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County Counterproposal to Union Proposal

8.4 Class A 6PC€lassB California Driver’s License

A Employees in the following classification are required to have a Class A California
Driver’s License with an X endorsement. However, subject to any applicable Civil Service
rules or regulations, the County will eliminate the Hazardous Waste endorsement
requirement (currently part of the X endorsement requirement) for the below-listed
classifications; provided that if the County determines that a need exists for a larger
number of employees to obtain the Hazardous Waste endorsement than do so
voluntarily, the County may reinstate the Hazardous Waste endorsement requirement.
Before reinstating the Hazardous Waste endorsement, the County will meet with the
Union at least twenty-one (21) days prior and will make every effort to resolve any
hardships that reinstatement might present for the impacted classifications. After such
meeting, the County may reinstate the Hazardous Waste endorsement. For employees
in the listed classifications who elect to obtain the Hazardous Waste endorsement
voluntarily, subsections C and D below will continue to apply. All other components of
the X endorsement will continue to be required.

1. Public Works Maintenance Worker
2. Senior Public Works maintenance Worker
B. Public Works Trainees shall be required to obtain a Slass-B-Driver’sLicense

within-three{3}-menths-efappeintment and a Class A Drivers license with and X

endorsement within six (6) months of appointment before promotion to Public
Works Maintenance Worker; provided that the terms of subsection 2 above
concerning the elimination, subsequent voluntary acquisition, and possible
reinstatement of the Hazardous waste endorsement will also apply to the Public
Works Trainee classification.

C Solano County will reimburse all cost of testing, examining obtaining physical
examinations and licensing for all employees who are required to have a Class A
Driver’s LicenseerB-license-with and X endorsement, including federal fees
payable for a Hazardous Materials (HazMat) endorsement. Physical



For the County:

examination cost must be comparable to the actual cost for similar testing and
examination done by the County’s Clinic. It will be by mutual agreement of the
parties whether the employee shall receive a physical from the county or their
own personal physician. However, the County may direct employees to use
county facilities if it is the lowest cost alternative and the employee is unwilling
to pay the difference in cost.

The County will provide up to thirty-two (32) hours on-the-job training to
prepare employees to obtain their Class A i nd/or X endorsement.
Such training will be provided on County time c}n_a_rﬁr#?vidual, as needed basis
by County staff. The length of training will be by mutual agreement of the

employee and supervisor, not to exceed (32) total training hours.

Current employees will be permitted to take physical exams, practice and take
licensing test for their class A eFR Iicense% and X endorsements during working
hours at their regular rate of pay.

The County will provide visible identification on all vehicles, which require other
than a Class C license to operate, indicating what type of license and
endorsement is required to operate the vehicle.

For the Union:

Mark Love

Chief Spokesperson

Charlie Solt

Chief Spokesperson
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County Counterproposal to Union Proposal #

14. HOLIDAYS

A.  Eligibility

1.

Only permanent, probationary and limited-term employees shall be
eligible for paid holidays.

An employee must work or be paid for all or part of both the employee's

regularly scheduled work day before and after a holiday to be eligible for

that holiday.

An employee who is terminating his/her employment for reasons other

than paid County retirement may not use annual leave, sick leave or comp
time on the day after a holiday if his/her last actual working day falls
before the holiday. A holiday or floating holiday shall not be used as the
date of termination (e.g., January 1st) in order to be paid for that day.

A part-time employee shall receive those paid holidays on the same basis

as his/her basic workweek relates to forty (40) hours, regardless of work

schedule.

Fixed Paid Holidays

January 1st

Third Monday in January
February 12th

Third Monday in February
Last Monday in May

July 4th

First Monday in September
Second Monday in October
November 11th
Thanksgiving Day

Day after Thanksgiving Day
December 25th

New Year’s day

Martin Luther King’s Birthday
Lincoln’s Birthday
Washington’s Birthday
Memorial Day

Independence Day

Labor Day

Columbus Day

Veterans’ Day

Traditional, as designated by the President
Day After Thanksgiving
Christmas Day



When a paid holiday falls on a Saturday, the preceding Friday is a paid holiday. When a
paid holiday falls on a Sunday, the Monday following is a paid holiday.

