procedure. The employee cannot file any further
appeal through the disciplinary appeal procedure — Article 13
Sections 6 through 10.

aWa aron A aya'
N i Ct— VY o Ci

sick—and/lor—vacation—leave—balances-An _employee appointed to
Registered Nurse IV - MC/CHC (formerly ACN 1) shall receive $3.00
per hour more than the Registered Nurse Ill MC/CHC classification.

Minimum qualifications for Registered Nurse IV — MC/CHC (formerly
ACN 1) classificationAdvanced-Care-Nurse-}:

1. Bachelor's in Nursing or health related field or National
Certification (recognized by AACN or ANCC) AND foursix (46)
years of full time experience as an RN; OR Master's in
Nursing and twofeur (24) years of full time experience as an
RN
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Plys:

2. Two years minimum in area of specialty

2-3. Completion of organizational course(s) specific to quality and
safety e.q., Team Stepps and Rapid Improvement Events

3.4. Meets/exceeds on prior evaluation

4.5. No documented (within last rolling year) attendance issues as
specified in RUHS Attendance Policyactive—Medical
CettificationDirective-on-file

5.6. _Not on a Performance Improvement Plan; and

6.7. _Qualified and approved major project by unit or department

director; or two smaller projects or activities demonstrating
initiative and leadership that contribute to improved patient
care or processes as defined by the Professional

Development Commlttee Aetwe—p&rﬂemaﬁen—m—a—eemmﬁtee

Minimum qualifications for Registered Nurse V. — MC/CHC (formerly
ACN I1) classificationAdvanced-Care-Nurse-H:

1. Minimum qualifications: bBachelor's Bdegree in nNursing or
health related field and National Certification (recognized by
AACN_or ANCC) AND sevennine (79) years of full time
experience as RN; OR Master’s in Nursing and fiveseven (57)
years of full time experience as an RN.

Plus:

2. Two years minimum in area of specialty

3. Completion of organizational course(s) specific to quality and
safety e.q., Team Stepps and Rapid Improvement Events

24. Full participation in one or more patient outcome regulatory
compliance committee(s) with meeting attendance equal to or
greater than seventy-five percent (75%)

3-5.  Meets/exceeds on prior evaluation

4.6. No documented attendance issues (within last rolling year)
issues as specified in RUHS Attendance Policy active-Medical
Certification-Directive-on-file

5.7. __Not on a Performance Improvement Plan; and
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8. Qualified and approved major project_by unit or department
director; and one smaller project or activities demonstrating
initiative_and leadership that contribute to improved patient
care _or_processes as defined by the Professional
Development Committee.Active—participationtr-a—committee

complete ACN acknowledgement form

e. Sustainment of Registered Nurse IV and V — MC/CHC (formerly
Advanced Care Nurse | or 1)

1. Effective the first full pay period following Board of
Supervisors approval of this MOU, to maintain the Reqistered
Nurse IV and V - MC/CHC (formerly Advanced Care Nurse |
and Il) (if they have not already done so), an employee must
submit _proof of continued activity as defined by the
Professional Development Committee within six (6) months.

2. Those granted Registered Nurse IV _and V - MC/CHC
(formerly Advanced Care Nurse | and 1) status will be
provided a certificate of successful completion valid for 1 year
or anniversary of annual evaluation (whichever comes first).

3. Extensions can be approved for annual evaluation due less
than 3 month from certificate in collaboration with the
Professional Development Committee and department
Director/Direct Report.

4. Those approved for renewal must submit proof of continued
activity that supports differential _as defined by the
Professional Development Committee.

5. Validation of active participation must be readily available
upon request to Director/Direct Report.
6. If the overall performance evaluation is changed to “below” or

placed on PIP/ Attendance issues (within last rolling calendar
year), the staff member is no longer eligible.

7. Staff are required to renew Registered Nurse IV and V -
MC/CHC (formerly Advanced Care Nurse | and ) annually.

Section4——RUHS — Medical Center Registered Nursing Classification &
Realignment Effective March 26, 2020 - No Harm Clause

NeHarm-Clause—This provision is included for historical purposes only.
Notwithstanding the implementation of the March 26, 2020 RUHS — Medical
Center Registered Nursing Classification & Realignment reclassification
and realignment of registered nursing classifications, no employee shall
suffer a loss of compensation as existeds on the day the reclassification and
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6:7.

realignment wasis 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, an employee experiences an
actual loss in their normal wages (base salary plus the specialty care, 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 normal wages (base salary plus specialty
care, 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, critical 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.

