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PREAMBLE

This Memorandum of Understanding, hereafter referred to as the “Memorandum™ or “MOU” is by and between the
Mendocino County Board of Supervisors, hereafter referred to as "the County," and Service Employees International
Union Local 707 (SEIU Local 707) [also known as Mendocino County Employees Bargaining Unit /SEIU Local 707 or
MCEBU/SEIU Local 707], hereafter generally referred to in this Memorandum as "the Union" or SEIU.

The County and the Union recognize their duty and obligation to comply with the provisions of this MOU and to make
every effort toward fully and faithfully carrying out each provision. It is further understood and agreed that this MOU is

not binding on the parties hereto until ratified by the Mendocino County Board of Supervisors and MCEBU/SEIU Local
707.
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ARTICLE 1-RECOGNITION AND TERM OF MEMORANDUM

1.1 Recognition
The County of Mendocino acknowledges SEIU Local 707 [also referred to as MCEBU /SEIU Local 707] as the
sole recognized employee organization for matters within the scope of representation as defined in the EERP, for
employees in all classifications listed in Attachment B, as such ministerial listing may be amended as the County
deems appropriate during the term of the Memorandum.

12 Term

This memorandum shall be in effect only for the period from October 1, 2001 through March 31, 2004. This
amendment shall supercede any previous language. However, all other previous and specifically stated terms
and conditions of employment shall remain in full force and effect.
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ARTICLE 2 - DEFINITIONS

2.1 Non-Application
None of the following definitions are intended to apply in the administration of the County Employee's

Retirement Law of 1937, or to the County's Civil Service Ordinance, nor the Rules of the Civil Service
Commission.

22 Definitions

Allocation of Position
The official authorization for a specific position to be utilized by a specific department.

Appointing Authority
The board, commission, group of persons, officer, or person having the power by lawfully delegated authority to
make appointment to or removal from positions in the County service.

Base Hourly Rate
The base hourly rate shall be the hourly rate corresponding to the salary step in the salary range to which an

employee is assigned.

Break in Service
A break in employment with the County, such as a termination or resignation. A break in service does not occur
because an employee is in unpaid status.

Bumping Rights
See Article 8, Section 8.2 (Per side Itr 10/01/02)

Calendar Year
Beginning of pay period 14 through and including pay period 13.

Call Back
When, after scheduled hours of work have ended, and without prearrangement, an employee responds to a call
to perform extra work.

Catastrophic Leave
A paid leave of absence due to verifiable, long-term illness or injury as, but not limited to, cancer and heart
attack which clearly disables the employee, the employee s spouse, parent, or child. (Per side Itr 10/01/02)

"Class" or "Class of Positions"

"Class" or "Class of Positions" means a definitely recognized kind of employment in the County service
designed to embrace positions having duties and responsibilities sufficiently similar that the same title may be
used; the same requirements as to education, experience, knowledge, and ability may be demanded of
incumbents; and the same schedule of compensation may be made to apply with equity.

Compensatory Time
Time off with pay to which an employee is entitled, as provided for in this Memorandum, instead of cash
compensation.

County
The County of Mendocino, any of its organizational units or boards and commissions, as administratively

determined by the County; may include appointing authority, Board of Supervisors, Chief Administrative Officer

MEMORANDUM OF UNDERSTANDING 3 MENDO CO & MCEBU/SEIU 10-01-2001/3-31-2004



Or a Supervisor.

Department
A branch of County government with one or more employees under the charge of a specific individual who is

designated as a department head.

Discipline
Oral or written reprimands, suspension without pay, involuntary demotion or discharge, or any meeting with
representatives of the County and the employee(s) where the above-mentioned actions are considered.

Emergency Operations
The performance of County functions or services necessary, in the opinion of the County, to protect or preserve
the lives, safety, health, or property of the County.

Employee
Any person legally employed by the County and a member of the bargaining unit represented by the Union.

Emplovee - Extra Help

a. Extra-help is a generic term for a non-allocated position used to fill unanticipated, temporary, infrequent
or occasional employee needs of a department or the County.

b. An extra-help position is at-will. Employees in extra help assignments do not gain seniority or other
property rights and are not eligible for other benefits normally associated with a County Civil Service
classification.

c. Extra-help should not normally be used when the staffing need for a position is regular, scheduled, or

routinely anticipated, or is a, frequent, predictable, or constant factor that could be calculated into a
department's annual budget request, and could be appropriately assigned to a fully trained permanent
or regular employee. (Per side ltr 10/01/02)

Employee - Permanent Full-Time

An allocated position which is regularly scheduled for eighty (80) hours of work per pay period. Additional
definitions can be found in County Code - Title 3 - Personnel Chapter 3.04. See Article 6, Section 6.2 (Per side ltr
10/01/02)

Employee - Permanent Part-Time

An allocated position which is regularly scheduled for less than eighty (80) hours per pay period. If the Board
of Supervisors by resolution, after fulfilling meet and confer obligations, designates a standard work week of
less than forty (40) hours a week, "part-time" service shall consist of a weekly or pay period schedule which is
less than the standard number of hours per week. See Article 6, Section 6.2 (Per side Itr 10/01/02)

Employee - Temporary

A temporary position is an extra-help position that is limited in time and scope, usually for a particular project,
and frequently of short duration, rarely longer than six or 12 months, or is used for an extended period of time to
assist on or complete a particular project or assignment that has a clear end or completion date [such as a grant
funded project]. See Article 6, Section 6.2 (Per side ltr 10/01/02)

Exempt Emplovee
An employee who, for the purposes of this Memorandum, has been designated by the County not to be covered

by the provisions of the Fair Labor Standards Act.

Fiscal Year
Pay period 1 through and including pay period 26.

FlexTime Work Schedule
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A non-regular work schedule with or without a consistent pattern as to the number of work hours per day or
week; but an arrangement whereby the employee is obligated to perform work and be responsible for flexing the
hours of their own work schedule in accordance with written arrangements agreed to by the employee and the
appointing authority.

Hours Worked

Includes all time spent by the employee while the employee is engaged in duties or activities required by the
County and pursued necessarily and primarily for the benefit of the County. For the employee, hours worked
shall also include all hours that the County knows, or has reason to know, that work is being performed.

Layoff
See Civil Service Rules, Rules VI

Merit Increase
An increase from one pay step to another based on satisfactory performance, progress, and productivity.

Ministerial
In obedience to a lawful order without exercise of personal judgement or discretion.

Non-Exempt Employee
An employee designated by the County to be covered by the provisions of the Fair Labor Standards Act, or an
otherwise exempt employee treated as if covered for the administrative convenience of the County.

On-Call

The assignment of employees who are required to be available (e.g. by phone or pager) during non-working
hours.

Overtime

Statutory: As defined by law, and applicable to non-exempt employees only, statutory overtime is all

hours worked in excess of forty (40) hours in a regular seven (7) day work period.

Non-Statutory:  Overtime defined by contract or other agreement.

Pay Date
Employees shall be paid for each hour of pay status, and other compensation, six (6) calendar days after the end

of the pay period. If a holiday falls on said day, payment shall be made on the preceding regular County
business day.

Pay Period
Fourteen (14) consecutive days starting on Sunday at 0001 hours and ending the second Saturday thereafter at

2400 hours.

Pay Range
The salary range assigned to a specific classification.

Pay Status
Whenever an employee is at work, absent on a paid holiday, absent on leave with pay, or absent on authorized

compensatory time off.

Permanent Position
A position allocated by the Board of Supervisors.
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Personal [.eave Hours
A negotiated benefit consisting of twenty-four (24) hours of leave with pay per calendar year that must be used
in accordance with this Memorandum.

Personnel File

The official employee personnel record maintained by the County. Guidelines related to the personnel file and
circulated by the Personnel Department are to foster good communications but shall not be considered a partof
this Memorandum.

Position
A group of current duties and responsibilities assigned or delegated by competent authority, requiring the full
or part-time services of one person.

Probationary Employee
An employee who is serving a probationary period as provided in the Civil Service Rules.

Probationary Period
A period which is used for the adjustment and evaluation of a newly appointed or reassigned employee as
provided for in the Civil Service Rules.

Promotion
The reassignment of an employee from a position in one class to a position in another class which is allocated to
a higher salary on the salary range.

Promotion
The reassignment of an employee from a position in one class to a position in another class which is allocated to
a higher salary on the salary range.

Reprimand

A written warning that failure to correct a specific deficiency, or deficiencies, which may result in further disci-
plinary actions, including but not limited to; suspension without pay, demotion in classification, reduction in
base salary, or termination from County employment.

Salary
A payment of money for labor or services on an hourly basis in accordance with this Memorandum.

Salary Range
The salary level for any given classification. The salary range shall consist of salary steps, each five percent

(5%) apart, and identified with the letters A through E respectively, as provided for by Section 3.04.080 of the
Mendocino County Salary Ordinance.

Separation
The termination of employment of an individual.

Skelly Hearing
A pre-disciplinary hearing.

Standby
See On-Call.

Steward
An individual employee designated by the Union to represent the Union, or employees in the workplace.
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Temporary Position
Any position which is temporary, seasonal or intermittent in nature.

Transfer

A transfer is either (1) the lateral movement of an employee to an assignment in the same classification in a
different department, or (2) the lateral movement of an employee from a position in one class to a position in
another class in the same salary range. See Article 3, Section 3.14.1. (Per side Itr 10/01/02)

Union
SEIU Local 707.

Voluntary Time Off
A voluntary pledge by an employee to reduce work hours without a corresponding loss in benefits or service
time.

Work Day
A twenty-four (24) hour period containing a specified number of hours of work (normally 8, 9, 10, or 12

consecutive hours of work) and normally interrupted by a meal break.

Work Period
The determination by the County of the fixed, regularly recurring period of 168 consecutive hours.

Work Schedule
The determination by the County of an employee's specific work days, work weeks, work periods and work
shifts, established on a regular, ongoing basis.

Work Shift
The hours which an employee is scheduled to work within a regular or split workday.

Work Week

All County employment is based on an employee being in pay status for forty (40) hours per week, or such other
number of hours as the Board of Supervisors may designate by resolution. The usual County work week for all
employees shall be computed from 0001 hours Sunday through 2400 hours the following Saturday (i.e., midnight
Saturday through midnight Saturday) for pay purposes; provided however, that the work week for any employee
may be changed to a different work week by resolution of the Board of Supervisors after the meet and confer
obligation has been satisfied.
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ARTICLE 3 - EMPLOYEE RIGHTS AND RESPONSIBILITIES

Definition of Employee Rights
Employees represented by the Union shall have the following rights pursuant to Government Code 3500 et.
seq.:

A. Employees of the County of Mendocino shall have the right to form, join, and participate in activities of
labor organizations of their choosing.

B. Employees have the right to be represented by the Union in all matters within the scope of
representation.
C. Employees shall have the right to refuse to join or participate in the activities of employee

organizations. They shall have the right to represent themselves individually in their employment
relations with the County.

D. Employees shall have the right to represent themselves individually in their emp loyment relations with
the County without the intervention of an authorized employee organization if such representation is
not inconsistent with the terms of a current memorandum. Individual employees are not authorized to
change the provisions of the Memorandum.

E Employees have the right to be free from interference, intimidation, restraint, coercion, discrimination,
or reprisal on the part of their department head, supervisor, other employees, or employee
organizations, with respect to the employee's membership or non-membership in any employee
organization, or with respect to any lawful activity associated therewith which is within the scope of
representation.

Employee Conduct

Employees are expected to conform to the standard of conduct expected of public employees and are expected
to refrain from activity which is in violation of federal, state, or county law, or the County Employer-Employee
Relations Policy.

Mandatory Training
Employees who participate in County-mandated supplemental education programs shall either be assigned to

such programs during their regular working hours, or be compensated for such training and travel time in
accordance with FLSA procedures.

Orientation Training
Upon the request of an employee, at the time the employee is originally appointed or promoted, the County shall

make a good faith effort to provide intensified orientation on specific job functions.
Personnel Files

Inspection of Personnel Files

The County and the Union agree that the official personnel records are not subject to public inspection, except
in accordance with law. Except as restricted by law or provided below, employees shall have the right to inspect
and review their official personnel records (relating to their performance as an employee, which is kept or
maintained by the County). Information records and materials kept separately by the employee's supervisor are
not part of the official personnel file and have no official standing by themselves in disciplinary actions.
Supervisory notes and informal correspondence are not to be entered into the employee's official personnel file
until they have been seen and signed by the employee or witnessed that the employee has been given a copy
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for review.

The County shall provide an opportunity for the employee to respond in writing to any information placed in
their official personnel record about which the employee disagrees. The response shall become a permanent part
of the employee's official personnel record. The response shall fully describe the circumstances surrounding the
issues(s) with which the employee disagrees, and it shall include a statement of facts, supportive
documentation, and/or witnesses. An employee wishing to respond shall be responsible for providing the
written response within thirty (30) calendar days, to be included as part of the employee's permanent personnel
record.

The contents of employee personnel records shall be made available to the employee for inspection and review
at reasonable intervals during the regular business hours of the County.

Pre-employment physical records are not considered as part of an employee's personnel file.

3.52  Records That Cannot Be Reviewed
Notwithstanding any other provisions of this Article, the County and the Union agree that an employee is not
entitled to inspect, review, or copy such documents as reference letters, background investigations, and records
pertaining to investigation of a possible criminal offense, or other legally privileged records.

353 Consent for Union Representatives to Review Records
Should an employee wish to have a Union representative review the employee's own personal records, the
employee will provide the Union representative with a signed, dated letter indicating the employee's consent to
have the employee's records reviewed. The Union representative shall present said consent letter to the
employee's appointing authority, or designated representative, prior to reviewing the employee's records.
Authorization shall be valid for sixty (60) calendar days from the date of signature.

The official personnel records of all employees shall be kept by the County Personnel Department.

354  Right to Review Adverse Comments

No employee shall have any comment adverse to the employee's interest entered in the employee's official
personnel records file which may be used for disciplinary action, without the employee having first read and
signed or initialed the document containing the adverse comment; except that such entry may be made if, after
reading the document, the employee refuses to sign or initial it. Should an employee refuse to sign or initial the
document, that fact shall be noted on the document and signed or initialed by the supervisor. In the event an
employee is not available due to resignation, termination, or leave of absence longer than thirty (30) days to read
and sign or initial the document, a copy of the document with a notation stating "cc: Personnel file" will be
mailed to the employee's last known address. For purposes of this Section, "Adverse" shall refer to comments
critical of any aspect of the employee's performance of job duties.

3.55  Rightto Seal Letter of Reprimand
An employee has the right to request in writing that a letter of reprimand be sealed within the employee's

personnel file if two (2) years have elapsed from the date of reprimand and there has been no recurrence of the
issue contained in the reprimand.

The Personnel Director shall review the request and within fourteen (14) calendar days render a decision on the
request. Should the employee disagree with the decision of the Personnel Director, the employee has the right
to pursue a remedy through the grievance procedure at Step 4.

356 Copies of Personnel Files
All personnel records are, and remain, the property of the County. At the employee's request, the employee
shall be provided one copy of any document placed in the employee's file, except for employment applications.
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An employee must specify the documents which are requested for copying and shall pay the standard County
copying fee.

Performance Evaluation
The County reserves the right to determine the method, the means, and the timing or necessity for employee
performance evaluations, subject only to the following provisions:

A. An employee shall be formally evaluated at least annually by the employee's immediate supervisor.
However, an employee who is at Step A of the salary range may, at the discretion of the supervisor, be
formally evaluated at least bi-annually. Evaluation factors shall be job-related. Performance
deficiencies, if ay, and necessary corrective actions will be documented in formal evaluations.
Evaluations shall include space for employee comments. An employee's signature on a performance
evaluation indicates receipt of the evaluation only and is not to be construed as an agreement of the
evaluation, or comments made by the evaluator.

B. An employee serving a probationary period shall be evaluated after the completion of three (3) months
and on the completion of five (5) months of their probationary period. Those employees that are
required to serve a twelve (12) month probationary period shall have their review after the completion
of three (3), six (0), and eleven (11) months. An appointing authority may require the evaluation of an
employee at such other times as he/she feels appropriate.

C. The appointing authority, or designee, shall arrange for explanation and discussion of the evaluation
with the employee. The employee may make written comments regarding the evaluation which shall be
attached to the evaluation, which shall be placed in the employee's personnel file.

D. Should the employee choose to submit a written response to the evaluation, the appointing authority
shall reply to the employee's concern in writing and may modify the evaluation.

Right to Representation
When disciplinary action is indicated during the performance evaluation, the employee has the right to
representation.

Conlflict of Interest

Each bargaining unit employee who is affected shall be furnished with a copy of the Conflict of Interest Code
adopted for the department in which the employee serves. The County Clerk shall maintain forms for statements
required of bargaining unit employees by the conflict of interest provisions of the Political Reform Act of 1974
and Conflict of Interest Codes adopted thereunder.

No Discrimination

Provisions of this Memorandum shall be equally applied to all employees in the bargaining units without
unlawful discrimination as to age, sex, race, color, creed, national origin, physical or mental disability, sexual
orientation, political affiliation, or any other consideration made unlawful by federal, state, or local law. The
parties agree that the prohibition against sexual discrimination includes sexual harassment. The County and the
Union shall equally share the responsibility of the application of this provision, or any other considerations
made unlawful by federal, state, or local law.

Equal Employment Opportunity/Affirmative Action

The County of Mendocino has adopted an Equal Employment Opportunity/Affirmative Action Policy Statement
which shall govern any and all actions arising from employment discrimination matters. An employee may elect
to utilize this policy or the grievance procedure to address a complaint of discrimination.

EEO/AAP Policy Statement
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The County of Mendocino is an equal opportunity employer and is committed to an active Equal Employment
Opportunity/Affirmative Action Program EEO/AAP. It is the stated policy of the County of Mendocino that all
employees and applicants shall receive equal consideration and treatment in employment without regard to race,
color, religion, ancestry, national origin, age, sex, marital status, medical condition, disability, physical handicap,
or any other consideration made unlawful by federal, state, or local law. All such discrimination is unlawful.

All recruitment, hiring, placements, transfers, and promotions will be on the basis of individual skills, knowledge,
and abilities, and the feasibility of any necessary job accommodation, regardless of the above identified bases.
All other personnel actions such as compensation, benefits, layoffs, terminations, training, etc., are also
administered without discrimination. Equal Employment Opportunity/Affirmative Action Program (EEO/AAP)
will be promoted through a continual and progressive EEO/AAP.

The objective of an EEO/AAP is to ensure non-discrimination in the employment and, wherever possible, to
actively recruit and include for consideration for employment, minorities, women, and the physically
handicapped.

To comply with applicable laws ensuring equal opportunities to qualified individuals with a disability,

Mendocino County will make reasonable accommodations for the known physical or mental limitations of an
otherwise qualified individual with a disability who is an applicant or an employee; unless undue hardship
would result.

Any applicant or employee who requires special accommodations to perform the essential functions of the job
should contact the Personnel Department and request such accommodations. The individual with a disability
should specify what accommodation he/she needs to perform the job. The County will conduct an investigation
to identify the barriers that make it difficult for the applicant/employee to have an equal opportunity to perform
his/her job. The County will identify possible accommodations, if any, that will eliminate the limitation. If the
accommodation is reasonable and will not impose an undue hardship, the County will make the accommodation.