Effective January 1, 2020 the fixed paid holidays in 14.C.1 shall be amended by adding:

December 24th Christmas Eve Day (beginning at 1:00 p.m.)

December 31st New Year’s Eve Day (beginning at 1:00 p.m.)

In accordance with County Code Section 2-01, the County’s normal business hours are

8:00 a.m. to 5:00 p.m. As the normal workday is eight (8) hours and a normal meal
period is one (1) hour, the County’s anticipated meal period is from 12:00 p.m. to 1:00
p.m. which is unpaid. On these dates, employees who are scheduled to work, shall
receive and shall use 4 hours of holiday pay, and shall work the balance of their regularly
scheduled work shift.

Other Paid Holidays

1.
Two (2) paid floating holidays in each calendar year. The timing of the
employee’s use of the floating holiday shall be subject to advanced approval of
the Department Head or his/her designee. The holiday maybe taken at any time
during the calendar year, but must be taken within the calendar year.

2. Special or limited holidays appointed by the President or Governor.

3. Such other days in lieu of holidays as the Board of Supervisors may determine.

Holiday Compensation

1. Any employee who is required to work on a fixed paid holiday, which is
part of his/her regular workweek shall be entitled to holiday compensatory
time off for the time actually worked. A full-time employee whose
regularly scheduled day off, falls on a paid holiday, shall be entitled to
eight (8) hours of holiday compensatory time._A full-time employee




For the County:

whose regularly scheduled day off falls on a partial paid holiday shall be
entitled to four (4) hours of holiday compensatory time off. Departments
shall make every effort to schedule the time off within the fiscal year it
was accrued.

Holiday CTO shall be transferred to an employee's regular overtime CTO
balance in lieu of pay provided the combined CTO and holiday overtime
does not exceed eighty (80) hours as provided in Section 20.2(C)(6) of
this Memorandum of Understanding.

Holiday CTO time taken shall be counted as time worked for purposes of
overtime computation.

For the Union:

Mark Love

Chief Negotiator

Charlie Solt

Chief Negotiator
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COUNTY PROPOSAL Union Security and Rights

DATE & TIME 7/5D ‘)q

Amendment to the Memorandum of Understanding
Between
The County of Solano and
Skilled Craft and Service Maintenance Stationary Engineers, Local 39

3. UNION SECURITY AND RIGHTS

3.13  Union Dues £ServiceFees

%%hmeeﬁﬁd—m&unﬁmd#em%—@he—m&éﬁ%eﬁﬁewlweu—wew The Qartle

to this Memorandum of Understanding mutually understand and agree all employees
subject to this agreement have the right to join or not join the Union.




full-pay-peried- Any Unit employee who has a dues deduction authorization on file with
the Auditor-Controller’s Office as of June 27, 2018 shall be deemed to have signed up
for union deductions.

Employees may sign up for Payroll Deductions of Union dues with the Union. The Union

will certify, in a letter to the County Auditor-Controller’s Office — Payroll Bureau, new
members of the Union. If employees opt for such deduction, it is understood that the
dues will be deducted starting from the first day of the pay period following receipt of
the certification and shall continue for the duration of this agreement, or until

1. the last day of the last pay period following the transfer, promotion, or

demotion of the employee to a unit represented by another recognized employee
organization or to a class not contained in a represented unit: or,
2. until the end of the pay period following notification from the Union to the

County to cease deducting Union dues, or a later date as specified by the
Union (to coincide with the end of the pay period).

It shall be the sole responsibility of the Union to procure payroll deductions of dues.

EE.