NICU Transport Differential. EffectiveMareh-26,-2020,—-employees in the

+8.

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.

e Registered Nurse Il = MC/CHC
e Registered Nurse Ill - MC/CHC
e Regqistered Nurse IV — MC/CHC
e Regqistered Nurse V — MC/CHC
e Assistant Nurse Manager — MC/CHC

e Clinical Nurse Specialist

| - it il shall .

o] ' dlift e . I I
ploses

Specialized Team Differential. —Effective Mareh-26,-2020,—eEmployees in

the following classifications are eligible for a specialized team differential:

e Registered Nurse | — MC/CHC
e Registered Nurse Il - MC/CHC
e Registered Nurse Il = MC/CHC

e Regqistered Nurse IV — MC/CHC
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8:9.

e Registered Nurse V — MC/CHC
e 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:

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

b. ED Assigned Registered Nurse Point of Care Testing Lab Supervisor

C. BERT Team_(not applicable to ETS/ITF)

d. Code Team_ (Registered Nurses working as disease-specific
registrars are ineligible for this differential);

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

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 $2.50 per
hour upon meeting eligibility requirements and assigned by RUHS as a
MICN:

e Assistant Nurse Manager — MC/CHC
» Registered Nurse | - V;-H-and+H — MC/CHC
e Pre-Hospital Liaison Nurse — MC/CHC

a. MICN Eligibility Requirements

The following minimum pre-requisites will be considered towards a
recommendation for assignment as an RUHS MICNte-the-Mebile-thtensive

Care—area. MICN eligibility requirements shall apply to the Registered
Nurse Umta#eHh&e#eetw&da%eLef—m&MGu

Minimum Pre-Requisites

Current California RN license

Current ACLS Certification

Current PALS or ENPC Certification

A minimum of 800 hours of emergency department nursing
Verification of successful completion of dysrhythmia class
Demonstrates good critical thinking skills

S
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7. Demonstrates good verbal skills

8. Maintains at minimum of an overall 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.
MICN Interview

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

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 shall retain exclusive control to determine final selection
and/or order of selection. After selection, the MICN candidate must
successfully complete the REMSA approved MICN course within

365 days. Ihe—detem%naﬂen—teas&gn—and#ewemeve—#em—weN

MICN Assignment Maintenance:

To maintain MICN assignment, the MICN must comply with the
RUHS MICN Roles and Responsibilities including participation in
required EMS education activities, minimum call taking quota of 10
calls per quarter, continuous quality improvement activities, and
yearly competency exam with a passing score of 80% or better. The
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MICN can retest once and must obtain an 85% the second test to
remain assigned as an MICN.

The MICN must remain in good standing with RUHS and REMSA by
renewing the MICN license every 2 vears to maintain MICN

assignment.

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.

F. 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. The RUHS reserves the right to make an assignment when
volunteers are unavailable.

a.

Any Registered Nurse |, Il,-e¢ Ill, IV or V working for the RUHS-
Medical Center (excluding the Emergency Department andhespitak
HFer-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.

Any Registered Nurse |, II, 1lI, IV or V working for the RUHS-Medical

b-c.

ed.

d-e.

Center Emergency Department and 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 four dollars ($4.00) per hour.

Any Registered Nurse |, II, exlll,_1V or VV 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.

Registered Nurse I, 11, 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 while actually performing these functions.

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

37



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 Il and 1lI
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 Il and 11l and at a rate
forty-three cents ($0.43) per hour higher for Licensed Psychiatric
Technician.

2.

33—

4.3. Any Respiratory Care Practitioner Il, when temporarily assigned over all
RUHS-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 Pool Differentials.

1—Float Pool. Any Registered Nurse |, Il,-ef IllI,_IV or V working for the RUHS-
Medical Center who is—regularly permanently assigned to Float Pool, shall
be compensated at a rate of two dollars and fifty cents ($26.50) per hour for
hours actually worked as a float employee. Ciritical Care pay shall not be
affected by the payment of a float pool differential.

1.

2——
3.2. Effective-March-26,-2020,-aAny Registered Nurse |, Il,-e¢ IlI,_IV or V working

for the RUHS-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.
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Forensic Behavioral Health

Effective January-30,—2020,—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 and Supervisor LP
Senior Clinical Psychologist

Clinical Psychologist

Registered Nurse I, II, I

Clinical Therapist | and Il

Senior Clinical Therapist

Behavioral Health Specialist I, and-1ll_and |1V
Recreational Therapist

Supervising Behavioral Health Specialist

Nurse Practitioner 1, I, & Il

Correctional Facility Assignment Differential.