The Director of Personnel has been designated EEO/AAP Coordinator. Inquiries concerning the application of
federal and state laws and regulations should be referred to him/her. If you believe you have been subjected to
any form of unlawful discrimination, provide a written complaint to the Personnel Director as soon as possible.
Your complaint should be specific and should include name(s) of individual(s) involved and the name(s) of any
witnesses. The County will take immediate action to make an effective, thorough, and objective investigation,
and attempt to resolve the situation. The coordinator is responsible for administering program progress and
initiating corrective action when appropriate. All personnel actions are monitored and analyzed to ensure the
adherence of this policy. Regular annual reports are submitted to the Personnel Director for review and
evaluation of progress.

If it 1s determined that unlawful discrimination has occurred, effective remedial action will be taken,
commensurate with the severity of the offense. The action taken by the County to remedy the situation will be
made known to you, and the County will not retaliate, nor permit retaliation against you for filing a complaint.

To achieve the goals of our EEO/AAP, it is necessary that each member of this organization understand the
importance of the program and his/her individual responsibility to contribute toward its maximum fulfillment.

3.10 Americans With Disabilities
Mendocino County will comply with all relevant and applicable provisions of the Americans With Disabilities
Act. The EEO/AAP policy adopted by the Board of Supervisors (3.9.1 above) contains appropriate language
to insure protection for ADA qualified individuals.

3.11 Discrimination in Employment Prohibited
Because the ADA requires accommodations for individuals protected under the Act, and because these
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accommodations must be determined on an individual, case-by-case basis, the parties agree that the provisions
of this Memorandum may be waived in order for the County to avoid discrimination.

The Union recognizes that the County has the legal obligation to meet with the individual employee to be
accommodated before any adjustment is made in working conditions. The Union will be notified of these
proposed accommodations prior to implementation by the County.

Any accommodation provided to an individual protected by the ADA shall not establish a past practice, nor
shall it be cited or used as evidence of a past practice in the grievance procedure.

A waiver may be granted for any provision of this Memorandum in order to undertake required accommodations
for an individual protected by the Act. The County will provide the Union with notice of its intent to waive the
provision and will discuss Union proposed options in a non-meet and confer forum.

No Discrimination Based on Union Activity

Provisions of this Memorandum shall be equally applied to all employees in the bargaining unit without
discrimination based on Union activity. Except as otherwise provided in this Memorandum, disputes under this
Article shall be subject to Article 19 (Grievance Procedure).

Employee Liability

Division 3.6 of Title I of the Government Code establishes a County employee's liability for acts or omissions
within the scope of employment and the County's obligation to indemnify and defend County employees for
claims against them arising from those acts.

The County and County employees recognize their respective rights and obligations under these provisions of
these laws as they exist at this time, and as they may be amended or given final, binding judicial interpretation.

Reassignment / Relocation

Assignment of job duties is a management right. It is the sole discretion of a department head to assign
employees to job duties within the scope of their classifications or as emergency conditions require, in a manner
to effectively carry out the functions of the department and service to the public.

The County and the Union recognize that reassignments may occur in the fulfillment of these functions.

However, in the furtherance of fairness to employees, creating better service to the public, and better
communications and morale, the County agrees that in the absence of agreement by the employee, the County
will provide the following information to an affected employee, prior to initiating a reassignment that requires the
relocation of an employee to a facility more than 25 miles from their current job site:

1. Provide ten (10) days written notice; and
2. Provide a brief statement of the reasoning behind the decision, including readily identifiable
County or departmental interests, missions, goals or organizational needs met by the
relocation.
Transfers
1. A transfer may be initiated by either the employee's application, or the request and agreement of the
departments involved.
2. The Human Resources Director must authorize movement to a different classification.
3. An employee transferring from one classification to a different classification in the same grade

assignment must meet the positional qualifications and be able to effectively carry out the duties of the
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different classification or position [including any particular skills or duties - such as bilingual ability or
evening work -assigned to the particular position]. (See side letter 10/01/02)

3.15 Meet and Confer Release Time
Release time for the purpose of meet and confer shall be provided for four (4) employee members of the Union's
bargaining team. Release time shall be limited to that which is statutorily required under MMBA (time spent at
the negotiations table, in caucus with bargaining team, travel time, and in mediation and fact finding sessions).

Release time for meet and confer shall be limited to the normal work shift hours of employee negotiators. Time
spent in the meet and confer process outside the employee negotiator's normal work shift hours shall not be
compensated.

3.16 Access to County Policies and County Code
Employees will have access to the following set of documents at every County work site where five [5] or
more members of this bargaining unit are assigned:

EERP [Employer-Employee Relations Policy;

Civil Service Rules;

County of Mendocino Policy Manual,

Title 3 of the County Code [dealing with personnel and employee matters];

Safety Manual,

County of Mendocino Emergency / Disaster Evacuation Plan Policy and Procedures;

A current copy of the SEIU Memorandum of Understanding [to be provided by the Union];
Discrimination/Harassment Complaint form; and

FMLA, CFRA and Pregnancy Leave Request forms, and ADA Accommodation Request forms.

Within reasonable limitations, employees will be permitted to copy, print, or electronically download
portions of these documents, policies and Title 3 [job-related portions] of the County Code free of charge.

Employees may request and receive by interdepartmental mail, within reasonable limitations, a copy of

portions of the above referenced documents, policies and Title 3 of the County Code, free of charge from
their department.
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ARTICLE 4 - UNION RIGHTS AND RESPONSIBILITIES

Recognized Right to Represent

The Union and its authorized representatives have the recognized right and responsibility to represent all
members of the bargaining unit on all matters within the scope of representation. An employee has the right to
represent himself or herself in accordance with Government Code 3500 et. seq.

Right to Reasonable Notice
The Union has the right to be given reasonable written notice of any new or proposed amendment to any
ordinance, rule, resolution, or regulation which is directly related to matters within the scope of representation.

Emplovee Contact

Subject to prior approval of the appointing authority or designee, Union-paid staff and Union stewards are
permitted to meet with a represented employee during the employee's work hours on matters within the scope of
representation. With the prior approval of the appointing authority or designee, investigation of grievances or
pre-disciplinary investigations may be conducted on an employee's work time. Such meetings shall be held in
non-public work areas, except that a Union staff member or steward may observe work taking place in public
work areas. Requests to meet for the above purposes shall not be consistently or unreasonably denied.

Meetings for Other Purposes
Unless otherwise agreed to by the appointing authority or designee, meetings with employees for purposes

other than those specified shall be conducted on the employees' own time (rest breaks, meal periods, before or
after work).

Meeting Space
Upon request of the Union, the County may provide meeting space outside working hours, provided such space

is available and the Union complies with all departmental rules and policies of the Board of Supervisors.
Request for use of facilities shall be made in advance to the appointing authority or designee and will indicate
the date and time of the meeting and facilities needed. The appointing authority shall notify the Union at the
time of the request of any charges that are appropriate to offset the costs of such use.

Communications

The County's interdepartmental messenger service and- where available - its e-mail system may be used for
individual Union-oriented communication between employees who are represented by the Union and between
the paid staff of the Union and such employees.

The Union understands that the continuance or discontinuance of the interdepartmental messenger service and
its e-mail system is a matter within the sole discretion of the County, and that not all work locations or
employees have e-mail or Internet access. This section does not create a duty to provide e-mail or Internet
access to any employee.

The Union agrees to indemnify, defend, and hold harmless the County and its officers, agents, and employees
from any claim liability or damage arising out of this provision.

Bulletin Boards

The County will furnish adequate bulletin board space measuring approximately 36 x 48 inches for the exclusive
use of the Union. Both parties recognize there might be locations where a bulletin board of lesser size may be
required. Bulletin boards shall be located in mutually acceptable areas and shall, when possible, be out of plain
view of the public. The County shall install new bulletin boards in areas where the Union and the County agree
that they are required, with the Union supplying the bulletin boards or reimbursing the County for the cost of
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the board(s). All materials to be posted on said boards shall be in good taste, strictly impersonal in nature, and
limited to the legitimate and lawful business of the Union. Prior to posting, any material shall be plainly and
legibly initialed by an authorized representative of the Union.

Bulletin Board Content

Nothing shall be placed on bulletin boards which does not meet the above-mentioned criteria. In the event that
the appointing authority believes that posted material violates the above criteria, they shall meet with a
representative of the Union, preferably the steward whose initials appear on the material, to attempt to resolve
the dispute. If the dispute is not resolved, the appointing authority and a Union representative shall then refer
the matter to the Director of Personnel. If the Union is not satisfied with the decision of the Director of
Personnel, the matter shall then be referred to the Chief Administrative Officer (or designee).

Notice of New Emplovees
The County shall provide the Union with the names and departments of new employees on a monthly basis.

The information provided the Union shall be kept confidential.

New Employee Information and Orientation

Each new employee in a represented classification shall be given a written statement notifying them that the
Union is the recognized employee organization for their classification. This statement shall include a space for
the new employee's name, signature, and authorization to release their mailing address to the Union. The
content and the form of this written statement shall be by mutual agreement between the County and the Union.
Each new employee shall receive a copy of the Union's standard introductory packet, copies of which shall be
provided by the Union.

Employee Lists
The County will provide the Union with a monthly data run of all represented employees showing each

employee's name, department and section code, job classification, and employee status. The Personnel Director
and the Union's president or designee, may agree to reasonable modifications to the employee information to
meet, if possible, the representational needs of the Union. The Union recognizes the legal right of each
employee to the employee's privacy and agrees not to use any information obtained pursuant to this
Memorandum; nor to allow others to use the information for commercial gain; nor in a manner that would violate
those rights. With respect to this contractual commitment, the Union agrees to indemnify, defend, and hold
harmless the County, its officers, employees and agents from any claim, liability or damage arising from the
Union's breach of its duty under this Memorandum.

Contact by Union
A Union steward or business agent shall be entitled to contact all newly -hired employees for the purpose of

providing the new employee with information about the Union. These activities shall be conducted on the
Union steward's and the newly -hired employee's own time and shall not interfere with the conducting of County
business.

Union Stewards

The Union may designate Union stewards among employees in all bargaining units represented by the Union.
Union stewards have the right and obligation to represent and assist individual employees as provided for in
this Memorandum. The Union will provide the County's Personnel Director with a current and updated list of
Union stewards. The County's Personnel Director will notify department heads that have designated stewards
in their departments.

The Union and the County agree that initial training for stewards will include the training of management
representatives.
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For the purpose of this Section, the term "discipline” shall be as defined in Article 2 of this Memorandum.

Duties required by the Union of its stewards, with the exception of attendance at formal meetings with the
County, supervisory personnel, and/or aggrieved employees arising out of a pre-disciplinary investigation, or
any meeting under the grievance procedure, shall not interfere with the Union stewards' or other employees'
regular work assignments. No steward may leave duty or work for purposes of Union representation without the
specific approval of the steward's supervisor or other authorized management official. Such release will not be
capriciously or arbitrarily denied. The Union's request for release time shall not be made capriciously or
arbitrarily and time demands for work on Union activities, or on any one employee, shall be within reasonable
limits.

All time for the above recognized steward activity shall be paid release time.

The Union and County agree that employee performance evaluations, or other meetings that do not include a
discussion of discipline, will not create a right for steward representation or assistance at the meeting.

While the Union is free to choose its stewards from employees, it agrees that the number of stewards from any

one department, division, or work area will not hinder effective working relationships or productivity and

delivery of County services. Neither the County nor the Union shall interfere with, intimidate, coerce, or

discriminate against employees or Union stewards for exercising their rights as granted under Government Code
3502.

Section 3502 grants employees the right to form, join, and participate in the activities of an employee
organization of their own choosing for the purpose of representation for all matters of employer-employee
relations. They shall also have the right to refuse to join or participate in the activities of the Union and shall
have the right to represent themselves individually in their employment relations with the County. (Note that
the courts have held that the employee's right of self-representation is limited to a "right to be heard," to express
their personal concerns through a grievance, or other existing appeal or communications procedure, and is not
an enforceable right to meet and confer.)

The County and the Union recognize that the above language does not, and is not intended to grant additional
protections that are not inherent under Government Code  3502.

Dues Check Off Deductions

The County agrees to deduct all Union dues, member benefit program costs, insurance premiums, and
assessments from the pay of those employees who have authorized that such deductions be made. The
amounts deducted shall be remitted promp tly to the Union, or its designees, with an alphabetical list of the
employees from whom deducted. The Union agrees to indemnify, defend and hold harmless the County, its offi-
cers, agents, and employees from any claim, liability, or damage arising from this provision.

Payroll Deductions

The Union shall have six (6) input deduction screen fields available at no cost for payroll deductions for
programs or purposes sponsored by the Union and approved by the County. Any additional input screen fields
needed by the Union during the stated duration of this Memorandum are subject to a service charge.

Although the intent of the County is to provide six (6) input deduction screen fields, both parties recognize the
limitation of the current computer system and that six (6) fields may not be available until the County's new
payroll system is on line.

Union Release Time Bank
The County will grant a combined maximum of 160 hours of release time per fiscal year, with a maximum of 24
hours for any one employee per fiscal year, to be paid for by the Union, deducted from employee vacation, CTO
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or personal leave time, or deducted from a bank established from donations of vacation, CTO or personal leave
time. The County will match the first 40 hours of time donated by employees to the bank. The County’s
contribution of 40 hours is restricted in its use to the training of Union Stewards to improve the handling of
grievances and disciplinary issues. At no time shall deductions from the bank be allowed in excess of donated
hours.

Upon request from the Union manager or designee, the County may authorize release time for Union Stewards
and Officers to attend meetings and training not otherwise covered in this Memorandum of Understanding. The
Union shall specify in the request whether the time to be used will be paid time or unpaid time. The Union shall
provide a monthly reporting to the Human Resources Director including the names and hours used by
employees during County work hours. In all cases release time shall not unreasonably interfere with a
department’s operation, and Union members shall secure permission from their supervisors before leaving work
assignments. Requests for release time shall not be unreasonably denied.
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ARTICLE 5- MANAGEMENT RIGHTS AND RESPONSIBILITIES

51 Definition of Management Rights
Subject to applicable laws, it is the exclusive right of the County to determine the purpose or missionofeachof

its constituent departments, boards, and commissions; set standards of service to be offered to the public; and
exercise control and discretion over its organization and operations. It is also the right of the County to direct
its employees; take disciplinary action for just cause; relieve its employees from duty because of lack of work or
for other legitimate reasons; determine whether goods or services shall be made, purchased, or contracted for;
and determine the methods, means, and personnel by which the County's operations are to be conducted. The
County has the right to take all necessary actions to maintain uninterrupted service to the community, provided
that the exercise of these rights does not preclude employees or their representatives from meeting and
conferring with the County on the impact of County actions on matters within the scope of representation
pursuant to Government Code 3500 et. seq. and applicable law.

52 Management Conduct
Management is expected to conform to the standard of conduct expected of public employees and is expected

to refrain from activity which is in violation of federal, state, or county law, or the County Employer-Employee
Relations Policy.
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ARTICLE 6 - HOURS AND OVERTIME

Application

This Article is intended only as a basis for outlining standards for hours of work, work schedules, and a basis
for calculating overtime payments. Hours specified under types of employment indicate a commitment by the
County to minimum and maximum hours each employee is to be regularly scheduled, as long as there is
sufficient work.

Definition of Types of Employment
a. Permanent Types of Employment with the County. (See side ltr 10/01/02)

Full-Time: An allocated position which is regularly scheduled for eighty (80) hours of work per
pay period. Additional definitions can be found in County Code - Title 3 - Personnel
Chapter 3.04.

Part-Time: An allocated position which is regularly scheduled for less than eighty (80) hours
per pay period. If the Board of Supervisors by resolution, after fulfilling meet and
confer obligations, designates a standard work week of less than forty (40) hours a
week, "part-time" service shall consist of a weekly or pay period schedule which is
less than the standard number of hours per week.

b. Non-Permanent Types of Employment with the County. (See side Itr 10/01/02)
1. Extra-Help
a. Extra-help 1s a generic term for a non-allocated position used to fill unanticipated,

temporary, infrequent or occasional employee needs of a department or the County.

b. An extra-help position is at-will. Employees in extra help assignments do not gain
seniority or other property rights and are not eligible for other benefits normally
associated with a County Civil Service classification.

c. Extra-help should not normally be used when the staffing need for a position is
regular, scheduled, or routinely anticipated, or is a, frequent, predictable, or constant
factor that could be calculated into a department's annual budget request, and could
be appropriately assigned to a fully trained permanent or regular employee.

2. Temporary
A temporary position is an extra-help position that is limited in time and scope, usually for a
particular project, and frequently of short duration, rarely longer than six or 12 months, or is
used for an extended period of time to assist on or complete a particular project or assignment
that has a clear end or completion date [such as a grant funded project].

Work Schedules
The County reserves the right to establish and modify work schedules after meeting and conferring with the
Union.

FlexTime Schedule

The County reserves the right to utilize a flextime schedule. An employee and the employee's appointing
authority must agree to the assignment to flextime. Employees assigned to a flex-time schedule will be eligible
for compensation for overtime when required by law or when the employee's pay status hours exceed forty (40)
in the employee's regular seven (7) day work period or in excess of a normal full-time daily work shift. The
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County reserves the right to discontinue the flex-time schedule and reassign an employee to a normal daily work
schedule based on the operational needs of the department.

Posting of Work Schedules
For the convenience of employees, changes in normal work schedules will be posted in advance.

Changes of Schedule
Except when operational emergencies arise, notice of a change in an employee’s work schedule — other than for

changes caused by a transfer, re-assignment or promotion- will be given to an affected employee not less than
five [5] calendar days prior to the effective date of the schedule change.

Lunch time may be assigned by the department or supervisor any time from three [3] to five [5] hours after the
start of the employee’s shift or work day, and does not require a five day notice to change, unless the employee
has notified his or her supervisor of a scheduled appointment that cannot be timely changed on short notice.

An employee may agree to any schedule change — and waive any notice requirement.

Unless the change in schedule has been requested or waived by the employee, failure to give the five [5]
calendar days notice to a full-time employee shall entitle the affected employee to compensation equaling one-
and-one-half times the employee’s base hourly rate for all hours actually worked on the new schedule which are
exclusive of the old schedule until five [5] calendar days notice has been achieved. However, for each such
hour worked that constitutes statutory overtime, compensation shall be based on the regular rate of pay so that
one-and-one half time is not compounded upon one-and-one-half time.

Overtime

It is the policy of Mendocino County to avoid the necessity for overtime whenever possible. When overtime
work is necessary to provide County service, such overtime shall be compensated as provided below. Overtime
for the non-exempt employee is divided into statutory overtime and non-statutory overtime.

No employee shall work overtime unless authorized by the employee's designated supervisor.
After the twelfth consecutive hour, no employee shall be required to work mandatory overtime.
Statutory Overtime

Statutory overtime for the non-exempt employee is defined as all hours worked in excess of forty (40) hoursin a
regular seven (7) day work period, or all hours worked in excess of a normal full-time daily work shift.

Non-Statutory Overtime for the Non-Exempt Employee

Non-statutory overtime for non-exempt employees is defined as hours in pay status in excess of forty (40) hours
in a seven (7) day work period or hours in pay status in excess of the normal full-time daily work schedule
established by the appointing authority, or any other circumstance except Article 6.7.1, where overtime pay is
provided for non-exempt employees elsewhere in this Memorandum. Except for the Elections Department,
overtime is also defined as hours actually worked on the seventh consecutive full (8, 9, or 10) hour day and any
consecutive full (8, 9, or 10) hour days worked thereafter, however, individual employees may waive such
overtime with the consent of the Union.