The employee's earnings must be sufficient after the other legal and required
deductions are made to cover the amount of the dues or fees authorized. When an
employee is in a non-pay status for an entire pay period, no withholding will be made to
cover the pay period from future earnings. In the case of an employee who is in a non-
pay status during only part of the pay period, and the salary is not sufficient to cover the
full withholding, no deduction shall be made. In this connection, all other legal and
required deductions (including health care deductions) have priority over union dues

d i cHo S S

enby-Payroll Deductions shall not be retroactive.

The County will not deduct any Union fines or penalties from the pay of an employee.




3.52

Payroll Deductions and Pay Over

The County shall deduct Union dues erservice—fees—and premiums for approved insurance
programs from employee's pay in conformity with State and County regulations. The County
shall promptly pay over to the desngnated payee all sums so deducted Ihe—@eent—y—shau—anse

The County will provide a list of employees newly hlred into regular posmons to the Unlon on at
least a monthly baS|s

3.63 Hold Harmless
The Union shall indemnify, defend, and hold harmless the County, its officers, employees, and
agents acting on its behalf from and against any and all losses, damages, costs, expenses, claims,
demands, actions, suits, judgments and other forms of liability arising out of the application or
enforcement of this Section. In no event shall the County be required to pay from its own funds
Union dues, service fees or charitable contributions, which the employee was obligated to pay,
but failed to pay, regardless of the reasons.

374 _ Waiver of Election for Newly-Represented Employees and New Representation Units
The accretion of classifications and/or employees to representation units set forth in this
Memorandum of Understanding shall not require an election for the application of this Ageney
Shep-provision to such classifications and/or employees. The recognition of newly-established
bargaining units and the inclusion of same within this Memorandum of Understanding shall also
not require an election for the application of this Agerey-Shepprovision to such units.

County: Union:

Mark Love, Chief Spokesperson Charlie Solt, Chief Spokesperson

Date: Date:




Bla s

The Board of Supervisors authorizes the County Administrator to determine which positions
within these 24 hour facilities/units cannot be subject to furlough leave due to the need to
provide services that are necessary to the protection of public health, safety and welfare.

Unit #10 MOU
10/24/2017-10/23/2019

17.4 _Paid if Required to Work
Employees who are subject to this provision but are required to work on days County
facilities/operations are closed pursuant to this provision shall be paid for such work time at
their normal hourly rate unless they are entitled to overtime pay. Their deferred time shall
be taken on another day as determined by the appointing authority.

17.5 _Furlough Day on Scheduled Day Off
Employees whose normal day off falls on a furlough day will not be paid for that day. Their
deferred time shall be taken on another day as determined by the appointing authority.

17.6  Impact of Furlough on Benefits
There will be no reductions in County contributions to employee group insurance nor leave
accruals during pay periods of facility/operations closure. Income tax and social security
will be based on actual pay.

17.7 _Impact of Furlough on Holidays
If a day of facilities/operations closure is on a Friday preceding a Saturday holiday,
employees will receive up to eight (8) holiday CTO hours which may be taken on another
day. A

17.8  Treatment of Deferred Hours at the End of the Fiscal year
Employees who have an accrued balance of deferred hours at the end of the fiscal year may
take such time during the next fiscal year.

17.9 Terminating Employees
Employees who terminate employment will be paid for any accrued deferred hours at their
normal rate of pay.

17.10 Effects of Furlough
Effects of this provision on pay, benefits integration, modified workweeks, time bases and
other terms and conditions of employment are described on Appendix “E” for described
situations. Appendix “E” is incorporated herein as an expressed term of this article.

18.  DISCIPLINARY ACTION

57
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18.1  Discipline Defined

Discipline means dismissal, demotion, suspension, reduction of salary within range, or a

formal written reprimand which is filed in the employee’s personnel history file in the Human

Resources Department.