1. Adult Correctional Facility Differential. 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
Classification Presley/ Banning Blythe/
Indio
Southwest
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Supervising Institutional Nurse $1/hour $2/hour $4/hour
Senior Institutional Nurse
Institutional Nurse

Licensed Vocational Nurse Il

Nurse Practitioner 1, 11, 11l

Physician Assistant

Physician II, I, IV

Radiologic Technologist | and Il

Sr. Radiologic Technologist
Supervising Radiologic Technologist

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
Senior Institutional Nurse
Institutional Nurse

Licensed Vocational Nurse Il
Nurse Practitioner I, 11, I

Physician Assistant-Adult Detention

Physician (11, 11, IV)-Detention Health Services
Preceptor. Any regular full-time employee in the designated

classifications set forth below 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 and assigned 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
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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: $5.00 per hour

Registered Nurse Il and Ill, IV and V*

(b) working at RUHS Operating Room:

Licensed Vocational Nurse Il and ll1*

Surgical Technician $1.00 per hour

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

CT TechnologistRadielegic-Speciakist H
Radiologic TechnologistFechnicianH

Mammography Technoloqist

MRI Technoloqist

Interventional Radiologic Technologist

Nuclear Medicine Technologist

PET/CT Technologist

Clinical Pharmacist |-l

Ultrasound Technologist
Respiratory Care Practitioner | and Il
Senior Radiologic Technician
Institutional Nurse $1.00 per hour
Sr. Institutional Nurse

Graduate Pharmacist

Intern Pharmacist

o SrPharmacist

Supervising Clinical Pharmacist

Occupational Therapist | and
Physical Therapist | and Il
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 January—30,—2020,—aNo employee shall receive preceptor pay in a

manner, or for a purpose that is inconsistent with the terms and conditions of this
section. , ,
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Extra Shift Assignment — Physician I-1V

Employees in the Physician I-1V classification series who are authorized to work
an extra shift assignment outside of the regular scheduled workday, shall be
entitled to receive the employee’s base hourly rate for each hour actually worked
during the extra shift.

Hours worked outside of the regularly assigned shift must meet specific criteria in
order to qualify as an extra shift assignment. An extra shift assignment is defined
as additional preset clinic hours added to the clinic calendar for the purpose of
scheduling additional patients. During an extra shift assignment, the clinic is
specifically staffed in order to fully operate the patient care clinic during that extra
shift. Physicians must work the entire extra shift in order to qualify for the premium
pay under this subsection.

A physician must be assigned to the extra shift in order to qualify for premium pay
under this subsection.

Overnight Shift Premium — Physician |-V

Employees in the Physician I-IV classification series who are assigned to work an
in-house overnight shift, and actually works at least half of that overnight shift (i.e.,
at least six (6) hours), shall be entitled to a premium of three hundred dollars
($300.00). For the purpose of this subsection, an overnight shift is defined as a
single shift beginning on or after 9:00 p.m. and ending on or before 9:00 a.m. A
physician who fails to work at least half of the assigned overnight shift may be
deemed ineligible to receive the premium pay under this subsection.
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EM.

Bilingual Premium

1. Scope:

Fhe-scope-of-thispoliey-Bilingual premium is available to eevers all full time and
part time employees who are assigned work on a regular and continuing basis that
requires a second language to effectively meet the service demands of the
County’s customers.

2. Eligibility Factors

a. The department head or designee shall designate positions to
provide bilingual services;

b. Incumbents must be assigned to provide bilingual services by the
department head or designee; and

C. Incumbents must successfully pass a bilingual proficiency
examination administered by the County Human Resources

Department. Spanish-speaking-employees-who-were-grandfathered
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Employees who are assigned to provide non-Spanish bilingual
services are required to successfully pass the requisite examination
one hundred, eighty (180) days after receiving notification from the
County that an examination is available. Failure to obtain a
certification one hundred, eighty (180) days following notification
from the County shall result in immediate loss of bilingual premium.
The County shall notify SEIU of any requisite examination
requirements.

d-e. If an employee leaves the assignment in which they are receiving
bilingual premium and moves to an assignment where the
department head or designee determines that bilingual skills are not
necessary, they will no longer receive bilingual premium.