Overtime Not Cumulative

Overtime eligibility provisions are not cumulative. An employee shall not be entitled to multiple overtime
compensation even though more than one of the conditions set forth above may apply with respect to a
particular unit of time.

Assignment of Overtime
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Employees who wish to work discretionary overtime may notify the supervisor in writing of their availability.

In non-emergency situations, the department head or designee will assign overtime to employees on the
availability list, on a rotating basis, with as much advance notice as is reasonably possible.

Except m emergency operations, or in the Flection's Division of the County Clerk's Department during an
election, no bargaining unit employee shall be required to work in excess of sixteen (16) hours in a twenty-four
(24) hour period.

The department may consider such factors as — but not limited to — location of work assignment, the type of
work activity, level of supervision needed by the employee, the skills needed to perform the work, and
availability of the employee.

The “availability list” will include all employees who request to be on said list, who meet the minimum job
requirements, and who are routinely assigned to duties similar to those required in the overtime assignment.

When an overtime assignment is accepted, the County shall indicate the method of payment. (i.e. cash or
compensatory time off).

Overtime in the Department of Transportation will routinely be assigned first to the appropriate Yard Supervisor,
who has been assigned a vehicle for the purpose of responding to emergencies. Additional personnel needed
after the initial response and assessment by the Yard Supervisor will be assigned in accordance with the
overtime provisions above.

Overtime Compensation for Non-Exempt

All overtime shall be eamed at the rate of one-and-one-half (1-1/2) hours for each one overtime hour worked.
Overtime compensation for non-exempt employees will be payable with compensation for the pay period in
which the regular work week ends; or later as permissible by law.

Non-exempt employees shall be compensated for overtime earned either in cash or as compensatory time off.
Statutory overtime shall be compensated in accordance with law utilizing all permissive credits. Non-statutory
overtime earned shall be compensated either in cash or as compensatory time off.

Compensatory Time Off (CTO)

Approval for Compensatory Time Off

No employee shall take compensatory time off without prior approval of the employee's appointing
authority. The appointing authority shall attempt to schedule such time off at the time agreeable to the
employee.

Cash Pay Only
When forty-eight (48) hours of compensatory time are accumu lated, the department will compensate the

employee in cash for any additional overtime worked.

Unused CTO shall be paid out in pay period 13. Notification of pay out date shall be provided to all employees
upon hire.

Payment at Separation
Each employee who is separated from County service shall be entitled to payment for accrued compensatory
time at the employee's base hourly rate at the time of the employee's separation, or in accordance with law.

Rest Period
Each department head shall grant rest breaks to employees, except where unusual operational demands prevent
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6.14

6.15

6.16

a rest break. Rest breaks will not be unreasonably or consistently denied. The rest period shall not exceed
fifteen (15) minutes in any four (4) consecutive hours of work and shall be considered as time worked.

Duty-Free Meal Period

Employees shall be granted a duty-free meal period during each work shift which exceeds six (6) consecutive
hours. The duration of the meal period may be not less than thirty (30) minutes nor greater than sixty (60)
minutes and will be scheduled as near to the middle of the work shift as reasonably possible. Different meal
periods may be assigned to different work units in the same County department or division. Duty-free meal
periods shall not be considered as time worked.

Non-Duty-Free Meal Period

Notwithstanding Article 6.13 above, in those special circumstances where the County determines a duty-free
meal period is not appropriate with the delivery of efficient and productive services to the public, as determined
by the appointing authority, the employee shall be assigned to a non-duty-free meal period which shall be
considered time worked. If the County plans to take action under this Article, the department shall give the
affected employee(s) advance written notice and provide an opportunity for the affected employee(s) to discuss
the issue with the appointing authority before final action is taken.

Call Back
An employee who is not assigned to on-call status and is called back to work shall receive compensation for a
minimum of three (3) hours worked.

Fair L abor Standards Act

The parties agree to comply with the current federal law known as the Fair Labor Standards Act (FLLSA) and to
meet and confer thereon as necessary during the term of this Memorandum on matters within the scope of
representation for the purpose of implementing the Act as may be required by federal law or executive order or
amending any ordinances, resolutions, policies, rules, regulations, or procedures necessitated by, or impacted
by FLSA requirements. In addition, the parties shall comply with any amendments to the current FL.SA which
may occur and may be effective during the term of this Memorandum, as well as all decisions by any agency of
competent jurisdiction which has superseding authority to interpret and enforce the law.
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ARTICLE 7- SALARY AND SALARY UPON STATUS CHANGE

Salary Increase
On the first day of pay period 6 of FY 2001- 2002 (March 3, 2002) each classification represented by SEIU and

covered by this MOU [listed in Attachment B or as amended] shall have its salary range increased by three
percent (3%).

Salary Plan Administration
The salaries or rates of compensation prescribed are fixed on the basis of full-time service in full-time positions,

unless otherwise designated.

Merit Increase
Upon progress and productivity, employees may be considered for increase from one step in the salary
range to the next step in the salary range according to the following plan:

A. The letters A, B, C, D, and E, respectively, denote the various steps in the pay range. Each step
represents a five percent (5%) increase in salary above the previous step.

B. “A” shall be paid upon initial employment except when a higher step in a salary range is authorized
under Article 7.5 of this Memorandum.

C. Step “B” shall be authorized upon receiving an overall rating equivalent to satisfactory, or above,
after completion of thirteen (13) pay periods of employment at Step “A”.

D. Step “C” shall be authorized upon receiving an overall rating equivalent to satisfactory, or above,
after completion of twenty-six (26) pay periods of employment at Step “B”.

E Step “D” shall be authorized upon receiving an overall rating equivalent to satisfactory, or above,
after completion of twenty-six (26) pay periods of employment at Step “C”.

F. Step “E” shall be authorized upon receiving an overall rating equivalent to satisfactory, or above,
after completion of twenty-six (26) pay periods of employment at Step “D”.

G. Nothing in this section should be construed to prevent any pay for performance strategies.

Merit Increase Not Automatic

Advances in pay shall not be automatic upon completion of the periods of service outlined herein, and all
increases shall be made only upon the written approval of the appointing authority. Written approval, plus a
current evaluation, must be submitted to the Personnel Department not later than ten (10) days after the
proposed effective date.

Missed Merit Increase

If the merit increase does not become effective on the proposed effective date, due to an error or oversight in
initiating or processing the approval for an advance in pay for which an employee may be otherwise eligible, the
employee may report these facts in writing to the department head with a copy to the Personnel Department
within forty -five (45) days of the first pay period following the effective date. The proposed increase shall be
made effective retroactive to the proposed effective date.

Denial of Merit Increase
In the event a merit increase is denied, the affected employee shall be re -evaluated within three (3) months of
the initial denial of the merit increase.
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A department head shall grant a merit increase to an employee who has received an overall rating equivalent
to satisfactory, or above.

In accordance with these rules, a department head shall withhold a merit increase for an employee whose
work performance has received an overall rating that is less than satisfactory.

The department head shall notify the affected employee and the Human Resources Director of the decision
to deny a merit increase.

1. The department head shall endeavor to provide the employee and the Human Resources Director
notice of this decision to deny a merit increase, at least ten (10) days prior to the date on which the
employee is eligible for the merit increase.

2. Denial of a merit increase must be supported by a performance evaluation and include a corrective
action plan.

3. In the event a merit increase is denied, the affected employee shall be re-evaluated within three (3)
months of the initial denial of the merit increase, and periodically thereafter, if appropriate for the
corrective action plan.

If an employee is denied a merit increase, the employee has a right to meet with the department head and ask
for reconsideration of the denial.

1. During this meeting the employee has a right to discuss the merit increase denial, his or her
evaluation, and the department’s corrective plan.

2. The employee may have a representative present during this meeting.

3. This meeting is not an evidentiary hearing, nor can the decision of the department head to deny a
merit increase be appealed or grieved, except for grounds that would otherwise exist under this
Memorandum or law.

Pay Range Revision
When a pay range for a given class, or for several classes, is revised upward or downward, the incumbents of
positions in classes affected shall have their existing pay adjusted to the same letter step in the new pay range.

Extraordinary Qualifications Upon Hire

In the event any employee entering into County employment is found to possess extraordinary qualifications for
a position through former training or experience, the County Administrative Officer may authorize the
employment of such employee at not higher than the second step of the appropriate pay range.

It 1s further provided that under extraordinary circumstances and when the public interest may require, a person
possessing extraordinary qualifications may be employed at the third or fourth step of the appropriate salary
range on the recommendation of the appointing authority and when authorized by the County Administrative
Officer.

Reporting Requirement
The County must report to the Union, in writing, all employees hired under the extraordinary Qualification
Provision above.

Salary Step Upon Lavoff/Rehire
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An employee who has been laid off from County service because a position is abolished or because of a lack of
work or lack of funds, and who is reemployed in the same classification within the period provided for
restoration or re-employment, shall return at the same salary step (A, B, C, D, and E) held as of the date of layoff.
Upon returning from layoff, the employee shall receive credit for pay periods of service rendered prior to the
layoff in accumulating the total number of pay periods of employment required for advancement to the next step
in the salary range. An employee who returns from layoff to a classification with a salary range higher orlower
than the range for the classification from which laid off shall receive a rate of pay as provided in County Code
3.04.140.

Salary Step on Promotion or Reclassification

In the case of the promotion or reclassification of any employee to a position in a class with a higher pay range,
such employee shall be entitled to receive the first step of the new range or a step in the new range that is equal
to one step higher than the salary the employee was receiving prior to promotion or reclassification, whichever
1s greater.

If the amount equal to a one-step increase in the employee's pay range prior to promotion or reclassification
does not appear in the new range, then the employee will receive the step in the new range next above what
would normally be a one-step increase in the employee's former range.

If an increase equal to one step should exceed the last step of the new range, the employee shall be promoted to
the last step of the new range.

For the purpose of this section, reclassification is defined as the process by which the Civil Service Commission,
Merit Systems for Local Government, or other lawful authority places an employee in a classification with a
higher pay range based on finding that the employee’s performance of work duties while serving in the class
previously held are more consistent with the duties assigned to the classification with the higher pay range.

New Anniversary Date Established
In all cases of promotion, a new anniversary date shall be established for purposes of eligibility for future merit
increases.

Salary Step on Demotion
Any employee of the County of Mendocino who 1s demoted to a class with a lower pay range; the following
shall apply:

A. Probationary
An employee who, during the probationary period, is demoted to a class formerly occupied in good

standing during the current period of continuous employment shall have their salary reduced to the
salary (including merit increases) they would have received if they had remained in the lower class.

B. Voluntary/Involuntary Demotion
An employee who, after the probationary period, 1s demoted to a position in a class which is allocated
to a lower salary range than the class from which they are demoted shall have their salary reduced to
the salary in the range for the new class which is the same or closest to the salary they were receiving
before demotion. The anniversary date of such employee after demotion shall remain the same as
before demotion.
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Salary Step Upon Transfer

In the case of the transfer of any employee from one position to another in the same class, or to another class to
which the same pay range is applicable, the employee shall remain at the same pay step and retain the original
anniversary date.

Deferred Compensation Plan
Employees are eligible for voluntary participation in a deferred compensation plan made available by the County,
subject to continued qualification of such plan under the law.

Assignment of New Classification

After consultation with the Union, the Human Resources Director shall assign each newly -established job
classification to an appropriate unit as defined in the County Employer-Employee Relations Policy. The Union
may appeal such assignment to the General Government Committee. The appeal shall be in writing and shall be
filed with the General Government Committee within thirty (30) days after the Human Resources Director makes
the assignment. The decision of the General Government Committee on the appeal shall be final.

"Y" Rates

Whenever the effect of reclassification is to reduce the salary of an incumbent, the Board of Supervisors may
direct that a capital "Y" be set opposite the reclassified position on all payroll and other personnel records.
Whenever a capital "Y" is set opposite a position, the incumbent shall continue to receive their previously
authorized salary until termination of their employment or until a higher rate of pay may be authorized, whichever
occurs first.
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ARTICLE 8- CIVIL SERVICE/MERIT SYSTEMS

Most County employees have rights guaranteed under Civil Service or State Merit Systems depending on the agency in
which they are employed. Some employees in Special Districts may not be covered by either Civil Service or State Merit
Systems. If an employee is uncertain of their status under these systems they should contact their shop steward and/or
the Department of Human Resources.

Pursuant to section 3.16 of this MOU, a copy of the Civil Service Rules and other employment or County documents are
available at County work sites where five or more SEIU represented employees are assigned, through the employee’s
department, Human Resources, or on the County web page.

8.1

8.2

Probationary Periods for New Hires. Promotions. Demotions. and Transfers.

If the employee has not already successfully completed a probation for a classification, there shall be a 124month
probationary period Hr all persons who are newly hired, promoted, demoted, or who transfer from one
classification into a different classification in the same salary grade. This section does not apply to trainees. It is
agreed that probationary period for trainees will be negotiated during the term of this contract.

1. Employees covered by this 12-month probation shall have a Smonth and 11-month review and
evaluation.

2. Additional evaluations and reviews may occur.

3. The 12-month probationary period does not affect the availability of the first possible merit step

increase after 13 pay periods provided initial assignment is at A step.

Transfers to a different department within the same classification. There shall be a six (6) month probationary
period for all such transfers — provided the employee has previously passed a probationary period for the
classification.

Rehires
An employee returning to service with the County, after a break in service into a classification in which he or
she has previously passed probation shall serve a new 6-month probationary period from the date of re-hire.

<

‘Bumping Rights” of Permanent Emplovees on Promotion. Demotion and Transfer.
An employee who has attained permanent status in employment with the County who is serving a probationary

period as a result of promotion or voluntary transfer shall return to their previous classification and department
should the employee not become permanent in the promotion or transfer either by the choice of the employee or
due to failure to pass probation, unless the employee has been terminated for cause in accordance with Article
18 of this memorandum.

Alternatively, at the request of the employee and with the approval of Human Resources and the affected
Department - the employee may instead transfer or demote into any classification in the County where there is a
vacant funded position within which the employee has obtained permanent status. The employee shall servethe
same probationary period he or she would otherwise serve by a transfer or voluntary demotion (6 months).

For layoff procedures and language, See Civil Service Rule, Rule VI. (See side Itr 10/01/02)
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ARTICLE 9 - SPECIAL ASSIGNMENT PREMIUMS

Shift Differential

Effective the first full pay period following ratification, employees of Mendocino County Mental Health
Department and Juvenile Hall, who regularly work what is commonly referred to as the p.m. [swing] and a.m.
[graveyard] shifts, shall be paid a shift differential as follows:

1. Employees who work the p.m. or swing shift shall receive an additional one-dollar [$1.00] per hour.
2. Employees who work the am. or graveyard shift shall receive an additional two dollars [$2.00] per hour.
On-Call

Effective upon ratification employees shall be compensated at the rate of $2.50 per hour while on-call. An
employee who is on-call shall not be eligible for minimum call back compensation if required to return to work.

Meal Periods - Group Counselors

Counselors at Juvenile Hall who are required to work a straight eight (8) hour shift may be allowed, at their
option, a meal when obligated to eat with the juveniles, provided, however, that the allowed meal shall be the
same as that of the juveniles.

Bilingual Pay Premium
Effective upon ratification:

A. When a department head designates a position within the bargaining unit, which requires bilingual
skills on the average of at least ten percent (10%) of the employee’s work time, such an employee in the
designated position shall first demonstrate a language proficiency of job-related terminology
acceptable to the department head and the Human Resources Director. Thereafter, the employee shall
be entitled to the payment of thirty-two dollars and fifty cents ($32.50) per pay period. Use of bilingual
skills shall include time spent translating, answering phone calls, doing research, and speaking withor
writing to clients in a language other than English.

B. When the County designates a position within the bargaining unit, which requires bilingual skills on
the average, less than ten percent (10%) of the employee’s work time, such an employee in the
designated position shall first demonstrate a language proficiency of job-related terminology
acceptable to the Human Resources Director. Thereafter, the employee shall be entitled to the payment
of eighteen dollars ($18) per pay period. Use of bilingual skills shall include time spent translating,
answering phone calls, doing research, and speaking with or writing to clients in a language other than
English.

C. An employee who receives a bilingual premium may be called upon to assist other employees in other

positions who do not have bilingual skills. Such a circumstance(s) shall not be interpreted as the
employee working out of his/her classification.

Under-filling Social Worker Positions
A Social Worker I1I who i1s under-filling a Social Worker V position and has performed the work of a Social

Worker V for at least one year shall receive a differential in the amount necessary to bring said employee s
wages to the mid-point between the wages of a Social Worker III and a Social Worker V.

A Social Worker Supervisor I who is under-filling a Social Worker Supervisor II position shall receive a
differential in the amount necessary to bring said employee s wages to the mid-point between the wages of a
Social Worker Supervisor I and a Social Worker Supervisor II.

Out of Class Pay Provision
See County Out of Class Policy #41
ARTICLE 10 - EXPENSES, MATERIALS AND REIMBURSEMENT'S
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10.1 Reimbursement for Meals
The County shall reimburse employees for the expense of meals in a manner consistent with the County Travel
and Meal Policy, which is incorporated into this agreement by reference. The County Travel and Meal Policy
replaces previous MOU language in this section regarding reimbursement for meals.

10.2 Mileage Reimbursement
The County shall reimburse employees in a manner consistent with the County Travel and Meal Policy, which is
incorporated into this agreement by reference. The County Travel and Meal Policy replaces previous MOU
language in this section regarding mileage reimbursement.

10.3 Tools and Equipment

103.1  Tools and Equipment Provided by County
Except as provided in Article 10.3.2 below, the County agrees to provide all tools, equipment, and supplies
reasonably necessary to bargaining unit employees for performance of employment duties.

103.2  Tools and Equipment Provided by Employee
Where the County requires an employee to provide a set of personal tools to be used in the line of duty and
which appear on an itemized inventory of tools designated in writing by the appointing authority as being
required to be used in work, the County agrees to reimburse employees in represented units for loss or theft of
such tools to the extent authorized by Government Code 53240 and subject to the following restrictions and
guidelines:

a. No reimbursement is authorized for loss primarily attributable to the claimant's own negligence or
carelessness, or to normal wear and tear.

b. All affected employees required to use personal tools in their employment with the County shall
inventory these tools and provide information as to type of tool, quantity, make, and condition. The
inventory shall be forwarded to the appointing authority and updated at least once each year, with
each employee responsible to report additions or deletions as they occur.

c. All tools must be stored in a cabinet, box, or locker with locks in good working order. All tools shall be
locked prior to the employee leaving the work site.

d. All losses shall be reported to the appointing authority in writing as soon as discovered.

e. Cabinets and chests will be considered tools.

f. This policy does not include electronic equipment unless it has been authorized for use by the
appointing authority.

g. The procedures for reimbursement shall be the same as the personal property reimbursement guidelines

as outlined in Article 10.4

10.3.3  Classifications Requiring Own Tools
Those classes required to provide their own tools are:

a. Light Vehicle Mechanics;
b. Heavy Vehicle Mechanics; and,
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c. Court Reporters.
Other classes may be added.

104 Personal Property Reimbursement
Upon recommendation of the appointing authority, the County, in accordance with Government Code 53240,
shall provide for payment of the costs of replacing or repairing property or prosthesis of an employee such as:
eyeglasses, hearing aids, dentures, watches, or articles of clothing necessarily worn or carried by the employee,
when any such items are lost or damaged in the line of duty, without negligence by the employee. If the items
are damaged beyond repair, the usual and customary value of such items may be paid.