18.2 Disciplinary Action Procedure

The appointing authority proposing that disciplinary action be taken, shall provide the

employee with written notice of the proposed action which must include:

A. A description of the proposed action to be taken;

B. The effective date or dates of the proposed action which must be at least ten (10)
calendar days after notice is received by the employee;

C. A clear and concise statement of the reasons for the proposed action;

D. A statement that a copy of the materials upon which the action is based are either
attached or available for inspection by the employee or the employee’s
representative; and,

E. A statement advising the employee of the right to respond to the charges within ten
(10) calendar days either verbally or in writing to the appointing authority proposing
the action prior to its effective date. Failure of the employee to respond will constitute
a waiver of the right to respond.

If the employee elects to respond in person, a meeting shall be scheduled with the
department head or his or her designee. The employee shall be given the opportunity
to respond to the proposed action. The employee shall be entitled to be represented
by the person of his or her choosing at the meeting.
The appointing authority may amend, modify or revoke any or all of the charges or
proposed disciplinary action.

18.3 Disciplinary Action Appeal Process — Appeal to the Civil Service Commission

An employee may either appeal such dismissal, suspension, demotion or reduction of salary
to the Civil Service Commission or file an appeal as defined below. Appeal to the Civil
Service Commission, must be filed in writing within ten (10) calendar days of the decision
of the appointing authority. An employee may not both appeal to the Civil Service
Commission and file an appeal under this Disciplinary Action Appeal Process.

18.4 Disciplinary Action Appeal Process —Not to the Civil Service Commission

A. Appeal to the Director of Human Resources

58
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Disciplinary actions may be appealed by the employee or his or her union
representative to the Director of Human Resources within fifteen (15) calendar days
of the date the Notice of Discipline is provided to the employee. The Director of
Human Resources shall have twenty-one (21) calendar days to investigate the issues,
meet with the employee who has appealed and attempt to reach a satisfactory
resolution. No disciplinary action appeal may be processed under additional

disciplinary action appeal steps which has not first been filed and investigated in
accordance with this step.

B. Appeal to an Adjustment-Beard M? q.:‘-;aV\ " C
Disciplinary actions which have been investigateﬂlt the Director of Human

Resources may be appealed to an-Adjustment-Board within twenty-one (21) calendar
days of the date the Director of Human Resources’ decision is provided to the

ill be convened within ninety (90) calendar days

o oclvu,u, one \L> TT""QH

\ \
wleod [ el AN\
The mediator shall be selected by mutual agreement from the State Conciliation
Service.

L.

Fhe-recommendation of the Adjustment Board.shall be advisory onlz.

Tl I (g R % [ R : . l
the-Adjustment-Beard-shell-notissue any public statement of fact-or-opinion-on-the,

Ime Adjuotulvu‘i Board™s [Cbuuuuuuduﬂuu shallneither be made-pu-b-he-ner——be-
introduced i T disciphmary-aetien-step-by.cither party.
t
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I-ﬁ-ne—%eeem-mendatmn—m—yss.ued.m fhP Union-deesnotagree with the recommendatien....,,
er y—advance—thre—appeal-to_arbitrati ]

18.5 Appeal to Arbitration

\Mﬂ The Union may require that the appeal be referred to an impartial arbitrator who shall be
_;(, \qu’/ designated by mutual agreement between the Union and the Director of Human Resources
M Q\, or his/her designee.

% &

! ww In the event the parties are unable to agree on an arbitrator, the parties shall solicit from the
\® State of California Mediation/Conciliation Service a list of seven (7) arbitrators.

After the receipt of the list, the parties shall alternatively strike arbitrator’s names from the
list until one (1) arbitrator’s name remains.

The fees and expenses of the arbitrator and of a Court Reporter shall be shared equally by

59
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the Union and the County. Each party, however, shall bear the cost of its own presentation,
including preparation and post hearing briefs, if any. The request for arbitration must be
made in writing within twenty-one (21) calendar days following the-reeemmendation-of-the.
Adjustrrent-Board. raclsa i aia

Disciplinary Action Appeal Timelines

18.7

Failure of the employee or the employee’s representative to adhere to the timelines contained
in this article shall be considered an abandonment of his/her appeal. Failure of the County
to adhere to the timelines contained in this article shall allow the employee, or the employee’s
representative, to pursue his/her grievance to the next higher step.