5.4. Skill Levels

Employees must possess an appropriate proficiency certification (if a

certification is available for any specific language) from the County Human

Resources Department for the skill level demonstrated.

a. Level 1: Basic Oral Communication/Reading Examination
Employees at this level demonstrate proficiency in reading and
speaking in both English and a second language.

b. Level 2: Written Examination
Employees at this level demonstrate proficiency in reading, speaking
and writing in both English and a second language.

C. Level 3: Complex Level Written Examination
Employees at this level demonstrate proficiency in reading, speaking
and writing in both English and a second language using technical
terminology.

6.5. Compensation

Employees who have qualified for bilingual premium will receive
compensation as follows:
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a. Level 1: Fifty cents ($0.50) per actual hour worked, including
overtime hours worked

b. Level 2: Seventy-five cents ($0.75) per actual hour worked, including
overtime hours worked

C. Level 3: One dollar ($1.00) per actual hour worked, including
overtime hours worked

#6. Plan Implementation
a. The department head or designee is responsible for bilingual
assignments. The department head or designee is also responsible
for removing an employee from a bilingual assignment when the
position no longer requires the use of bilingual skills; furthermore, the
department head or designee is responsible for modifying the
bilingual skill level of the assigned employee as operationally
required. Prior to assigning an employee for bilingual premium, the
department shall forward requests for bilingual assignment to the
County Human Resources Department for bilingual proficiency
assessment and certification.

b. Employees certified by the County Human Resources Department
shall receive bilingual pay as long as the department head or
designee designates that position for bilingual assignment. The
decision of the department head or designee to assign and/or
remove bilingual assignment is not subject to either the grievance or
disciplinary appeal procedure in the MOU.

C. A break in continuous service, as defined in this MOU, shall require
the employee to become re-certified for the appropriate bilingual skill
level upon re-hire should the department head or designee designate
the position for bilingual assignment.

M:N. Engineering, Survey, Architect Licensure. The incumbent of a professional
engineering position or facilities project manager who is not required by the
classification plan to be registered, but who is registered as a Professional
Engineer by the State of California, shall be compensated at an hourly rate which
is five and a half percent (5.5%) higher than that specified for such position, at the
option of the employee’s department head. Such an incumbent in a department
primarily concerned with land surveying who is a licensed land surveyor may be
likewise compensated. The incumbent of a professional architect position or
facilities project manager who is not required by the classification plan to be
licensed, but who is licensed to practice architecture by the State of California,
shall be compensated at an hourly rate which is five and a half percent (5.5%)
higher than that specified for such position, at the option of the employee’s
department head.
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N-O.

Inconvenience Premium. Employees of the Transportation Department of the

o-P.

Transportation Land Management Agency (“TLMA”) travel crew will receive an
inconvenience premium of one hundred dollars ($100.00) per pay period only
during periods of temporary reassignment of the worksite as provided in this
subsection. l-is-the-parties—understanding-that-eOnly employees permanently
assigned to a travel crew by the Transportation Department and whose worksite is
temporarily transitioned to the Blythe or Thermal Yard, in which the Blythe or
Thermal Yard is at least seventy-five (75) miles from the employee’s regular work
location, shall be entitled to receive the inconvenience premium. In addition, any
permanent travel crew employee whose regularly assigned worksite is in the
Blythe or Thermal Yard, and whose worksite is temporarily transitioned to a work
location that is at least seventy-five (75) miles from the employee’s regular work
location shall be entitled to receive the inconvenience premium as provided in this
subsection.

Any employee who is temporarily assigned to a travel crew for less than a full pay
period, but otherwise under the same conditions above, shall receive the
inconvenience premium on a pro-rated basis of twelve dollars and fifty cents
($12.50) per shift, but not to exceed one hundred dollars ($100.00) per pay period
only during periods of temporary reassignment of the worksite as provided in this
subsection.

Eligibility for such additional pay shall be determined by the TLMA Director or
designee with the concurrence of the Human Resources Director, unless the Board
of Supervisors shall otherwise provide by resolution.

Peace Officer Standards and Training (P.0O.S.T.) Certification

1. Senior Sheriff's 911 Communications Officers or Sheriff's Communications
Supervisors.

a. Employees hired inte-the-SEIJ-bargaining-unit-prior to January 30,
2020, into the classification of Senior Sheriff's 911 Communications

Officer-or-Sheriff s Communications-Supervisor-who possess a valid
Intermediate-Certificate-ora