10.5 Clothing Reimbursement

a. Each employee working in the classification series that includes Bridge Crew Supervisor, Bridge Crew
Worker, Equipment Operator, Senior Equipment Operator, Road Crew Supervisor /II/II1, or Road Crew
Worker, and Safety Coordinator will be reimbursed up to one-hundred and fifty dollars [$150.00] per
calendar year for the purchase of safety boots, work shirts, work pants or other clothing required by
the County.

b. In addition, the Department of Transportation employees previously mentioned will receive
reimbursement of up to fifty dollars ($50.00) for clothing and other items designated by the County that
are purchased from a pre-approved vendor. (See Side ltr 10-02)

10.6 Tool Reimbursements

a. Effective July 1, 2002, each employee working in either the Auto Mechanic, Heavy Equipment
Mechanic or the Heavy Equipment Service Technician classification series will be reimbursed up to one
hundred and fifty dollars ($150) per calendar year for the purchase of tools necessary for their work for
the County. (See Side Itr dated 7-26-02)

b. All purchases must be approved by the employee’s supervisor.
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ARTICLE 11 - HEALTH AND WELFARE BENEFITS

11.1 Health Insurance

11.1 A Plan Description

1. The parties hereby agree that medical, dental, vision, life and accidental death and dismemberment
programs will be provided by the County of Mendocino.

2. The benefit levels as they exist are presently described in the Pertinent Plan Documents that are
incorporated to this Memorandum by reference.

3. Effective pay period 6 of fiscal year 2001 — 2002 (March 3, 2002), the health plan contribution levels are

as set forth in section 11.1. of this MOU, and in the amounts specifically cited in Attachment A —
Premium Schedule, attached hereto and incorporated by reference.

11.1B  Health Premium Levels
1. Effective the first full pay period in March 2002, the parties will implement the 75/75 health insurance
premiums in the amounts as set forth in the Health Premium Schedule for 2002 contained in Attachment
A - Premium Schedule, attached and incorporated herein. The County may reasonably delay
implementation of the new premium and benefit increases and changes in order to assure appropriate
administration and technical requirements for implementation.
2. The County and MCEBU/SEIU Local 707 agree, beginning January 1, 2003 and January 1, 2004, to
adjust annually the contributions to health insurance premiums in an amount necessary to pay for
“health care industry cost trends” as determined by the health system actuary, utilizing the same share -
of-cost ratio — at which time a new Attachment A - Premium Schedule with amended Health Premium
Schedule will become applicable.
(a) However should the health care industry cost trend increases recommended by the health
system actuary be more than 16%, the parties agree to meet and confer on insurance
premiums and benefits — prior to the adoption of any increase of more than 16%.

®) If the increase is more than 16%, an increase of up to 16% may be implemented while the meet
and confer process occurs regarding the balance of any additional changes in premiums or
benefits.
3. Under the health premium plan hereby adopted, the County will pay approximately 75% of both the

employee and dependent coverage, and employees in the bargaining unit represented by SEIU will

collectively pay approximately 25% of the costs associated with providing health insurance to the

members of the SEIU unit as a whole.

(a) The parties understand and agree that as soon as the annual insurance trend adjustments can
be applied where no employees within the Union receive a reduction in premiumswhile other
member categories receive an increase - the health premiums paid by employees will become
reflective of a true or actuarially sound 75/75 plan (wherein the County pays approximately
75% of both the employee and dependent coverage and the individual employee pays the
remaining approximate 25% for his or her own coverage and any dependents and /or spouse).

4. A Special Open Enrollment to move up or down in the Plan will be set by Risk Management prior to

implementation of the new Attachment A - Premium Schedule in 2002.

(a) This special open enrollment will be set by Risk Management one month prior to
implementation of the new Attachment A - Premium Schedule.

®) During special open enrollment, immediately following ratification, employees will be allowed
to move down one or more Plans [reflecting a lower employee premium payment]. However,
employees will only be allowed to move up by one Plan.

5. The Regular Open Enrollment period for 2003 (effective the first full pay period in January 2003) will be
announced by Risk Management to all employees at least one month prior to the beginning of that
Regular Open Enrollment period.
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11.1 C. Emergency Health Premium and Benefit Re-Opener
SEIU agrees that the County may call for emergency negotiations if the financial condition of the health trust
deteriorates, or is impacted or altered to an extent that the financial stability of the trust and/or the trust’s ability
to pay for medical care of covered employees and dependents is jeopardized.

11.1D. Maintenance and Improvement of Benefits

1. The benefits described in this section and the pertinent plan documents shall be maintained duringthe
term of this Memorandum.

2. Upon implementation of the 2002 Attachment A - Premium Schedule, health premiums, the health
insurance plan is expanded to cover acupuncture.

3. Upon implementation of the 2002 Attachment A - Premium Schedule, the County will begin the process
of negotiating a contract with “Care Counsel” to provide ombudsmen services to employees.

4. Domestic Partners

The County and the Union will each pay for half the cost of a study by July 1, 2003, which will
determine the impact of implementing a domestic partner category and will meet and confer on the
results.

5. All other provisions regarding health coverage remain the same in important part.

11.1E. Review
1. The Health Benefits Committee will investigate the following improvements to benefits: yearly
eyveglasses or lenses and an increase of the annual total for dental coverage. The findings of the
Health Benefits Committee will be provided to the County and the Union by April 1, 2004 for
consideration during meet and confer of a successor agreement.

2. The County will perform reviews of the Employee Health Insurance Trust Fund at the direction of the
Board of Supervisors. The County will provide the Union with the results of these reviews.
3. The Health Benefits Committee will make periodic reviews of alternatives to our current self-insured

status. The Health Benefits Committee will seek bids from any interested insurance companies who
may be able to provide comparable coverage to our current system. The Health Benefits Committee will
investigate the feasibility of broadening our pool of insured persons by forming a cooperative venture
with other public employers for the purpose of increasing our leverage with insurers and providers and
for the purpose of spreading risk.

112 General Retirement Benefits
The County will provide retirement information to each new employee upon initial employment.

General retirement classifications / positions represented by SEIU shall receive the following corrections,
changes, and increases in retirement benefits, as scheduled:

1. Effective the first full pay period in October 2003, the County will implement the formula in Government
Code Section 31676.12 (the 2% at 57 retirement formula) for all classifications represented by the (SEIU)
Service Employees International Union Local 707, exclusive of those members effected by the safety
retirement improvement (see section 9, Safety Member Retirement).

2. The County will pay for future service at the same ratio (percentage) as previously established. In this
regard and as the retirement benefit has increased, the employee’s retirement cost will increase to
reflect the benefits enumerated under Government Code, section 31676.12, of the retirement formula.

3. Employees may buy-back past service with Mendocino County at their own cost, which includes both
the employee and the employer’s contribution.
(a) The costs, rates, procedures and time limits to exercise this buy-back option shall be arranged
by the Retirement Board and the actuarial firm retained by the Retirement Board, and
administered by the Retirement Deputy.
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®) Retirement contributions made by or bought back by the employee shall be credited and
accrue to the employee's account and become a vested interest of the employee.

It is the intent of the County to separate retirement Cost of Living Adjustments (COLA) for DSA, MCLEMA and
other safety retirement members from general members, which will at the same time adjust (reduce) the retirement
contributions for general retirement members.

1. Because agreement between the County and both DSA and MCLEMA regarding a separation in
retirement COL A payments has not yet been reached this adjustment to retirement contribution will not
occur for general members represented by SEIU. Upon reaching agreement or implementing such a
separation with DSA and MCLEMA, wherein DSA and MCLEMA member contributions financially
enable such a reduction, the County will adjust SEIU member retirement contributions to reflect this
change.

2. If such a separation in payment occurs, any differences (reductions for general members) caused by
this separation will be paid by or inure to the employee and the County in their respective
proportionate retirement rate contributions.

3. If such a separation in payment in Retirement Cost of Living Adjustments between safety and general
members does not occur by February 1, 2003, the parties agree to re-open on this issue.

4. It is the intent of the County that general members not pay any additional cost due to an increase in
retirement benefits to safety members over the current safety retirement plan of 2% at 50.

113 Safety Retirement Benefits
Effective the first full pay period in October 2003, the County will implement the formula in Government Code
Section 31664 (the 2% at 50 safety retirement formula) for all members of the Probation Department in the
classifications listed in the section below. Eligibility to receive the safety retirement enhancement is contingent
on the employee still being employed by the County on, or being hired after, October 1, 2003 in an eligible
classification currently represented by SEIU - as listed below.

The County will pay for all past safety retirement associated with the classifications listed herein -provided that
this employment occurred in the County of Mendocino and meets the criteria set forth in this section.

Pursuant to Government Code Section 31581.2, it is the intent of the Board of Supervisors that the retirement
contributions made by the County — including those for past service - do not become a vested interest of, and
will not accrue to the employee. Upon retirement, sufficient funds will be transferred to the retirement reserves
to assure that the retirement benefit is paid to the member and or spouse.

Regardless of the stipulation in Government Code sections 31558 and 31469.4 that set forth certain categories of
job classifications or employees that are potentially eligible for safety retirement, it is the County’s intent to limit
this retirement improvement to the classifications listed in this section.

The following classifications shall be eligible for the safety retirement improvement stated above:

(D Deputy Probation Officer I,

@) Deputy Probation Officer II,

€)) Deputy Probation Officer 111,

@ Juvenile Hall Supervisor,

®) Correction Counselors, and

(6) To the extent they are covered by the law extending safety retirement to peace officers - Welfare
Investigators and Welfare Investigator Supervisors shall be included in safety retirement.
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114 Miscellaneous Benefits and Insurance
Effective the first full pay period following ratification of this Agreement, the County will begin negotiating to
contract with CSAC to offer Personal Lines of Insurance to County employees.
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12.1

12.2

12.3

12.4

12,5

12.6

ARTICLE 12 - HOLIDAYS

Holidays
The following are paid holidays. All employees occupying a permanent full-time or permanent part time position
shall receive their regular pay for these holidays:

January 1 New Year's Day

3rd Monday in January Martin Luther King's Birthday
3rd Monday in February Washington's Birthday (President's Day)
Last Monday in May Memorial Day

July 4 Independence Day

1st Monday in September Labor Day

2nd Monday in October Columbus Day

November 11 Veteran's Day

4th Thursday in November Thanksgiving Day
Day following Thanksgiving Day

December 25 Christmas Day

Any additional days designated by the President or the Governor of the State of California and formally
recognized by the Board of Supervisors as a holiday, day of thanksgiving, or of public mourning.

Holidays on Saturdays or Sundays
When a holiday listed herein above falls on a Saturday, and an employee is not regularly scheduled to work on
the Saturday, the preceding Friday is designated as a paid holiday in lieu of a paid holiday on the Saturday.

When a holiday listed herein above falls on a Sunday, and an employee is not regularly scheduled to work on
the Sunday, the following Monday is designated as a paid holiday in lieu of a paid holiday on the Sunday.

Working on a Holiday

When a holiday listed herein above falls on a Saturday or a Sunday, and an employee occupying a permanent
full-time or permanent part-time position works on the holiday because the Saturday or Sunday is part of the
employee's regular work schedule, the employee shall receive holiday pay for working on the County recognized
holiday.

Compensation for Working Holidays

Each permanent full-time or permanent part-time employee shall receive regular holiday pay for those holidays
listed herein above. In addition to holiday pay, when a permanent full-time or permanent part-time employee is
required to work on a designated holiday, they shall be paid at a rate of one-and-one-half (1-1/2) times their
salary or shall be granted compensating time off at a rate of one-and-one-half (1-1/2) times for every hour
worked.

No Doubling of Holiday Pay
Nothing contained in this Article shall be construed to result in an employee receiving any consideration, credit,
or payment for the same holiday twice.

Holiday Contiguous with Pay Status

An employee shall receive holiday pay if the employee is in pay status on either the workday prior to the holiday
or the workday immediately following the holiday. An employee shall not receive payment for a holiday if the
employee is not in pay status on both the workday prior to and the workday immediately following the holiday.
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ARTICLE 13- VACATION

13.1 Vacation Accrual

13.1.1  Full-Time Employees
Every permanent full-time employee of the County of Mendocino shall be credited with forty (40) hours of paid
vacation upon the completion of thirteen (13) bi-weekly pay periods of service. Thereafter, vacation shall accrue
at the rate of 3.079 hours per pay period of service until the employee has completed three (3) years of service;
thereafter, vacation shall accrue at the rate of 4.616 hours every pay period until the employee has completed
eight (8) years of service; thereafter, vacation shall accrue at the rate of 6.157 hours per pay period until the
employee has completed fifteen (15) years of service; thereafter, vacation shall accrue at the rate of 7.694 hours

per pay period.

---Accrual Rate---

----- Annual------- Maximum Accruals
Years of pay
Service period hrs days  weeks hrs days  weeks
0to3 3079 80 10 2 240 30 6
>3t08 4616 120 15 3 320 40 8
>8to 15 6.157 160 20 4 320 40 8
>15 7.694 200 25 5 400 50 10

13.1.2  Accrual for Part-Time
Every permanent, part-time employee who is employed a minimum of twenty (20) hours per week shall receive a
portion of the vacation benefits in direct relation to the fixed percentage of full-time work to which the position is
budgeted and allocated.

132 Calculation of Service for Vacation

Each year of service shall consist of twenty-six (26) bi-weekly pay periods as calculated from the first day of the
pay period following the day on which the employee commenced County service, unless said service
commenced on the first working day of the pay period, in which case, years of service shall be calculated from
the day that the employee commenced County service. Paid sick leave, paid military leave, or other forms of
leave with pay shall be counted in years of service. Any employee absent from his duties without pay for more
than sixteen (16) hours in a pay period shall neither accrue vacation leave for that pay period nor have the pay
period counted for the purpose of calculating length of service.

133 Vacation Accrual [.imits

A. An emp loyee who has worked three (3) years or less, may accrue up to two-hundred and forty (240)
hours of vacation.

B. An employee who has worked fifteen (15) years or less, may accrue up to three-hundred and twenty
(320) hours of vacation.

C. Thereafter, an employee may accrue up to four-hundred (400) hours of vacation.
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133.1

13.4

135

13.6

13.7

13.8

13.9

1391

No Accrual in Excess of Limits

Not-withstanding the accrual provisions set forth in Article 13.3 above, except as hereinafter provided n Article
13.4 herein below, an employee whose accrual exceeds the limits set forth above shall accrue no additional
vacation.

Accrual Limits During Sick [.eave

When an employee who is receiving paid sick leave reaches the maximum number of accrued vacation hours set
forth in Article 13.3, during the period of such paid sick leave, the accrual limits shall be waived and the
employee shall continue to accrue vacation at the normal rate. The waiver of the normal accrual limits shall not
become effective until the employee has filed with the Personnel Department a valid statement from their
physician stating that they cannot return to work. The waiver of the stated vacation accrual limits shall continue
for thirteen (13) pay periods, if necessary, after the pay period in which the employee returns to work. During
the waiver period, the employee will use enough vacation so that the balance of accrued vacation will not exceed
the stated limits. Any such excess vacation accrual not used shall be forfeited and removed from the employee's
record, with no compensation being made for the employee. After the stated period of thirteen (13) pay periods,
the vacation accrual limits will again be effective for the employee.

Vacation Accrual Upon Termination
When an employee terminates, the accrual of vacation shall cease as of the last day of work, except when an

employee is on paid sick leave. If an employee should be on paid sick leave, the accrual of paid vacation shall
continue until paid sick leave has been exhausted.

Vacation Accrual Upon Layoff/Reemployment

An employee who has been laid off from County service because a position is abolished, or because of a lack of
work or lack of funds, and who is re-employed within the period provided for restoration or re-employment, shall
accrue vacation benefits at the same rate their benefits accrued prior to the date of layoff. Continuous County
service immediately prior to the date of layoff shall be added to future service after re-employment for purposes
of calculating years of service, pursuant to this Section.

Use of Accrued Vacation
Except as hereinafter provided, every effort shall be made to arrange vacation schedules so that each employee
will take as much vacation in each year as accrued to them in that year.

Scheduling of Vacations
The scheduling of vacations for employees shall be the responsibility of each department head who shall see

that applications for vacation are made far enough in advance so as to achieve the most efficient functioning of
the department and of the County service. Use of vacation may be allowed to a minimum of one (1) hour and to
a maximum of the employee's accrual. Vacation leave accruing during the period of vacation leave may be taken
in conjunction with vacation leave already accrued. No employee shall work for compensation for the County in
any capacity during the period of their paid vacation from County service.

Cash Out for Exceptional Circumstances

In exceptional circumstances, such as cases of extreme emergency, compensation in lieu of unused vacation
leave, not to exceed the equivalent of eighty (80) hours, may be paid to an employee upon approval of the Board
of Supervisors, provided that the employee consents and the department head submits a request to said Board
prior to the date that the employee's accrued vacation leave reaches the maximum allowed. The amount of
compensation paid to an employee shall be calculated at the employee's current rate of pay.

Vacation Cash-out
Once each fiscal year, an employee who is accruing 6.157 hours or more of vacation per pay period and who has
utilized 80 hours of vacation in the previous twenty-six (26) pay periods may cash-out up to forty (40) hours of
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vacation provided that the employee is left with an accrued balance of at least forty (40) hours.

13.10  Vacation Pay Upon Termination
Any employee after thirteen (13) pay periods of part-time service of twenty (20) hours or more per week in a

permanent allocated position, or after thirteen (13) bi-weekly pay periods of permanent full-time service shall be
paid, upon termination, an amount of money equal to their accrued vacation. When an employee's effective date
of termination occurs after the completion of one (1) full week in a given pay period, they shall be deemed to
have accrued vacation leave for that pay period. A terminated employee may not be re-employed by the County
for compensation in any capacity until the total number of working days of accrued vacation have elapsed. This
Article shall not prevent a department head from filling a vacated position immediately following the effective
date of the employee's separation from their department, provided funds are available.

13.10.1 Vacation Pay Upon Termination of Probationary Employees
When a permanent full-time employee is terminated prior to the completion of thirteen (13) pay periods, the

employee shall receive payment for 3.079 hours of vacation accrual for each pay period worked. A permanent-
part-time employee who is employed a minimum of twenty (20) hours per week shall receive payment in direct
relation to the fixed percentage of full-time work to which the position is budgeted and allocated.
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ARTICLE 14 - SICK LEAVE

14.1 Sick L.eave
Benefits provided for in this Section are conferred as a privilege and not as a right of the employee. Inno case
shall cash settlement be made in lieu of accumulated sick leave, nor shall any such leave be granted except
during the applicant's employment with the County.

142 Sick Leave Accrual

142.1  Full-Time Employees
Each permanent full-time employee of the County of Mendocino shall be entitled to earn and accrue credit for
future use, 4.616 hours of paid sick leave per pay period.

1422  Accrual For Permanent Part-Time
Every permanent part-time employee holding a budgeted position who is paid at a biweekly rate of pay, and who
is employed a minimum of twenty (20) hours per week shall earn and accrue a portion of the sick leave benefits in
direct relation to the fixed percentage of full-time work to which the position is budgeted and allocated.