Scope of Disciplinary Action-Appeal-Adjustment-Beard and Arbitration Decisions

19.

19.1

A. Decisions of arbitrators on matters properly before them shall be final and binding on
the parties hereto.

B. Ne-adjustment-board-and-no arbitrator shall hear, make recommendations on or
decide any disciplinary appeal unless it falls within the scope of discipline that is
subject to appeal as set forth in section 18.3, Disciplinary Action Appeal Process,
of this Memorandum of Understanding.

C. No proposal to add to, modify, amend or terminate this Memorandum of
Understanding may be referred to or be a subject of .an-adjustment-board or
arbitration. No -adjustment~board-ex arbitrator shall have the power to amend or
modify this Memorandum of Understanding or written agreements or addenda or to
establish any new terms or conditions of employment.

D. If the Director of Human Resources or his/her designee at the Director’s appellate
level, or the parties at any step of the appeal process, resolve a grievance which
involves suspension or discharge, they may agree to payment for lost time or to
reinstatement with or without payment for lost time.

GRIEVANCES

Grievance Definition

A grievance is any dispute which involves the interpretation or application of any provision
of this Memorandum of Understanding excluding, however, those provisions of this
Memorandum of Understanding which specifically provide that the decision of any County
official shall be final, the interpretation or application of those provisions not being subject
to the grievance procedure.

Grievances must be filed within ten (10) calendar days of the grievable incident or occurrence.

19.2 Grievance Purpose
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The purposes of this procedure are:
A. To resolve disputes informally at the lowest possible levels;

B. To provide an orderly and prompt procedure for resolving disputes which arise
regarding the interpretation of the Memorandum of Understanding;

C. To encourage communication between employees, the union, and County
representatives; h
D. To determine and correct, if possible, the causes of grievance disputes.

Grievance Steps

Step 1. Informal Discussion

Any employee who believes that he/she has a grievance shall discuss his/her complaint with
his/her immediate supervisor in an effort to resolve the grievance informally. The immediate
supervisor shall have ten (10) calendar days from the date of the informal discussion to
verbally respond to the employee.

Step 2. Department Head and/or the Designated Representative

The employee has ten (10) calendar days from the management official's verbal response if
it does not resolve the grievance, or ten (10) calendar days from the date of the informal
discussion with the management official, whichever comes later, to file the grievance in
writing with the department head or his/her designee. The department head or his/her
designated representative will meet with the grievant and his/her Union representative and
shall provide a written response to the grievance within twenty-one (21) calendar days of
having received it.

If the grievance is not resolved within the department, the employee or the union shall have
the right to appeal the grievance to the Human Resources Director, in writing, within fifteen
(15) calendar days of the response made at Step 2. Not-withstanding this procedure, all
complaints involving or concerning the payment of compensation shall be in writing to the
Director of Human Resources or his/her designee with a copy to the department head. A
grievance shall be initiated in writing on the Solano County Grievance Form.

Step 3. Director of Human Resources

Any employee or any official of the Union may notify the Human Resources Director in
writing that a grievance exists, stating the particulars of the grievance and, if possible, the
nature of the determination desired. The Human Resources Director shall have twenty-one
(21) calendar days in which to investigate the issues, meet with the complainant and attempt
to reach a satisfactory resolution of the problem. No grievance may be processed under Step
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4 or 5 below which has not first been filed and investigated in accordance with Step 3. A
grievance shall be initiated in writing on the Solano County Grievance Form.