143 Sick ILeave Accrual Limit
Sick leave hours may be accrued without limit.

144 Calculation of Sick [.eave
Sick leave shall be calculated from the first day of the pay period following the day on which the employee
commenced County service, unless said service commenced on the first working day of the pay period, in which
case biweekly pay periods of service shall be calculated from the day that the employee commenced County
service. Paid vacation leave, paid military leave, or other forms of leave with pay, including VTO, shall be
counted in biweekly pay periods of service. Any employee absent from his duties without pay for more than
two (2) working days in a pay period shall not accrue sick leave for that pay period.

14.5 Sick Leave Usage and Documentation
Sick leave with pay may be granted only for bona fide illness or injury, exposure to contagious disease, dental,
eye, or other physical, psychiatric or medical examination or treatment by a licensed practitioner. Sick leave is
not to be used as a substitute for, or supplement to, vacations, holidays, and days off. Such use by an
employee shall be grounds for discharge from County employment. Claims for sick leave shall be allowed only
subject to the following conditions:

A. The applicant must notify their direct supervisor of their illness at the first reasonable opportunity.

B. Employees absent from work for a period of three (3) days or more because of illness, injury, or
quarantine or for non-emergency medical, dental, or optical care shall be paid only upon furnishing
their direct supervisor with satisfactory proof as may be required by the supervisor, that absence was
due to such cause. Such request by the supervisor shall be made within three (3) days of the
employee s return to work and shall be supplied by employee within one (1) week of request.

C. If a physician's statement is required, and the employee does not submit it to the department head
within one (1) week after being requested to do so, the department head shall notify the County
Auditor and the Personnel Director for the purpose of having the employee's pay withheld for the
period of absence for which the documentation was requested.
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14.6

14.7

14.8

14.9

14.10

14.11

Family Sick Leave
Employees represented by the Union shall be allowed to use accumulated sick leave for the purpose of

providing care due to illness or injury of an employee’s family member.

A. Each calendar year, an employee may use half of the sick leave the employee would accrue during that
year to attend to an illness of a family member of the employee — for example, a full time regular
employee accruing 120 hours of sick leave per year could use up to 60 hours per calendar year for care
of a family member.

B. The same procedures and verification standards used for “regular” sick leave shall be used for family
sick leave.
C. Additional family and medical leave provisions are covered under Article 15.3 and in the County’s

Family and Medical Leave Policy.

D. For the purpose of Article 14.6, “family member” is defined as an employee’s child, spouse, parent,
grandchild or grandparent.

1. "Child" means a biological, foster, or adopted child, a stepchild, a legal ward, or a child of a
person standing in loco parentis.
2. "Parent" means a biological, foster, or adoptive parent, a stepparent, or a legal guardian.

Alternative Use Other Than Sick Leave
At the option of the employee, absence from work due to medical, vision, or dental appointments may be
charged to vacation or CTO, subject to prior approval of the department head.

Denial of Sick [.eave
If an application for sick leave is denied, the subject absence shall be deemed to be leave without pay.

Accrued Sick [Leave Upon Layoff

An employee who is laid off because a position is abolished or because of a lack of work or lack of funds, shall
not accrue sick leave during the period of layoff. All accumulated sick leave shall be held for the employee's
credit should they return to work during the period provided for restoration or layoff re-employment.

Sick [.eave Credit at Retirement

The parties agree that eligible employees represented by the Union shall have, when applying for retirement
from County service, all accrued sick leave applied toward calculating total County service for the purpose of
retirement.

Wellness Leave

Effective pay period 18 of FY 00/01 ( August 20, 2000), up to 8 hours of sick leave per calendar year may be used
by an employee for the purpose of attending an approved County wellness program. An employee must have a
balance of no less than 40 hours of sick leave accrued at the time the leave is to be used to attend the wellness
program. If the employee s accrual balance contains donated catastrophic or other leave hours, the employee
must accrue the necessary 40 hours on his or her own before the sick leave can be used for attending approved
wellness programs. The employee must have the prior approval of the employee's department head (or designee)
to use sick leave to attend the program. A department head may not capriciously, arbitrarily, or consistently
deny the use of said leave. This benefit is meant to augment the current benefit under County Policy #29 and
shall not be interpreted as a reduction or limitation in the existing benefit.
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15.1

15.1.1

1512

15.1.3

152

1521

1522

1523

ARTICLE 15- MISCELLANEOUS LEAVES OF ABSENCE

Bereavement [eave

Employees who suffer a death in their immediate family may be allowed to be absent with pay for up to twenty-
four (24) consecutive work hours for each family member who dies. Part-time employees who receive benefits
may be eligible for bereavement leave. The number of hours available shall be based on the percentage of the
allocated position to full-time (i.e., .5 allocation times 24 = 12.0 hours available leave). Such time shall be
considered additional paid leave.

Additional Days
Employees may use an additional 16.0 hours of accrued leave. Part-time employees who receive benefits may be

eligible for bereavement leave. The number of hours available shall be based on the percentage of the allocated
position to full-time. Accrued leave for this purpose may be compensatory, personal leave, vacation time, or
sick leave. Should the employee not have any such accrued leave, this absence may be considered leave
without pay.

Immediate Family
For the purpose of this Section, "Immediate Family" is defined as the employee's spouse, child, stepchild,

grandchild, parent/step-parent, brother, sister, grandparent or spouse's, child, stepchild, grandchild,
parent/step-parent, brother, sister or grandparent.

Non-Immediate Family
Employees may use vacation, CTO, personal leave days, or leave without pay to attend memorial services for

non-"immediate family." While approval of such leave is at the discretion of the appointing authority, requests
shall not be unreasonably denied.

Paid Personal Leave

Annual Credit

A permanent full-time or permanent part-time employee who has completed thirteen (13) pay periods of County
service shall be credited with personal leave hours based on the percentage of time of the position allocation up
to a maximum of twenty-four (24) hours. For example:

4/5 (32 hours per week) will receive 19.2 hours
(20 hours per week) will receive 12.0 hours
2/5 (16 hours per week) will receive 9.6 hours

Such hours shall be credited on the first pay period following completion of required service, and annually
thereafter on the first day of pay period which includes January Ist.

Use of Personal Leave
Personal leave hours shall not be charged to any accumulated leave balance and may only be used:

A. During the pay period which includes January 1st through and including the pay period which includes
December 18th of the following fiscal year in which such hours are credited; and

B. Upon mutual agreement of the employee and the employee's department head.
No Accrual of Personal Leave

Personal leave shall be taken in the period earned and shall not be carried forward, nor shall there be any
payment for credited but unused personal leave hours upon separation of the employee from County service.
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153

154

155

15.6

15.7

15.8

Family And Medical Leave

It 1s the policy of Mendocino County to provide family and medical leave in accordance with federal and state
laws. The County shall provide up to twelve (12) weeks of family and medical leave in a twelve (12) month
period for qualifying employees, or longer to the extent required by law, including the provisions for pregnancy
disability under state law. Policy 27 — as amended, the County’s Family and Medical Leave Policy is hereby
ratified and incorporated by reference. This amended Family and Medical Leave Policy supercedes all previous
provisions of this MOU and contrary past practice.

Pregnancy Disability Leave
California law allows for up to four (4) months of pregnancy disability leave for an employee.

This leave is in addition to any entitlement under the federal Family Medical Leave Act (FMLA).

1. The County is net obligated to continue payment of health insurance premiums taken under this
pregnancy disability provision that would require that the employee be responsible for those costs.
2. The County shall continue the employee's benefits and premium payments as allowed under FMLA

when pregnancy disability leave and FMLA coincide.

The use of pregnancy disability leave requires reasonable notice and confirmation from the attending physician
that the leave 1s medically necessary.

The County’s policy regarding the use of pregnancy disability leave are set forth in Policy 27- as amended, the
County’s Family and Medical Leave Policy, which policy is hereby ratified and included by reference in this
MOU.

1. This amended Family and Medical Leave Policy supercedes all previous provisions of this MOU and
contrary past practice.
2. Pursuant to the amended Family and Medical Leave Policy, six weeks [or more with a physician’s

certificate] of Pregnancy Disability Leave will be extended to the mother for medical recovery following
birth, prior to the beginning of the California Family Rights Act leave.

3. Pursuant to the County’s Family and Medical Leave Policy, as amended, employees shall also be
allowed to use accrued vacation and/or CTO time for maternity leave during the four-month period.

After federal and state family and medical leaves have been exhausted, an employee may request additional
unpaid leave [LWOP] from the Civil Service Commission, pursuant to the normal policy and procedures for
requesting LWOP.

Catastrophic Leave
The County shall maintain and operate a catastrophic leave bank in a manner consistent with the Catastrophic
Leave Policy, which is hereby ratified and incorporated into this agreement by reference.

State Disability Insurance Integration
In order to receive full pay an employee may request in writing the utilization of any accrued paid leave to
integrate with State Disability Insurance.

The category of Paid Leave(s) shall be designated by the employee when inttiating the request for State
Disability Insurance integration.

Military [.eave
Military Leave shall be granted consistent with applicable mandatory provisions of law.

Voluntarv Time Off
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Voluntary Time Off (VTO) is a voluntary pledge by an employee to reduce work hours without a
corresponding loss in benefits or service time.

158.1 Pledge Submission
Employees may submit a pledge for the specific number of hours/days the employee will take VTO.

Joint agreement between the employee and their department head, or designee, will determine the exact hours to
be taken off.

1582 Conditions
The department head, or designee, may authorize a permanent or probationary employee Voluntary Time Off
without pay with the right to return to the same position, subject to the following conditions:

a. VTO shall be considered time in pay status for the accrual of benefits and eligibility for overtime and
holidays. The same level of benefits and deductions shall be maintained for health, vision, life and
dental insurance, vacation and sick leave accrual, and retirement. VTO shall be prorated for part-time
employees based upon their regular work scheduled (budgeted FTE). Employees may reduce their
work schedule, without a loss in their level of benefits, by not more than twenty percent (20%) per pay

period.
b. VTO may be taken in increments of not less than one-half ( ) hour.
c. VTO shall be available to employees by pledge beginning fiscal year 1993-94. Said pledge may be

revoked by mutual agreement between the employee and department head for good cause. Any
dispute shall be resolved by the Director of Personnel.

d. VTO shall apply toward time in service for retirement, completion of probation, eligibility for merit
increases, and toward seniority.

e. VTO shall be granted without requiring employees to first use accumulated vacation or compensatory
time off.
f. VTO shall be available only to employees who are in pay status the work day before the beginning of

the VTO as well as the entire work day after the completion of VTO.
g. VTO shall not be available to employees on other leaves without pay.

h. VTO request pledge is contingent on approval by a specific date that must be noted under the
employee remarks section of the VTO Pledge Form.

1583 Term
This program will continue throughout the term of this Memorandum.

1584  Non-pledged VIO
Each employee shall be entitled to take twenty-four (24) hours of VTO time during the fiscal year. The request
for utilization of these hours shall not be unreasonably denied. If the appointing authority denies the use of
these hours, the denial shall be in writing and will state the reasons for denial. Employees may reduce their work
schedule, without a loss in their level of benefits, by not more than twenty percent (20%) per pay period.

1585  Agreement to Support
The County and the Union shall develop and distribute literature to represented employees that will publicize
and explain the VTO program.
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The County and participating employee organizations may make joint presentations concerning the VIO
program.

The County and the Union will jointly design a mutually acceptable pledge form which will include space for the
department head to explain the denial of a request for VTO.

159 Worker's Compensation Leave
Before an injured employee may begin collecting temporary disability payments, the waiting period for
employees disabled out of or in the course of employment shall be in accordance with state law, (currently seven
(7) days as of January 1, 1994).

1510  Court Leave
County employees summoned for jury duty or subpoenaed for court appearances shall be compensated as
follows:

15.10.1 Jury Duty
County employees summoned for jury duty or subpoenaed for court appearances shall be compensated as

follows:

a. Any employee summoned for duty shall be entitled to a leave of absence with full pay for such period
of time as may be required to attend court in response to such summons. The employee may retain
such payments as may be allowed for travel, lodging and meal expenses; but as a condition for
entitlement to court leave, said employee shall not be entitled to any and all fees as payment for
services as a juror or witness. Any such payment(s) shall be made payable to the County of
Mendocino.

b. As an option, an employee, when summoned for duty, may choose to use accrued vacation, CTO,
personal leave, or leave of absence without pay. In these cases, the employee will be entitled to retain
all fees received as payment for jury and witness duty, including allowances paid for travel, meals, and
lodging.

The parties agree that the County's current jury duty policy, as defined in the Mendocino County SEIU MOU,
will remain in effect with the addition that an employee who works on the night shift or the p.m. shift who is
called to jury duty may be excused from all or part of their shift to accommodate this participation. Any time that
is excused in excess of the number of hours in jury duty attendance, plus reasonable travel time, must be "made
up". The Department Head and the employee will make every reasonable effort to schedule the "makeup” of any
hours. Hours may be made up by scheduling additional hours of work, or by utilizing vacation and
compensatory time. This makeup of work time owed the County shall not be compensated as overtime.

To be eligible for such jury duty leave, the employee must advise the affected Department Head in writing of
his/her summons to jury duty and, after jury duty service, report to the Department Head the number of hours
the employee was detained for jury duty service; including reasonable travel time. (See side ltr 10/01/02)

15102 Appearance Regarding County Duty
Whenever a permanent employee is subpoenaed to appear in court for any reason pertaining to their regular
County duties, they shall receive their regular County salary for such court appearance. Such court appearance
shall be counted as hours worked by them and as part of their regular work week. Such employee shall make
payable to the County any fee which they receive for serving as a witness.

15103 Appearance for Non-County Reasons
Whenever a permanent employee is subpoenaed to appear in court for a matter or reason not pertaining to their
regular County duties, such appearance shall not be considered a part of their regular work week, and such

MEMORANDUM OF UNDERSTANDING 44 MENDO CO & MCEBU/SEIU 10-01-2001/3-31-2004



employee shall not receive County pay unless the employee chooses to use CTO, vacation, or personal leave for
such appearance. Additionally, such employee shall be entitled to retain any fee paid for service as a witness,
together with all allowances paid for travel, meals, and lodging.

1511  Unpaid Leave
Department heads may grant leaves without pay, not to exceed five (5) working days, to employees of their

department.

Department heads may grant leaves without pay for periods in excess of five (5) working days and not to exceed
three (3) months, at the request of the employee concerned, to employees of their departments because of
illness, disability, or pregnancy, or for other reasons, when approved by the County Director of Personnel.

Requests for leaves without pay for periods in excess of three (3) months shall be submitted to the Civil Service
Commission for approval or disapproval.

Requests for leaves without pay for periods in excess of one (1) year for reasons other than military service shall
be further submitted, together with recommendations by the Health Officer in cases involving illness or
disability, to the Board of Supervisors for approval or disapproval.

15.11.1 Leave Without Pay for Job-Incurred Disability
Requests for leaves without pay for disabilities which are determined to be work-incurred as the result of
Mendocino County employment shall be approved by department heads for the period following expiration of
paid sick leave and vacation until discontinuation of disability compensation payments. Requests for such
leaves in excess of one year shall be further submitted with a recommendation by the Health Officer, to the
Board of Supervisors for approval or disapproval.

15.11.2 Leave Without Pay for Military Service
Request for leave without pay for military service shall be approved by department heads and the Civil Service
Commission in accordance with applicable law.

15.11.3  Accruals During [.eave Without Pay
A permanent full time employee who is granted a leave without pay, who is absent without leave, or who is
suspended without pay more than 16 hours in a pay period shall accrue paid vacation, sick leave, service credits,
and other benefits during any pay period of such leave, absence, or suspension only for those hours in pay
status. This provision shall be applied pro rata for permanent part time employees.
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ARTICLE 16 - MISCELLANEOUS PROVISIONS

16.1 Employee Assistance Program
Employees represented by the Union and their insured family members are eligible for participation in the
County's Employee Assistance Program. To the extent permitted by law, the County shall insure the
confidentiality of any and all records regarding employees who use the Program. To the extent permitted by law,
no disclosures of information obtained, other than to EAP staff, may be made without the written consent of the
employee.

The Employee Assistance Program (EAP) is available for all County employees and their covered family
members who may be experiencing problems in the workplace, or family crisis, chemical dependency, or other
personal problems. Primary care physician referral is not necessary to access the EAP, and all services are
strictly confidential. The first four (4) and beginning 1/1/2000, the first six (0) visits to the EAP are free to the
employee and their covered family members. The County Health Plan will reimburse subsequent visits at sixty
percent (60%) of cost once their deductible has been met. To access the EAP, an employee should call (468-
3405) and state that he or she wishes to receive employee assistance.

16.1.1  EAP Confidentiality
Participants in the EAP program shall be guaranteed confidentiality.

No employee will be required to waive their confidentiality as a condition of participation in the EAP program.

16.2 On-the-Job Injury
An employee who is entitled to any temporary disability indemnity due to an injury or illness arising out of, and

in the course of employment, and such injury is covered under the Worker's Compensation provisions of the
Labor Code, may use as much accumulated sick leave as, when added to the disability indemnity, will result in a
payment of their full salary.

An employee going on leave without pay due to on-the-job injuries will not suffer a break in seniority, but shall
have their merit salary anniversary date delayed by as many pay periods as the leave without pay shall last. The
County will continue to pay the employee's group insurance premium (employee only) for the duration of the
leave without pay, but not to exceed a period of six (6) months for any single injury.

The waiting period for employees disabled out of or in the course of employment before an injured employee
may begin collecting temporary disability payments shall be three (3) days. Such days shall be charged against
sick leave or other applicable accrued leave time unless the employee is hospitalized as a result of the disability
or the disability lasts for more than fourteen (14) days.

163 Class A/B - Physicals
The County will provide physicals required for the renewal of the medical certificate required to maintain a Class
A or Class B California driver's license for those employees in classes where such license is required.

164 Direct Deposit
The County will continue to make a deposit of participating employees' paychecks directly to the employees'

accounts in the participating financial institutions.

16.5 Labor Management Advisory Committees
Human Resources, with the advice and consent of the County Administrator s Office, may create and

administer labor-management advisory committees to discuss areas of common interest or concern to SEIU and
the County.
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An advisory committee is a forum for discussion not meet and confer - and may advise the County regarding

labor and management s ideas regarding the particular area of common interest or concern for which the
advisory committee was created to explore.

An advisory committee has no power to bind the County or require policy creation or modification.
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ARTICLE 17 - EMPLOYEE SAFETY

17.1 Injury Prevention Program
The County and the Union agree that the Mendocino County Injury Prevention Program is incorporated as a
part of this Memorandum. The County shall provide one complete copy of the County's Injury Prevention
Program Manual at each work site.

17.1.1  Injury Prevention Program Description
The County of Mendocino will establish responsibilities, provide funding, and adopt procedures and guidelines
for the maintenance of an effective safety program, in comp liance with federal, state, and local laws. The Injury
Prevention Program of the County serves as the mechanism for the implementation of this program.

The County will provide a safe work environment for all its employees, and the County will protect the safety of
the general public near its facilities and operations within reasonable economic and technological constraints.
The County does not believe that it is practical or possible to eliminate every safety risk in the workplace.

The County will:

1. Identify responsibilities for implementing the Injury Prevention Program.

2. Maintain procedures for identifying and evaluating workplace hazards.

3. Maintain procedures for correcting unsafe conditions and work practices tempered by economic and

technological constraints in a timely manner.

4. Provide a system for communicating with employees on safety matters, to include a method by which
employees can report hazards to the County without fear of reprisal.

5. Instruct employees in general safe work practices and in specific safe work practices with respect to
hazards unique to each employee's job assignment.