Step 4. Adjustmient Board Mwé;&»ﬁ”“"’\

If the parties are unable to reach a mutually satisfactory accord on any grievance, which
arises and is presented during the term of this Memorandum of Understanding, the moving
party shall have twenty-one (21) calendar days to request in writing that the grievant be

scheduled for amAdj rd-—

{ A ‘i c“'*“l‘hM
Them =Board will be convened within ninety (90) calendar days of receipt of the
timely request _for?an—A The-Adjustment-Board-shall be_comprised of a
mediator-from—the—State muen.Ser.vwe,-«one—(.l )-Union-representative—amdone—(1)
representative-of-the-County—

The mediator shall be selected by mutual agreement from the State Conciliation Service.
Therecommendation-of-the-Adjustment -Board shall-be-advisory-only-

~Fhe-Adjustment-Board-shall-net-issue-any-publie-statement-of fact-or.opinien-en-the-matter

The-Adjustrirent-Board s recommendation-shall-neither-be-madepublie-nor-be-introduced.,
into-any-ether gricvance fevet-by-the-other party.

. ] ” astrdaei h 1l lati  the.
AMM&M&WWWMMMMMMM
bitrati

Step 5. Arbitration

If the grievance is not resolved at Step 4, the Union may require that the grievance be referred
to an impartial arbitrator who shall be designated by mutual agreement between the Union
and the Director of Human Resources.

In the event the parties are unable to agree on an arbitrator, the parties shall solicit from the
State of California Mediation/Conciliation Service a list of seven (7) arbitrators.

After the receipt of the list, the parties shall alternatively strike arbitrator’s names from the
list until one (1) arbitrator’s name remains.

The fees and expenses of the arbitrator and of a Court Reporter shall be shared equally by
the Union and the County. Each party, however, shall bear the cost of its own presentation,
including preparation and post hearing briefs, if any. The request for arbitration shall be
made in writing within twenty-one (21) calendar days following the recommendation-of-the

K- Adjustment-Board. Oova\e;\\m of, e di achion
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Grievance Timelines

19.5

Failure of the grievant to adhere to the timelines contained in this article shall be considered
an abandonment of his/her grievance. Failure of the County to adhere to the timelines
contained in this article shall allow the grievant to pursue his/her grievance to the next higher
step.

Scope of Grievance Decisions

19.6

A. Decisions of arbitrators on matters properly before them shall be final and binding on
the parties hereto.

B. No arbitrator shall entertain, hear, decide or make recommendations on any dispute
unless such dispute involves a position in a unit represented by the Union which has
been certified as the recognized employee organization for such unit unless such
dispute falls within the definition of a grievance

C. Proposals to add to or change this Memorandum of Understanding or written
agreements or addenda supplementary hereto shall not be arbitrable and no proposal
to modify, amend, or terminate this Memorandum of Understanding, nor any matter
or subject arising out of or in connection with such proposal, may be referred to
arbitration under this Section. No arbitrator shall have the power to amend or modify
this Memorandum of Understanding or written agreements or addenda
supplementary hereto or to establish any new terms or conditions of employment.

Compensation Complaints

19.7

All complaints involving or concerning the payment of compensation shall be initially filed
in writing with the Human Resources Director. Only complaints which allege that employees
are not being compensated in accordance with the provisions of this Memorandum of
Understanding shall be considered as grievances. Any other matters of compensation are to
be resolved in the meeting and conferring process and if not detailed in the Memorandum of
Understanding which results from such meeting and conferring process shall be deemed
withdrawn until the meeting and conferring process is next opened for such discussion. No
adjustment shall be retroactive for more than sixty (60) days from the date upon which the
complaint was filed.

No change in this Memorandum of Understanding or interpretations thereof (except

interpretations resulting from Adjustment Beard-er arbitration proceedings hereunder) will
be recognized unless agreed to by the Director of Human Resources and the Union.

County Code and Civil Service Commission
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The provisions of the Grievance Procedure shall not abridge any rights to which an
employee may be entitled under the County Code, nor shall it be administered in a
manner which would abrogate any power which, under the County Code, may be
within the sole province and discretion of the Civil Service Commission.