6. Maintain a system for ensuring compliance with safe work practices.

7. Maintain an active Safety Council charged with oversight for the Injury Prevention Program. The
Safety Council will include representation by a designee and an alternate designee of the Union.

The continual cooperation of all employees is necessary to support and sustain an effective safety program.
Employees are encouraged to report hazards and offer suggestions for improving safety in the workplace. No
adverse action will be taken against any employee for reporting safety problems.

17.2 Safety Issue Disputes
Disputes as to workplace safety shall be resolved in accordance with the Injury Prevention Program.

173 Safety Apparel
All employees shall be issued safety apparel appropriate to the task assigned as designated by the appointing

authority. Safety equipment provided for under this Article will be reissued as needed upon certification by the
department head.

During the term of this Memorandum, the County shall complete a study of work-related injuries to assess the
need for, and make recommendations regarding safety apparel. The study will be conducted by the County

Safety Committee with the participation of Risk Management and two (2) employees designated by the Union.
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174 Safety Glasses
The County shall provide employees with safety prescription glasses (glasses only, not prescription

examination) whenever safety glasses are required by the Cal/OSHA or other state or federal regulations. The
County will not provide replacements for broken lenses or frames unless such breakage is the result of an on-
the-job accident.
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18.1

18.2

183

18.4

18.4.1

1842

1843

18.5

18.5.1

ARTICLE 18 -DISCIPLINARY ACTIONS

Disciplinary Actions

Definitions:
A "disciplinary action" includes the following actions: dismissal, demotion, or suspension without pay.

For the purposes of this Section a "working day" is defined as a day in which Mendocino County administrative
offices are open to the public.

Representation
The employee may be represented throughout the process of discipline by a representative of the employee's
choice.

Notice of Charges

To initiate disciplinary action against a permanent Civil Service employee, the appointing authority must submit
to the employee a written Notice of Intent to Take Disciplinary Action and file a copy with the Personnel
Director. The Notice must state specifically the reason(s) for the action with accomp anying documentation and
explain the employee's "Skelly" rights of appeal.

Rights of Access
The employee shall be given access to copies of all materials supporting the proposed action and shall be

provided with copies upon request.

Request for "Skelly" Hearing

The employee may appeal the proposed action and request a hearing by responding in writing to the appointing
authority within five (5) working days of receipt of the Notice. Upon receipt of timely response, the appointing
authority shall schedule and conduct a "Skelly" hearing as soon as possible.

Conduct of Skelly Hearing

The appointing authority shall be the hearing officer at the informal "Skelly" hearing. Upon consideration of all
materials and discussions presented at the hearing, the appointing authority may determine to uphold, modify,
or revoke the proposed disciplinary action.

Order of Disciplinary Action

If the employee does not respond to the Notice of Intent within the prescribed time limits, or if, after hearing, the
appointing authority determines that disciplinary action is appropriate, the appointing authority shall submit to
the employee a written Order of Disciplinary Action. The Order shall state the proposed action, the reasons for
the action, and the employee's rights of appeal.

Appeal of Order of Disciplinary Action

The employee, within ten (10) working days after the Order is furnished to the employee, may appeal the Order in
writing to the Civil Service Commission. Such appeal shall be submitted to the Personnel Director who shall
schedule the matter for hearing by the Civil Service Commission within twenty (20) working days of the
submittal date, or a specific date that is mutually agreed upon by the Appellant, the County, and the Civil
Service Commission. The agreed upon date shall be confirmed in writing to all parties.

Within twenty (20) working days from filing an appeal, the Commission, or its referee, shall hold a hearing which
may be continued from time-to-time, and at the conclusion thereof either affirm, modify, or revokethe Order. The
appellant may appear personally, produce evidence, be represented by counsel, and have a public hearing if it is
desired. If the Commission appoints a referee, a complete transcript shall be made and presented to the
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Commission.

18.5.2  Order of Disciplinary Action for Merit Svstem Emplovees
See Articles 7 and 8 of the Local Agency Personnel Standards (LAPS) Manual.

186 Hearing
At any hearing or investigation conducted by the Mendocino County Civil Service Commission, or its referee,

the Commission, or its referee, shall have the power of subpoena and may require the attendance of witnesses
and the production thereby of books, records, and other documents pertinent to the hearing and/or
investigation. Each commissioner, or referee, shall have the power to administer oaths to witnesses. The
Commission may employ a hearing officer, or referee, to act as the presiding officer at hearings and specify the
rules of evidence in force.

Any decision by the Commission shall specify a finding as to each ground, and the finding and decision shall be
certified to the appointing power whose action was the subject of the hearing and be forthwith enforced and
followed. If an order of suspension, dismissal, or reduction in rank or compensation served upon an employee is
reversed or modified by the Commission, such employee shall be restored to their previous position with all
rights and privileges pertainin g thereto except as the decision may effect the employee's status. The employee
who is restored to their position shall be entitled to back pay from the date of termination, less any contributions
to retirement and salary earned, from other employment eamed during the pendency of the appeal.

18.7 Pav Decrease as a Result of Disciplinary Action
The pay of an employee may be temporarily decreased to a lower step within the pay range established forthe
classification.

The temporary reduction in salary step shall in no event exceed the monetary equivalent of a two-hundred and
forty (240) hour suspension without pay.

187.1  Appeal of Pay Decrease
An appeal concerning a pay decrease shall not follow the grievance procedure but shall follow, instead, the
disciplinary provisions of Article 18 of this Memorandum.
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19.1

19.2

1921

193

19.4

195

19.6

19.7

ARTICLE 19 - GRIEVANCE PROCEDURE

Purpose
The County and the Union agree to this Grievance Procedure in order to provide an orderly procedure to

promptly resolve grievances of employees covered by this Memorandum.

Definitions

A grievance is a claim by an employee concerning or alleging that a written County-wide rule, regulation,
resolution, ordinance, policy, procedure, provision of this Memorandum, or extrinsic law has been violated or
misapplied to the disadvantage of the employee or the Union. Exc luded from this definition is:

A. An allegation intended for the purpose of changing a written County-wide rule, regulation, resolution,
ordinance, policy, procedure, or provision of this Memorandum; or,

B. An allegation for which appeal is already provided in Chapter 3.16 (Civil Service) of the Mendocino
County Code.

Working Day Defined
For the purpose of this Article, a "working day" is defined as a day in which Mendocino County administrative
offices are open to the public.

Standing to Initiate Grievance
An individual employee who, in good faith, has an actual grievance with the County over a grievable matter as

defined in Article 19.2 may file a grievance.

At any step of the grievance procedure, the employee may represent themselves, or may be represented by a
Union representative, who may be a County employee.

Grievance Procedure-Initiation

The grievance must be initiated within ten (10) working days from the date of the action or occurrence giving
rise to the grievance, or within ten (10) working days of when the grievant knew of, or could have reasonably
discovered, such action or occurrence.

Time Limits
Time limits specified in each step of the procedure shall be strictly observed and may only be extended by
mutual agreement of the parties in writing.

Failure of a grievant to observe a time limit shall terminate the grievance. Failure of the party to whom the
grievance is submitted to observe the time limits shall give the grievant the right to move the grievance to the
next level.

First Step
The grievance shall first be discussed on an informal basis by the grievant with the grievant's immediate

supervisor within ten (10) working days from the date of the action causing the grievance, as provided in Article
19.4 above. The immediate supervisor shall respond within three (3) working days. Every effort shall be made
by the parties to resolve the grievance at this level and may include conferences among supervisory or
administrative personnel. Such discussions will be held, whenever possible, during the grievant's work hours.

Second Step
In the event the employee believes the grievance has not been satisfactorily resolved, the employee shall submit

the grievance in writing, with a copy to County Personnel and the Union, to the next level supervisor within five
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19.7.1

19.8

19.9

1991

1992

(5) working days after receipt of the immediate supervisor's response. Such written grievance shall:
A. Fully describe the grievance and how the employee was adversely affected by the County;

B. Set forth the written County-wide rule, regulation, resolution, ordinance, policy, procedure, provision
of this Memorandum, or extrinsic law in Article 19.2 that has been allegedly violated,

C. Indicate the date(s) of the incident(s) grieved; and

D. Specify the remedy or solution to the grievance sought by the employee.

Response to Second Step

The written grievance shall be responded to in writing by the responsible supervisor within five (5) working

days from the time the written grievance is received, and a copy sent to County Personnel and the Union.
The written response shall include:

A. A complete statement of the supervisor's position and the facts upon which it is based; and
B. The remedy or correction which has been offered, if any.

If the grievant is not satisfied with the response at Step Two, the grievant may appeal the decision to the
department head, with a copy to County Personnel and the Union within seven (7) working days of receipt of
the written response at Step Two.

Third Step
Within five (5) working days after receiving the completed grievance form, the department head, or their

representative, shall meet with the employee and shall discuss the grievance. The department head shall give
their decision within seven (7) working days after the discussion and send a copy of the decision to Personnel
and the Union.

Should the employee remain aggrieved, the decision of the department head may be appealed to the Grievance
Appeals Committee (Step Four). Such appeal must be made within seven (7) working days of receipt of the
written decision of the department head.

Fourth Step
A Request for Hearing before the Grievance Appeals Committee shall be filed with the Personnel Director within

seven (7) working days of the receipt of the written decision of the department head. Upon receipt of the written
request, the Personnel Director shall schedule a hearing to be held within ten (10) working days. All
correspondence dealing with the grievance shall be filed at the time of the requested hearing and shall be
considered.

Grievance Appeals Committee
The Grievance Committee shall, within ten (10) working days after the hearing, issue a written decision that shall
be final and binding.

Composition of Grievance Appeals Committee
The Grievance Appeals Committee shall be appointed each January by the Board of Supervisors and shall
consist of:

A. The County Administrator, or his/her designee;

B. A non-management County employee appointed from a list of five (5) employees nominated by the
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19.93

19.10

19.11

19.12

Union; and,

C. A citizen member (non-County employee) appointed from a list of five (5) persons agreed upon by the
Union and the CAO. This citizen member shall have sufficient experience in the field of employer/
employee relations to assure a basic understanding of management and employee rights in the work
place.

In any grievance where a conflict exists, an alternate shall sit in the place of the committee member. Conflict will
exist whenever the grievant is from the same department as any of the committee members. Other conflict may
be found to exist in the particular circumstance of a grievance.

Court Reporter/Transcript Fees
If a court reporter is requested, the requesting party is obligated to pay for the services of the court reporter.

Cost of transcript copies shall be borne by those parties requesting copies.

Non-Retaliation
Employees who file a grievance or who participate in a grievance procedure shall be free from harassment or
retaliation as a result of filing or participating in a grievance.

Maintenance of Performance Standards by Grievant

Employees who file a grievance are in no manner excused or exempt from performance standards of the job. Job
performance standards will be maintained throughout and following any action undertaken as a result of this
grievance procedure.

Subpoena Powers

The Grievance Panel shall have subpoena power to secure both the attendance of individuals and the
production of relevant documents. Subpoenas shall be secured through the Secretary of the Civil Service
Commission. When a claim of privileged confidentiality is made, the party making the claim will provide the
relevant statutory or case law.
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20.1

20.2

202.1

20.3

204

20.5

20.6

20.7

ARTICLE 20 - FAIR SHARE

Fair and Equal Representation

It is recognized that the Union must provide fair and equal representation to all employees in all represented
classes. Employees who are not members of the Union benefit from Union representation. This Fair Share
Service Fee Article will, therefore, apply to all employees covered by this Memorandum who choose not to join
the Union. A Fair Share Service Fee is established pursuant to Hudson procedures.

Under this Fair Share Service Fee Article, union membership remains voluntary. If an employee decides not to
join the Union, the employee shall pay the Fair Share Service Fee as provided in this Article. Such Service Fee
shall pay for the chargeable services rendered by the Union.

Emplovees Subject to Fair Share Agency Shop Service Fee
All represented County employees shall be subject to a Fair Share Agency Shop Service Fee except employees
in a supervisory job classification.

Supervisory Job Classifications
In order to comply with current law, the following supervisory classifications are not subject to the Fair Share
Agency Shop Service Fee. (See Attachment B)

Part-time Emplovees
Employees who work less than full-time are subject to the Fair Share Agency Shop Service Fee. The Service Fee
shall be set on a prorata basis expressed as a percentage of gross wages.

Enactment of Fair Share Agency Shop

A Fair Share Service Fee consistent with state law will be effective the first pay period following ratification of
this Article by the Board of Supervisors and ratification by the employees. The employee ratification vote will
be conducted by the State Mediation and Conciliation Service. Employee ratification will require an affirmative
majority of the ballots cast. The balloting will be conducted among all MCEA/SEIU Local 707 members who are
eligible to vote under the Union's by-laws and all other represented employees who will, upon enactment, be
subject to the terms of this Article.

Payroll Deduction
As a condition of employment, all employees who are not Union members are subject to the Fair Share Agency
Shop Service Fee and shall have, on a bi-weekly basis, a payroll deduction for such Service Fees.

Periods of Separation

The County shall not deduct Service Fees during periods that an employee is separated from the bargaining
unit, but shall reinstate Service Fees upon the return of the employee to the bargaining unit. The term
separation from the bargaining unit includes transfer out of the unit, layoff, promotion, demotion,
reclassification, leave of absence of a duration of more than one full pay period (whether paid or unpaid), and for
any other lawful reason, including disability.

Reporting

Along with the payroll deductions, the County will send the Union an alphabetical listing of the employees from
whom deductions were made, the amount of the deduction, and the names of any employees transferred out of
the bargaining unit, laid off, or on leave without pay for more than thirty (30) days, including information on the
length of time of the leave of absence.
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20.8

209

20.10

20.11

Exception
The only exception to the payment of a Fair Share Service Fee is as follows:

An employee may execute a written declaration stating membership in a bona fide religion, body, or sect which
has historically held a conscientious objection to joining or financially supporting any public employee
organization as a condition of employment.

An employee granted such exception must pay a sum equal to the Fair Share Service Fee to a non+eligious, non-
labor, charitable fund (exempt from taxation under Section 501(c)(3) of the Intemal Revenue Code), chosen by
the employee from those charities listed with United Way, Combined Health Appeal of California, or the
American Red Cross.

Fee Structure

Any employee currently employed or hired into a non-supervisory position in the bargaining unit covered by
this Memorandum who is not a member of the Union shall, beginning with the third full pay period after
individual written notice has been given in accordance with Article 20.13, and until the expiration ofthis Article,
pay to the Union a Fair Share Agency Shop Service Fee for services rendered by the Union. The Service Fee
shall be equal to the monthly dues of regular membership, less non-chargeable costs as defined in Article 20.11,
and/or by statutory or case law, but in no event to exceed ninety-five percent (95%) of the regular membership
dues.

The Union shall have the exclusive right to decide and determine whether any such action or proceeding
referred to in the above paragraph shall or shall not be compromised, resisted, defended, tried, or appealed, but
shall consult with the County prior to making any such decision or determination.

Chargeable Costs
To the extent authorized by law, the costs of the Union's collective bargaining activities shall be considered by

the Union when making a determination of the amount of the Fair Share Agency Shop Service Fee authorized by
this Article. Examples of chargeable costs include, but are not limited to: (1) expenditures for labor contract
negotiations (e.g., the fees and expenses of the Union representative and support staff, including research of
and preparation for negotiating matters within the scope of representation); and (2) expenditures for

administration of contracts (e.g., meetings and discussions with management concerning grievances under the
Memorandum, meetings with employees as part of grievance resolutions, and costs of representatives and staff
support for arbitrations, including costs for research and preparation).

Non-Chargeable Costs
Currently, the following activities are not included in the calculation or determination of the Fair Share Agency
Shop Service Fee:

A. Lobbying or other political activity, except as authorized by law;

B. Payments to affiliates, except for chargeable costs as authorized by law;

C. Social activities, except as authorized by law;

D. Charitable and philanthropic activities;

E Insurance and other benefit programs, except as authorized by law; and,

F. Any cost that, by law, cannot be included in a Fair Share Agency Shop Service Fee.
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20.12

20.13

20.14

Deduction of Non-chargeable Costs
All non-chargeable costs will be deducted from the Fair Share Agency Shop Fee prior to such Fees being
collected.

Advance Notification

No Fair Share Agency Shop Service Fee shall be collected from any employee until the employee has received
written notice sent by certified mail from the Union, which includes legally adequate audited information
concerning the breakdown of "chargeable" and "non-chargeable" expenses, and a reasonably prompt
opportunity to challenge the amount of the fee before an impartial decision-maker.

Specifically, such notice shall, at a minimum, include an accounting report prepared, signed, and verified by an
independent auditor, who is a certified public accountant, for the overall purpose of providing a detailed
itemization of the expenditures of the Union so an employee may reasonably be able to determine what the
Union spends on both chargeable and non-chargeable items and consider whether expenses designated as
chargeable are related to the Union's collective bargaining functions. However, this requirement can be met
without requiring or allowing non-members, or the County, to become the Union's auditors. The accounting will
utilize data from the prior fiscal year. At a minimum, this accounting report must:

A. State the amount of the Fair Share Agency Shop Service Fee and provide an overview of how the
accounting reports were translated into calculation of this fee;

B. Disclose the Union's major categories of expenses, including employee compensation, specifying the
actual expenditures within each category and the amount spent in each expenditure for chargeable
items and non-chargeable items; each major category and the allocations of expenditures therein for
chargeable and non-chargeable expenses must be verified by the auditor;

C. Disclose what percentage of total Union expenditures is allocable to chargeable items and what
percentage is allocable to non-chargeable items;

D. State the total sum of money the Union pays affiliates and demonstrate what percentage of such
money is used for chargeable and non-chargeable activities;

E Disclose what percentage of regular membership dues is allocable to chargeable items and what
percentage is allocable to non-chargeable items and, consequently, what percentage of dues will be
collected as the Fair Share Agency Shop Service Fee; and,

F. Explain the methodology used in producing the Union's accounting report. To enable the independent
auditor to prepare the accounting report, the Union shall provide the auditor access to all records
reasonably necessary for such a preparation, including a record of the employee's activities in
sufficient detail to enable the auditor to make the necessary determination of chargeable or non-
chargeable items. In the event that payments are made to any other organization, the auditor shall be
provided access either to such organizations' records or relevant audited financial statements when
reasonably necessary to prepare the above accounting.

Filing a Challenge
Instructions on filing a challenge to the amount of the Fair Share Agency Shop Service Fee with the Union shall,

at a minimum, provide the following:

A. Non-members who wish to challenge collection of the Fair Share Agency Shop Service Fee because the
amount identified allegedly contains expenditures for non-chargeable activities must file an objection
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20.15

20.16

20.17

20.18

20.19

letter with the Union within thirty (30) calendar days of receipt of notice (notice shall be rebuttably
presumed to have been received no later than five (5) calendar days after it is postmarked). A non-
member may file a letter by presenting it to the Union business office in person or by certified mail,
return receipt requested. The non-member shall provide a copy of the letter to the Personnel Director
within three (3) calendar days of its filing with the Union;

B. The letter shall be signed by the challenger, or the challenger's agent, under penalty of perjury, and
must state with specificity the particular expenditures being challenged and the grounds for such
challenge. The letter must contain the name and mailing address of the challenger;

C. During the pendency of the challenge, the amount of the Fair Share Agency Shop Service Fee
reasonably in dispute shall be placed in an escrow account established by the Union;

D. Within thirty (30) calendar days after receipt, the Union shall schedule a date for arbitration, which
shall be conducted in accordance with procedures established by American Arbitration Association.
Pending the commencement of arbitration, the Union and the challenger may, by mutual agreement,
attempt to resolve the dispute informally;

E The arbitrator shall be selected in accordance with the procedures of the American Arbitration
Association,
F. The Union shall have the burden of proving that the fee amount complies with this Article and

applicable law; and,

G. The costs of the arbitrator and court reporter, if any, shall be borne entirely by the Union. The
challenging employee shall be responsible for their own costs including, but not limited to, attorney
fees and copies of the court reporter's original transcripts.