All grievances of employees in representation units represented by the Union shall
be processed under this Section. If the County Code requires that a differing option
be available to the employee, no action under subsection 19.3 above shall be taken
unless it is determined that the employee is not availing himself/herself of such
option.

No action under subsection 19.3 above shall be taken if action on the complaint or
grievance has been taken by the Civil Service Commission, or if the complaint or
grievance is pending before the Civil Service Commission.

If any award by an Adjustment-Beard-or-arbitrator requires action by the Board of
Supervisors or the Civil Service Commission before it can be placed in effect, the
Human Resources Director will recommend to the Board of Supervisors or the Civil
Service Commission, as appropriate, that it follow such award.

Should an employee elect to appeal a disciplinary matter either through arbitration or
the civil service commission; they shall be barred from electing the other appeal
option for a period of three (3) years.

20. HOURS OF WORK AND OVERTIME
20.1  Hours of Work
A. Work Day

Except as may be otherwise provided by order of the Board of Supervisors, eight (8)
to ten (10) hours of work shall constitute a day's work for all permanent, probationary
full-time employees. Unless otherwise determined by the Department, each work
day shall include a lunch period of not less than thirty (30) minutes to be taken
approximately mid-point during the work day. The lunch period shall not be
considered part of the eight (8) to ten (10) hours of work, except in twenty-four (24)
hour facilities where the employee continues to work during the lunch period.

Workweek

Except as may be otherwise provided, the official workweek shall be forty (40) hours
of work in any seven (7) consecutive calendar days. The workweek schedule shall
normally consist of five (5) work days of eight (8) hours work each. However,
department heads may establish workweek schedules which differ from the normal
schedule, upon recommendation of the County Administrator and approval by the
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18.4  Disciplinary Action Appeal Process — Not to the Civil Service Commission
B. Appeal to an-AdjustmentBeardMediation

Disciplinary actions which have been investigated by the Director of Human Resources
may be appealed to an-Adjustment-Boardmediation within twenty-one (21) calendar
days of the date the Director of Human Resources’ decision is provided to the
employee. Fhe—Adjustment—BoardMediation will be convened within ninety (90)
calendar days of receipt of the timely request fo

18.5 Appeal to Arbitration

If the disciplinary action appeal is not resolved in the appeal to mediation, tFhe Union may
require that the appeal be referred to an impartial arbitrator who shall be designated by mutual
agreement between the Union and the Director of Human Resources or his/her designee.

In the event the parties are unable to agree on an arbitrator, the parties shall solicit from the
State of California Mediation/Conciliation Service a list of seven (7) arbitrators.

After the receipt of the list, the parties shall alternatively strike arbitrator’s names from the list
until one (1) arbitrator’s name remains.

The fees and expenses of the arbitrator and of a Court Reporter shall be shared equally by the



Union and the County. Each party, however, shall bear the cost of its own presentation,
including preparation and post hearing briefs, if any. The request for arbitration must be made
in writing within twenty-one (21) calendar days following the—recommendation—of—the
AdjustmentBeardmediation.

18.6  Disciplinary Action Appeal Timelines

Failure of the employee or the employee’s representative to adhere to the timelines contained

in this article shall be considered an abandonment of his/her appeal. Failure of the County to

adhere to the timelines contained in this article shall allow the employee, or the employee’s
representative, to pursue his/her grievance to the next higher step.
18.7  Scope of Disciplinary Action-Appeal-Adiustment Board and Arbitration Decisions

A Decisions of arbitrators on matters properly before them shall be final and binding on
the parties hereto.

B. No adjustment-beard-and-ne-arbitrator shall hear, make recommendations on or decide
any disciplinary appeal unless it falls within the scope of discipline that is subject to
appeal as set forth in section 18.3, Disciplinary Action Appeal Process, of this
Memorandum of Understanding.

C. No proposal to add to, modify, amend or terminate this Memorandum of Understanding
may be referred to or be a subject of an—adjustmentboard—oer—arbitration. No
adjustment—board—or arbitrator shall have the power to amend or modify this
Memorandum of Understanding or written agreements or addenda or to establish any
new terms or conditions of employment.