Maintenance of Membership

Union members may terminate their membership in the Union by giving written notice to the Union and the
County annually during the month of June. Thereafter, the employee will be subject to the Fair Share Agency
Shop Service Fee.

Union Obligations
The Union shall comply with all applicable statutory requirements and furnish any information needed by the
County to fulfill its obligations under this Article.

Indemnification and Hold Harmless

The Union shall defend, indemnify, hold harmless, release and save the County, its agents and employees, from
and against any and all claims, demands, suits, orders, judgements, expenses, or other forms of liability arising
out of or in connection with this Article and/or any action taken or not taken by the County and/or the Union
under this Article including, but not limited to, the collection and procedures for collection of Fair Share Agency
Shop Service Fees and the amount of such Fees. This Article shall be in addition to any other remedy available
to the County under this Memorandum, or provision of law.

Rescission of Fair Share Agency Shop
The implementation of the provisions of this Article shall not prohibit or restrict an election to rescind this Fair
Share Article pursuant to Government Code 3502.5, or its successor provision.

Record keeping and Reporting
The Union shall comply with the financial record -keeping and reporting requirements of Government Code
3502.5(d), or its successor provision.
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20.20

20.21

Violation

If a court finds the implementation of this Article in violation of constitutional law, the Union shall have sixty
(60) days to comply with the court's order or the County may thereafter cancel Article 20. In the interim, all
collections of Fair Share Agency Shop Service Fees by way of payroll deductions by the County shall be
suspended, except as allowed by the court. Also, except as allowed by the court, no unpaid Fair Share Agency
Shop Fee that would otherwise have been due during the time such violation existed may be collected
retroactively after the violation was corrected.

Exemption of Continuous Nonmembers

County employees who are in the bargaining unit and who are not members of the Union the first pay period
following Board of Supervisors approval of this amended memorandum shall be exempt from Article 20 in its
entirety for as long as they remain employed in this bargaining unit and remain nonmembers of the Union.
However, this exemption shall not prohibit a nonmember in the bargaining unit from voluntarily paying the Fair
Share Agency Shop Fee through payroll deduction.
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212

213

214

215

21.6

21.7

22.1

ARTICLE 21 - FULL UNDERSTANDING, MODIFICATION, WAIVER

Full Understanding

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

The parties recognize that existing County ordinances which have not been modified by this or previous
Memorandums of Understanding shall remain in full force and effect until such time as the parties have met and
conferred in good faith regarding any proposed changes as required under the Meyers-Milias-Brown Act.

Waiver

Except as specifically provided herein, it is agreed and understood that the Union voluntarily and unqualifiedly

waives its right to and releases the County from any obligation to meet and confer on any subject or matter

contained herein. The Union acknowledges that the County has fulfilled its obligations under Government Code
3505 for the length of this Memorandum for the matters contained herein.

Modification

No agreement, alteration, understanding, variation, waiver, or modification of any of the terms or provisions
contained herein shall in any manner be binding upon the parties hereto, unless made and executed in writing by
the parties hereto, and if required, approved and implemented by the County's Board of Supervisors.

No Limit on Civil Service Commission Authority

Nothing in this Memorandum shall be construed to limit or remove the existing or future jurisdiction or authority
of the Civil Service Commission.

Non-Precedent Setting
The waiver of any breach, term, or condition of this Memorandum by either party shall not constitute a
precedent in the future enforcement of all its terms and provisions.

Invalidation (Separability)

If, during the term of this Memorandum, any item or portion thereof is held to be invalid by operation of any
applicable law, rule, regulation, or order issued by governmental authority or tribunal of competent jurisdiction;
or if compliance with, or enforcement of the item or portion thereof shall be restrained by any tribunal, such
provision of this Memorandum shall be immediately suspended and be of no effect hereunder so long as such
law, rule, regulation, or order shall remain in effect. Such invalidation of a part or portion of this Memorandum
shall not invalidate any remaining portion which shall continue in full force and effect.

Replacement
In the event of suspension or invalidation of any article or section of this Memorandum, the parties agree,

except in an emergency situation, to meet and confer within thirty (30) days after such determination for the
purpose of arriving at a mutually satisfactory replacement for such article or section.
ARTICLE 22 - DURATION

Issues and other matters to be reopened and negotiated during the term of the Agreement

Pay for Performance

During the contract period the County and SEIU will jointly work toward development of a pay for performance
program including the concept of a raise beyond E-step as a result of specific performance standards which will
be implemented by the end of the third year of the contract or sooner if Mendocino County and SEIU reach
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226

agreement regarding the terms and conditions of such a program. Regardless of the above provisions and
during the term of this agreement the County may implement one of the incentive pay programs available to the
Department of Child Support Services, as a pilot program, that the County may cancel at will.

In the interests of completing negotiations and to allow the economic aspects to go forward without hindrance it
is agreed that the following language will be negotiated during April 2002 or until negotiations are completed,
including impasse procedures as necessary.

1. Article 2 Definitions
(a) Transfers (See Article 2 Definitions-Transfers)
®) Permanent Employee (See Definitions-Permanent Employee)
(©) Regular Employee (See Definitions-Regular Employee)
(d Trainee (Item discussed - no action taken at this time)

2. Article 3 - Transfers (See Article 3.14.1)

3. Article 6 - Definition and rights of Non-Permanent Types of Employment (See Article 6.2)

4. Article 8 - Bumping Rights of Permanent Employees on Promotion, Demotion and Transfer (See
Article 8.2)

5. Article 8 - Trainee Probationary Period more than 12 months (Item discussed - no action taken at
this time)

6. Article 9 - Out of Class Pay Provision (See Co. Policy #41)

7. Article 18 - Disciplinary appeals of Merit System employees (See Article 18.5.2)

Agreement to Resolve Outstanding [ssues.
The County and the Union will work towards finalizing a consolidated Agreement, the goal of which is
enactment by March 30, 2004 or sooner.

Both parties agree to meet no later than 180 days before the expiration of this Agreement for the purpose of
creating negotiating a successor Memorandum of Understanding.

During negotiations for a successor Agreement / MOU, the Union and the County agree to discuss the
following outstanding issues:

Employer Contribution to Deferred Compensation Plan
Sick Leave Utilization

Health Benefits

Tuition, text book, and professional fee reimbursement
Evaluation process and merit raises

Interest Based Bargaining Training
During the term of this agreement, the Union and the County negotiation team members will participate in

training on interest based bargaining techniques conducted by the Federal Mediation and Conciliation Service
or other mutually agreeable training provider. The County may extend an invitation to the negotiators of other
bargaining units or any other County employee involved in the collective bargaining process.
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ARTICLE 23 - ENACTMENT

The undersigned representatives of the County of Mendocino and MCEBU/SEIU Local 707 (SEIU), having met and
conferred in good faith for the purpose of creating a successor Agreement and the amendment of policies, have reached
agreement on the items contained herein and mutually agree to recommend to the Board of Supervisors of the County of
Mendocino and to membership of MCEBU/SEIU Local 707 (SEIU) that the terms of this Agreement be adopted.

Agreed to by Negotiating Committee Negotiating Committee for the Mendocino
for MCEBU/SEIU Local 707 (SEIU) County Board of Supervisors
Signed this date: __February 25. 2002 Signed this date: _February 25. 2002
By: s/ Robert E. Gandy By: s/ JohnPegan
By: s/ Sue L. Howell By: s/ Sue Campbell
By: s/ Katie F. Wojcieszak By:
By: By:
RATIFIED BY: RATIFIED BY:
MCEBU/SEIU Local 707 Mendocino County Board of Supervisors
By: s/Katie F. Wojcieszak By: s/ David Colfax
Title: Field Representative CHAIR
DATED: February 25, 2002 DATED: February 26, 2002
FORM APPROVED BY:
ATTEST: COUNTY COUNSEL
s/ Kristi Furman s/ H. Peter Klein
KRISTI FURMAN H. PETER KLEIN
Clerk of the Board
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Annual Deductible

Annual OQut-of-pocket
Maximum

Co-insurance

Hospital Pre—certification
(Required in all plans)
Second Surgical Opinion

Pre-admission Testing

Prescriptions

(Prescription Drug Card
Program)

Wellness Benefits

Nervous/Mental

Drug/Alcohol

Employee Assistance Program

MEMORANDUM OF UNDERSTANDING

ATTACHMENT A

PLAN 1
$100 Individual/$300 family

$1,000

90% In Network
80% Out-of-Network

$200 deductible for non pre-

certification

Recommended, paid at 100%.
No deductible.

Paid 100%. No deductible.

20% co-payment for all
prescriptions/does not apply to
deductible or out of pocket max.

Paid 100%. No deductible.
Annual exams (physical, pap
smears, mammograms, PSA
tests, blood tests, wellness
counseling). Childhood
Immunization Well Baby

(10 visits to age 2).

Related Lab and X-rays -

for preferred providers only.

Outpatient:

60% of allowable In Network.
50% of UCR Out-of-Network;
52 visits/calendar year.
Inpatient:

Same as other illnesses.

Max 28 days/calendar year.

Inpatient and Outpatient:
$16,000 annual benefit
$50,000 lifetime max

You must complete treatment
before plan will pay.

EAP is a preferred provider.

6 free visits, then 60%

PLANI
$250 individual/$750 family

$2,000

9% In Network
70% Out-of-Network

$200 deductible for non pre-
certification

Recommended, paid at 100%.
No deductible.

Paid 100%. No deductible.

20% co-payment for all
prescriptions/does not apply to
deductible or out of pocket max.

Paid 100%. No deductible.

Annual exams (physical, pap

smears, mammograms, PSA
tests, blood tests, wellness

counseling). Childhood

Immunization Well Baby

(10 visits to age 2).

Related LLab and X-rays -

for preferred providers only.

Outpatient:

60% of allowable In Network.
50% of UCR Out-of-Network;
52 visits/calendar year.
Inpatient:

Same as other illnesses.

Max 28 days/calendar year.

Inpatient and Outpatient:
$16,000 annual benefit
$50,000 lifetime max

You must complete treatment
before plan will pay.

EAP is a preferred provider.

6 free visits, then 60%
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Annual Deductible

Annual Out-of-pocket Maximum
Co-insurance

Hospital Pre—certification
(Required in all plans)
Second Surgical Opinion
Pre-admission Testing
Prescriptions

(Prescription Drug Card
Program)

Wellness Benefits

Nervous/Mental

Drug/Alcohol

Employee Assistance Program

MEMORANDUM OF UNDERSTANDING

PLANII
$400 Individual/$1,200 family
$3,000

90% In Network
70% Out-of-Network

$200 deductible for non pre-

certification

Recommended, paid at 100%.
No deductible

Paid 100%. No deductible

20% co-payment for all
prescriptions/does not apply to
deductible or out of pocket max.

Paid 100%. No deductible.
Annual exams (physical, pap
smears, mammograms, PSA
tests, blood tests, wellness
counseling). Childhood
Immunization Well Baby

(10 visits to age 2).

Related Lab and X-rays -

for preferred providers only.

Outpatient:

60% of allowable In Network.
50% of UCR Out-of-Network;
52 visits/calendar year.
Inpatient:

Same as other illnesses.

Max 28 days/calendar year.

Inpatient and Outpatient:
$16,000 annual benefit
$50,000 lifetime max

You must complete treatment
before plan will pay.

EAP is a preferred provider.

6 free visits, then 60%.

PLANIV
$750 individual/$2,100 family

$5,000
90% In Network
70% Out-of-Network

$200 deductible for non pre-
certification

Recommended, paid at 100%.
No deductible

Paid 100%. No deductible

20% co-payment for all
prescriptions/does not apply to
deductible or out of pocket max.

Paid 100%. No deductible.

Annual exams (physical, pap

smears, mammograms, PSA
tests, blood tests, wellness

counseling). Childhood

Immunization Well Baby

(10 visits to age 2).

Related LLab and X-rays -

for preferred providers only.

Outpatient:

60% of allowable In Network.
50% of UCR Out-of-Network;
52 visits/calendar year.
Inpatient:

Same as other illnesses.

Max 28 days/calendar year.

Inpatient and Outpatient:
$16,000 annual benefit
$50,000 lifetime max

You must complete treatment
before plan will pay.

EAP is a preferred provider.

6 free visits, then 60%.
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DENTAL PI AN

Preventive/Diagnostic
100%, no deductible

Annual Deductible

$25 per person

$75 per family

for services other than
Preventive and certain
Diagnostic & Therapeutic

General Services - 85%
Major Restorative - 50%
Annual Benefit Limit - $1,000 per person

VISION PLAN
Non-Management

Eye Exam
1 every 12 months - $40 maximum

Eyeglass Lenses

2 lenses every 24 months
Single vision $40 maximum
Bi-focal $60 maximum
Tri-focal $60 maximum
Lenticular $160 maximum

Eyeglass Frames
1 set every 24 months - $30 maximum

Contact Lenses

MEMORANDUM OF UNDERSTANDING

$300 if medically necessary - $90 if other
REIMBURSEMENT ACCOUNTS

Dependent Care and
Health Care Accounts
Use tax free dollars to pay for eligible health
and dependent care expenses.
Accounts reduce your taxable income.
Certain rules apply.
Maximum deposit amount

- $5,000 for Health Care Account

- $5,000 or $2,500, if filing separately,

for Dependent Care Account.

LIFE INSURANCE PROGRAMS

Basic Life
$20,000 Non-Management
$50,000 Management

Accidental Death & Dismemberment
$5,000 employee only

Voluntary Term Life

Employee - Can purchase units of $10,000
to the greater of 5 times salary or $50,000.
Guarantee Issue Limit - $50,000

Spouse - Units of $10,000 to $250,000
Dependent Children over age 6 months -
Units of $2,000 to $10,000

Dependent Children between age 14 days
and 6 months - $500

Completely portable.
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SEIU

Premium Schedule
Effective January 1, 2003

PLANI
EMPLOYEE EMPLOYEE & EMPLOYEE & EMPLOYEE,
ONLY SPOUSE CHILDREN SPOUSE & CHILD
EE Cost $63.29 $146.28 $117.21 $197.45
ER Cost $123.79 $268.82 $213.87 $358.17
PLANII
EMPLOYEE EMPLOYEE & EMPLOYEE & EMPLOYEE,
ONLY SPOUSE CHILDREN SPOUSE & CHILD
EE Cost $36.90 $89.61 $71.28 $132.74
ER Cost $123.79 $268.82 $213.87 $358.17
PLANII
EMPLOYEE EMPLOYEE & EMPLOYEE & EMPLOYEE,
ONLY SPOUSE CHILDREN SPOUSE & CHILD
EE Cost $20.30 $53.46 $42.99 $92.09
ER Cost $123.79 $268.82 $213.87 $358.17
PLANIV
EMPLOYEE EMPLOYEE & EMPLOYEE & EMPLOYEE,
ONLY SPOUSE CHILDREN SPOUSE & CHILD
EE Cost $11.53 $35.67 $28.33 $71.34
ER Cost $123.79 $268.82 $213.87 $358.17

The above insurance rates are for a full-time permanent employee (32 to 40 hrs per week).

Permanent employees under 32 hours per week also pay a prorated share of the County cost based on their
percent of hours to full-time equivalent.

1.e.: Permanent 60 hour per pay period employee s premium would be calculated as follows:

60 hours divided by 80 hrs = 75% employee. The County will pay 75% of the County cost, the employee will pay 25%

of the County cost plus the employee share for the plan chosen.
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Plan 1 Employee Only

FEmployee Cost

County Share
Total Premium

66

$63.29

$30.95 (County Cost $123.79 x 25%)

$94.24
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ATTACHMENT B

SEIU (01) GRADE CONVERSION TABLE

No. A B C D E Annual
A Step

SC17 7.00

SC18 8.93 9.38 9.85| 10.34] 10.86| 18574.40

SC19 9.37 984/ 10.33] 1085 11.39] 19,489.60

SC20 9.85 10.34/ 10.86| 1140 11.97| 20,488.00

SC21 10.34) 10.86| 11.40, 1197 1257 21,507.20

SC22 10.86] 11.40] 11.97] 1257 13.20] 22,588.80

SC23 1140, 11.97] 1257 13.20] 13.86] 23,712.00

SC24 11.97] 12.57] 13.20] 13.86] 14.55 24,897.60

SC25 12.57] 1320 13.86] 14.55] 15.28] 26,145.60

SC26 13.19] 13.85 1454 1527 16.03] 27,435.20

SC27 13.85 1454 1527] 16.03] 16.83] 28,808.00

SC28 14.55] 1528 16.04] 16.84] 17.68 30,264.00

SC29 1527 16.03] 16.83] 17.67] 18.55 31,761.60

SC30 16.05] 16.85 17.69] 18.57] 19.50] 33,384.00

SC31 16.84) 1768 18.56] 19.49] 20.46] 35,027.20

SC32 1769 1857 19.50] 2048 21.50] 36,795.20

SC33 18.57] 19.50] 20.48] 21.50] 22.58 38,625.60

SC34 19.50 2048 21.50] 2258 23.71] 40,560.00

SC35 20.48] 21.50] 22.58| 23.71] 2490 42,598.40

SC36 21501 2258 23.71 24901 26.15] 44,720.00

SC37 2258 23.71] 2490 26.15 27.46] 46,966.40

SC38 23701 2489 26.13| 27.44] 28.81] 49,296.00

SC39 2488 26.12] 27.43| 28.80] 30.24] 51,750.40

SC40 26.13] 27.44] 28.81 30.25] 31.76| 54,350.40

SC41 2744 2881 3025 31.76] 33.35 57,075.20

SC42 28.81] 30.25 31.76] 33.35 35.02] 59,924.80

SC43 31.77] 33.36] 35.03] 36.78] 38.62| 6©66,081.60

SC44 33.35] 35.02] 36.77] 3861 40.54] 69,368.00

SC45 35.02] 36.77| 38.61 40.54| 42.57] 72,841.60

SC46 40.54| 42.57] 44.70] 46.94] 49.29] 84,323.20
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ATTACHMENT B