D. If the Director of Human Resources or his/her designee at the Director’s appellate level,
or the parties at any step of the appeal process, resolve a grievance which involves
suspension or discharge, they may agree to payment for lost time or to reinstatement
with or without payment for lost time.

19.3  Grievance Steps

Step 4. AdjustmentBeardMediation

If the parties are unable to reach a mutually satisfactory accord on any grievance, which arises
and is presented during the term of this Memorandum of Understanding, the moving party shall
have twenty-one (21) calendar days to request in writing that the grievant be scheduled for ar

AdjustmentBeard-mediation.

Fhe-Adjustment-BoardMediation will be convened within ninety (90) calendar days of receipt of
the tlmely request for an—AdjustmeM—Bea-deedlatlon Fhe—Adjustment—Board—shallbe




19.6

Step 5. Arbitration

If the grievance is not resolved at Step 4, either the Union may require that the grievance be
referred to an impartial arbitrator who shall be designated by mutual agreement between the
Union and the Director of Human Resources.

In the event the parties are unable to agree on an arbitrator, the parties shall solicit from the
State of California Mediation/Conciliation Service a list of seven (7) arbitrators.

After the receipt of the list, the parties shall alternatively strike arbitrator’s names from the list
until one (1) arbitrator’s name remains.

The fees and expenses of the arbitrator and of a Court Reporter shall be shared equally by the
Union and the County. Each party, however, shall bear the cost of its own presentation,
including preparation and post hearing briefs, if any. The request for arbitration shall be made
in writing within twenty-one (21) calendar days following the recommendation—ef—the
AdjustmentBoardcompletion of mediation.

Compensation Complaints

19.7

All complaints involving or concerning the payment of compensation shall be initially filed in
writing with the Human Resources Director. Only complaints which allege that employees are
not being compensated in accordance with the provisions of this Memorandum of
Understanding shall be considered as grievances. Any other matters of compensation are to be
resolved in the meeting and conferring process and if not detailed in the Memorandum of
Understanding which results from such meeting and conferring process shall be deemed
withdrawn until the meeting and conferring process is next opened for such discussion. No
adjustment shall be retroactive for more than sixty (60) days from the date upon which the
complaint was filed.

No change in this Memorandum of Understanding or interpretations thereof (except

interpretations resulting from Adjustment-Beard-er-arbitration proceedings hereunder) will be
recognized unless agreed to by the Director of Human Resources and the Union.

County Code and Civil Service Commission

D. If any award by an Adjustment—Beard—er—arbitrator requires action by the Board of
Supervisors or the Civil Service Commission before it can be placed in effect, the Human

Resources Director will recommend to the Board of Supervisors or the Civil Service
Commission, as appropriate, that it follow such award.



County: Union:

Mark Love, Chief Spokesperson Charlie Solt, Chief Spokesperson
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Date and Time:

County Counterproposal to Union Proposal #4

Article 20 — Hours of Work and Overtime

i Egqual Distribution of Overtime

1. Scheduled overtime shall be distributed fairly among eustedial represented
' W employees_in the Department of General Services-insofar as operational
04 circumstances permit.
2 Overtime usage reports will be provided to the union on a quarterly basis.

(7

Charlie Solt
Chief Spokesperson Chief Spokesperson




Date and Time:

County Counterproposal to Union Proposal 16

8.12  Jail Differential

Employees in the Building Trades Mechanic series and Stationary Engineers Series assigned to a
County adult detention facility/jail (namely: Stanton Correctional Facility, Claybank Detention Facility,
Justice Center Detention Facility and Rourk Vocational Training Center) will receive a 2.5% pay
differential for each hour, or portion thereof, worked in the adult detention facility/jail.

FOW&V Fo e Union: M
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Mark Love /07/ 2\0{/7 Charlie Solt
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