JOB CLASS CLASSIFICATION GRADE EXEMPT
S1000 ACCOUNT CLERK I SC24

S1010 ACCOUNT CLERK I SC26

S1020 ACCOUNT CLERK III SC28

S1500 ACCOUNT CLERK SUPVR SC30 X
09066 ACCOUNT SPECIALIST I SC24

09166 ACCOUNT SPECIALIST II SC26

09265 ACCOUNT SPECIALIST III SC28

095645 ACCOUNT SPECIALIST SUPVSR SC30 X
10026 ACCOUNTANT SC34

10524 ACCOUNTING MANAGER SC36

S1030 ADMIN SECRETARY SC32

01066 ADMINISTRATIVE ASSISTANT SC29

26636 AG/MEASUREMENT STNDS SPEC I SC32

26637 AG/MEASUREMENT STNDS SPEC II SC33

26638 AG/MEASUREMENT STNDS SPEC III SC35

26155 AGRICULTURAL FIELD INSPECTOR SC28

26055 AGRICULTURAL TECH SC28

88526 AIR QUALITY PLANNER SC34

88426 AIR QUALITY SPECIALIST SC34

88836 AIR QUALITY TECH SC24

49516 ALC/DRUG PROGRAM ANALYST SC32

17956 ALC/DRUG TRAINING COORD SC33

49714 ALC/DRUG UTIL REVIEW COORD SC30 X
88126 ANALYTICAL INSTRMT SPEC SC34

27266 ANIMAL CONTROL ASST SC23
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27356 ANIMAL CONTROL OFF IN TRAINING SC23
27346 ANIMAL CONTROL OFFICER SC25
27824 ANIMAL CONTROL SHELTER SUPVR SC29
27086 ANIMAL FACILITY ATTENDANT SC22
12464 ASSESSMENT INFORMATION SPVR SC29
102268 AUDITOR SC36
11126 AUDITOR-APPRAISER SC33
33076 AUTO MECHANIC I SC23
33077 AUTO MECHANIC II SC28
33078 AUTO MECHANIC III SC30
32986 AUTO SERVICES TECH SC23
80656 BOOKMOBILE DRIVER SC26
80556 BOOKMOBILE LIBRARIAN SC30
31774 BRIDGE CREW SUPVR SC31
31576 BRIDGE CREW WORKER SC28
25436 BUILDING INSPECTOR I SC32
25536 BUILDING INSPECTOR II SC34
25935 BUILDING INSPECTOR III SC36
35275 BUILDING MAINT MECHANIC I SC24
35276 BUILDING MAINT MECHANIC IT SC28
35277 BUILDING MAINT MECHANIC IIT SC30
35574 BUILDING MAINT SUPERVISOR SC31
35475 CARPENTER I SC24
35476 CARPENTER IT SC28
35477 CARPENTER 1III SC30
23826 CARTOGRAPHER PLANNER SC34
11913 CHIEF PROPERTY APPRAISER SC35
71444 CHIEF PUBLIC DEF INVESTGTR SC41

MEMORANDUM OF UNDERSTANDING

70 MENDO CO & MCEBU/SEIU 10-01-2001/3-31-2004




S70320 CHILD SUPPORT ATTNY I SC38
S70420 CHILD SUPPORT ATTNY I SC39
S1031 CHILD SUPPORT SPECTALIST I SC26
S1032 CHILD SUPPORT SPECIALIST II SC28
S1037 CHILD SUPPORT SUPERVISOR SC30
81226 CHILDREN OUTREACH LIBRARIAN SC31
48556 CHILDREN SVCS ELIGIBILTY ASST SC26
21725 CIVIL ENGINEER SC38
25733 CODE ENFORCEMENT OFFICER II SC35
25836 CODE ENFORCEMENT OFFICER 1 SC33
07326 COMMUNICATIONS TECHI SC30
07327 COMMUNICATIONS TECHIT SC32
07328 COMMUNICATIONS TECH III SC34
44654 COMMUNITY HLTH SPVSR SC28
44256 COMMUNITY HLTH WORKER TNEE SC19
44356 COMMUNITY HLTH WORKER I SC21
44456 COMMUNITY HLTH WORKER II SC24
75646 COMMUNITY SVS OFFICER SC26
07726 COMPUTER OPS SUPPORT TECH I SC26
07727 COMPUTER OPS SUPPORT TECHII SC27
07728 COMPUTER OPS SUPPORT TECH III SC28
43485 COOK SC21
60226 CORRECTIONS COUNSELOR SC26
33784 CUSTODIAL SUPERVISOR SC24
33686 CUSTODIAN SC21
33586 CUSTODIAN TRAINEE SC19
S1040 DEP PUBLIC GUARDIAN/ADMIN SC38
05446 DEPARTMENT IT COORDINATOR SC34
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05936 DEPARTMENT IT SPECIALIST SC30
05447 DEPARTMENT IT SUPERVISOR SC35
21226 DEPUTY COUNTY SURVEYOR SC35
212268 DEPUTY COUNTY SURVEYOR SC35
70326 DEPUTY DISTRICT ATTNY I SC38
70426 DEPUTY DISTRICT ATTNY II SC39
61026 DEPUTY PROBATION OFFICER I SC29
61126 DEPUTY PROBATION OFFICER II SC31
61225 DEPUTY PROBATION OFFICER 1II SC33
77326 DEPUTY PUBLIC DEFENDER II SC39
77426 DEPUTY PUBLIC DEFENDER I SC38
S1050 ELIGIBILITY SUPVR SC32
S1070 ELIGIBILITY WORKER II SC27
S1080 ELIGIBILITY WORKER I SC26
S1160 ELIGIBILITY WORKER IIT SC29
49410 EMERGENCY MEDICAL SVC COORD SC30
50326 EMPLOYEE ASST PRGRM COUNSELOR SC34
S1090 EMPLOYMENT & TRAINING SPVR SC33
S1100 EMPLOYMENT & TRNG WKR 1 SC29
S1110 EMPLOYMENT & TRNG WKR I SC30
S1120 EMPLOYMENT & TRNG WKR III SC32
21705 ENGINEER I SC33
21715 ENGINEER I SC35
20536 ENGINEERING TECHI SC29
20636 ENGINEERING TECH 1T SC31
45336 ENVIRONMENTAL HLTH SPECI SC32
45436 ENVIRONMENTAL HLTH SPEC II SC34
45236 ENVIRONMENTAL HLTH TECH SC26

MEMORANDUM OF UNDERSTANDING 72  MENDO CO & MCEBU/SEIU 10-01-2001/3-31-2004



30386 EQUIPMENT OPERATOR SC26
32514 EQUIPMENT SUPERINTENDENT SC34
78156 FAMILY SUPPORT OFFICER I SC26
78256 FAMILY SUPPORT OFFICER II SC28
78434 FAMILY SUPPORT SUPVR SC30
43386 FOOD SVS WORKER SC20
47325 FORENSIC MENTAL HLTH CLINICIAN SC37
06924 G.IS. COORDINATOR SC38
09926 GRANTS ANALYST SC29
34085 GROUNDS MAINTENANCE TECH I SC21
34086 GROUNDS MAINTENANCE TECH I SC24
34087 GROUNDS MAINTENANCE TECH III SC26
43884 HEAD COOK SC26
32276 HEAVY EQUIPMENT MECHANIC SC29
32086 HEAVY EQUIPMENT SVS TECH SC23
15166 HUMAN RESOURCE ASST SC23
50156 HUMAN SVS WORKER SC26
S1575 INFORMATION SYS ADMINISTRATOR SC37
S1573 INFORMATION SYS ANALYST SC32
S1122 INFORMATION SYSTEM TECH II SC34
S1123 INFORMATION SYSTEM TECH III SC35
S1124 INFORMATION SYSTEMS COORD II SC34
S1125 INFORMATION SYSTEMS SUPERVISOR SC35
S1570 INFORMATION SYSTEMS TECH SC31
74454 INMATE SCS COORDINATOR SC32
50924 INTERVENTION SPECIALIST SC32
06824 IS SECURITY ADMINISTRATOR SC40
60324 JUVENILE HALL SUPVR SC31
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60425 JUVENILE WORK PRGM COORD SC30
02856 LEGAL ASSISTANT SC30
S1140 LEGAL CLERK SC26
S1141 LEGAL CLERK I SC23
S1142 LEGAL CLERK II SC25
S1143 LEGAL CLERK I SC28
02566 LEGAL PROCESS TECH SC25
02666 LEGAL TECHI SC23
02766 LEGAL TECHII SC25
02965 LEGAL TECHII SC28
03154 LEGAL TECH SUPVR SC30
81024 LIBRARIANTI SC31
81123 LIBRARIANII SC32
80366 LIBRARY ASSISTANT SC21
80856 LIBRARY TECH SC23
40336 LICENSED VOCATIONAL NURSE SC26
07526 MAIL TECHI SC21
07527 MAIL TECHII SC22
48926 MANAGED CARE ADMINISTRATOR SC36
13336 MAPPING COORDINATOR SC26
50526 MENTAL HLTH CLINIC SVS ASSOC SC30
47126 MENTAL HLTH CLINICIAN I SC34
47226 MENTAL HLTH CLINICIAN II SC36
47736 MENTAL HLTH TECH SC27
47634 MENTAL HLTH TECH SUPRV SC28
S1150 MICRO-COMPUTER SUPPORT TECH SC30
04734 MICROGRAPHIC SUPVR SC26
41526 MID-LEVEL PRACTITIONER SC38
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82025 MUSEUM CURATOR SC30
07226 NETWORK SYSTEMS ANALYST I SC36
07227 NETWORK SYSTEMS ANALYST I SC37
S1180 NURSE CASE ASST SC29
S1170 NURSE CASE MANAGER SC33
S1185 NURSE CASE MGR SPVRS SC38
40424 NUTRITIONIST SC35
47124 OCCUPATIONAL THERAPIST SC37
01166 OIFFICE ADMINISTRATOR SC30
00566 OFTICE ASSISTANT SC20
S1210 OFFICE ASST I SC20
S1220 OFFICE ASST I SC23
S1230 OIFFICE ASST III SC25
S1190 OFFICE ASST SUPVR I SC29
S1200 OFFICE ASST SUPVR II SC30
00565 OIFFICE ASST TRAINEE SC18
012645 OIFICE MANAGER SC32
S01264 OFFICE MGR-CHILD SUPPORT SVCS SC32
45126 OPERATIONS SPECIALIST SC34
35076 PAINTER I SC23
35077 PAINTER 1T SC27
35078 PAINTER III SC29
08466 PARTS SPECIALIST SC22
47855 PATIENTS RIGHTS ADVOCATE SC31
07426 PERSONAL COMPUTER TECH I SC31
07427 PERSONAL COMPUTER TECHII SC33
07428 PERSONAL COMPUTER TECH IIT SC35
47024 PHYSICAL THERAPIST SC37
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47022 PHYSICAL THERAPIST ASSISTANT SC33
23626 PLANNER I SC32
23726 PLANNER II SC34
24126 PLANNER III SC36
23036 PLANNING TECHI SC28
23236 PLANNING TECHII SC30
25236 PLANS EXAMINER SC35
50825 PREVENTION SVS COORDINATOR SC34
07876 PRINTER I SC23
07877 PRINTER II SC27
07878 PRINTER III SC29
61456 PROBATION ASSISTANT SC28
09666 PROBATION RECOVERY SPEC SC30
S1425 PROGRAM ADMINISTRATOR SC36
S1582 PROGRAM SPECTALIST I SC31
S1583 PROGRAM SPECTALIST II SC32
13966 PROPERTY TAX TECHNICIAN SC28
40626 PSYCHIATRIC NURSE SC34
40786 PSYCHIATRIC NURSE ASST SC24
40814 PSYCHIATRIC NURSE SUPVR SC38
71646 PUBLIC DEFENDER INVESTIG SC35
49816 PUBLIC HEALTH DATA ANALYST SC32
44026 PUBLIC HEALTH EDUCATOR SC29
42556 PUBLIC HEALTHLAB ASSISTANT SC23
42436 PUBLIC HEALTH LAB TECHNICIAN SC26
45836 PUBLIC HEALTH MICROBIOLOGIST SC34
48126 PUBLIC HEALTH NURSE I SC33
48225 PUBLIC HEALTH NURSE II SC34
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48324 PUBLIC HEALTH NURSE 1II SC36
48636 PUBLIC HEALTH PROGRAM TECH SC23
48636 PUBLIC HEALTH PROGRAM TECH SC25
11536 REAL PROPERTY APPRAISER I SC29
11636 REAL PROPERTY APPRAISER I SC31
11736 REAL PROPERTY APPRAISER III SC33
12336 REAL PROPERTY APPRAISER AIDE SC26
36086 REFUSE SITE ATTENDANT SC21
41126 REGISTERED NURSE SC33
27900 REGISTERED VETERINARY TECH SC26
19926 RETIREMENT SPECIALIST I SC29
19936 RETIREMENT SPECIALIST TRAINEE SC26
17710 RETURN TO WORK COORDINATOR SC32
21036 RIGHT OF WAY/ENV AGENT SC34
30874 ROAD CREW SUPERVISOR SC31
30186 ROAD CREW WORKER SC24
31114 ROAD SUPERINTENDENT ASST SC36
12635 RURAL/TIMBER APPRAISER SC31
17326 SAFETY COORDINATOR SC31
16626 SAFETY OFFICER SC32
S1270 SCREENER SC26
S1280 SECRETARY SC30
74036 SHERIFT'S SERVICES TECH SC25
S1290 SOCIAL WORKER ASST II SC29
S1300 SOCIAL WORKER ASST I SC28
S1330 SOCIAL WORKER I SC30
S1340 SOCIAL WORKER II SC32
S1350 SOCIAL WORKER III SC33

MEMORANDUM OF UNDERSTANDING 77 MENDO CO & MCEBU/SEIU 10-01-2001/3-31-2004



S13501 SOCIAL WORKER HI-DIF SC34
S1360 SOCIAL WORKER IV SC34
S1380 SOCIAL WORKER SUPVR II SC38
S1370 SOCIAL WORKER SUPVSR 1 SC36
S13701 SOCIAL WORKER SUPVSR I-DIF SC37
S1390 SOCIAL WORKER V SC35
37026 SOLID WASTE ANALYST SC29
35986 SOLID WASTE MAINT WORKER SC23
36786 SOLID WASTE SITE OPRTR SC26
36234 SOLID WASTE SUPVR SC34 X
27840 SPAY & NEUTER/ADOPTION COORD SC27
26056 SR AGRICULTURE TECH SC30
88326 SR AIR QUALITY SPECIALIST SC36
S1485 SR ANALYST SC33 X
27145 SR ANIMAL CONTROL OFFICER SC27
11224 SR AUDITOR-APPRAISER SC34
25134 SR BUILDING INSPECTOR SC37
21823 SR CIVIL ENGINEER SC39
44556 SR COMMUNITY HLTH WORKER SC26
20835 SR ENGINEERING TECH SC33
45635 SR ENVIRONMENTAL HLTH SPEC SC35
30675 SR EQUIPMENT OPERATOR SC28
32374 SR HEAVY EQUIPIMENT MECHANIC SC31 X
S1416 SR INFORMATION ANALYST SC35 X
80954 SR LIBRARIAN SC35 X
51724 SR MENTAL HLTH CLIN SVS ASSOC SC33 X
46825 SR MENTAL HLTH CLINICIAN SC37 X
S1400 SR NURSE CASE MANAGER SC35 X
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24014 SR PLANNER SC38
49924 SR PREVENTION SVCS COORD SC36
S1586 SR PROGRAM SPECIALIST SC35
49817 SR PUBLIC HEALTH ANALYST SC35
45935 SR PUBLIC HLTH MICROBIOLOGIST SC36
11824 SR REAL PROPERTY APPRAISER SC34
31074 SR ROAD CREW SUPERVISOR SC35
36585 SR SOLID WASTE SITE OPRTR SC28
S1417 SR STAFF SVS ANALYST SC35
51625 SR SUBSTANCE ABUSE COUNSELOR SC28
50725 SR SUBSTANCE ABUSE THERAPIST SC34
00666 STAFTF ASSISTANT I SC22
00766 STAFT ASSISTANT II SC24
00866 STAFT ASSISTANT III SC26
00966 STAFT ASSISTANT IV SC28
S1420 STAFF SVCS ADMINISTRATOR SC36
S1480 STAFF SVCS SPECIAIST SC35
S1435 STAFF SVS ANALYSTII SC32
S1430 STAFF SVS ANSLYST I SC31
08566 STORES COORDINATOR SC23
00496 STUDENT TRAINEE SC17
50426 SUBSTANCE ABUSE COUNSELOR SC26
50626 SUBSTANCE ABUSE THERAPIST SC32
S1490 SUPER VISING CLERK SC29
47224 SUPERVISING THERAPIST SC38
50835 SUPVSG HEALTH PROGRAM COORD SC36
S1510 SUPVSG WELFARE INVEST SC41
07026 SYSTEMS ANALYST-PROGR I SC34
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07027 SYSTEMS ANALYST-PROGR II SC36 X
21324 TRAFFIC ENGINEER SC32 X
50914 TREATMENT PROGRAM SPVSR SC36 X
51520 VETERANS SVS OFFICER SC36 X
51530 VETERANS SVS REPRESENTATIVE SC29
79256 VICTIM/WITNESS ADVOCATE SC29
S1540 VOCATIONAL ASSISTANT SC22
48736 VOCATIONAL SVS SPECLALIST SC33
S1550 WELFARE INVESTIGATOR I SC34
S1560 WELFARE INVESTIGATOR I SC35
61626 WORK RELEASE PRGM MANAGER SC30
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MENDOCINO COUNTY GRIEVANCE FORM

Name Job Classification

Department/Division

Employee Organization (if applicable)

STEP I

AN INFORMAL DISCUSSION WITH YOUR IMMEDIATE SUPERVISOR.

Before completing the remainder of this form, an informal discussion with your immediate supervisor

must take place within ten working days from the date causing the grievance.

Supervisor's name; Title:

The Supervisor has three days to resolve the grievance.

Date discussion held; Date of Supervisor's response:

STEP 11

IF THE GRIEVANCE WAS NOT RESOLVED AT STEP I, STATE IT IN WRITING AT
THIS STEP AND SUBMIT THIS FORM TO NEXT LEVEL SUPERVISOR WITHIN FIVE
(5) WORKING DAYS OF YOUR IMMEDIATE SUPERVISOR'S RESPONSE IN STEP 1.

At step 11, provide one copy of this form to County Personnel and one copy to the Union.

Describe grievance:

Date of incident(s): Specific regulation, rule, policy, or MOU provision violated:




Requested

solution (be specific):

Employee's

signature; Date: The

supervisor shall respond within five working days from the time the written grievance was received.

Supervisor's Decision:

Supervisor's signature; Date

Step 111

IF THE GRIEVANCE WAS NOT RESOLVED AT STEP II, SUBMIT TO THE
DEPARTMENT HEAD WITHIN FIVE WORKING DAYS OF THE SUPERVISOR'S
DECISION.

Within five (5) working days after receiving the completed grievance form, the department head, or their
representative, shall meet with the employee and shall discuss the grievance. The department head shall

give their decision within seven (7) working days after the discussion and send a copy of the decision to

Personnel and the Union.

Date submitted to head; Employee signature:

Department Head's response:

The Department Head has seven working days to respond.



Department Head's signature; Date:

Should the employee remain aggrieved, the decision of the Department Head may be appealed to the
Grievance Appeals Committee (Step Four). Such appeal must be made within seven (7) working days
of receipt of the written decision of the department head.

STEP IV

THE REQUEST SHALL BE FILED WITH THE PERSONNEL DIRECTOR. UPON
RECEIPT OF THE WRITTEN REQUEST, THE PERSONNEL DIRECTOR SHALL
SCHEDULE A HEARING TO BE HELD WITHIN TEN (10) WORKING DAYS.

Additional Comments:

The County Grievance Committee shall, render a decision in writing within ten working days

after the date of the hearing. Such decision shall be final and binding.

County Grievance Committee Hearing Date:

Committee's response:

Grievance Committee Chair Signature:

Date:

THE DECISION OF THE COUNTY GRIEVANCE COMMITTEE IS THE FINAL STEP OF
THIS GRIEVANCE PROCEDURE.

(Add additional pages if more are needed for any of the above appeals or responses.)
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