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RESOLUTION # 7117

A RESOLUTION OF THE CITY COUNCIL OF THE CITY OF INGLEWOOD, CALIFORNIA
ADOPTING RULES AND REGULATIONS GOVERNING EMPLOYER-EMPLOYEE
RELATIONS

ARTICLE I - GENERAL PROVISIONS

SECTION 1 - THIS RESOLUTION SHALL BE KNOWN AS THE EMPLOYER-EMPLOYEE
RELATIONS RESOLUTION OF THE CITY OF INGLEWOOD.

SECTION 2 - STATEMENT OF PURPOSE

This resolution implements Chapter 10, Division 4, Title 1 of the Government Code of the State of
California (Sections 3500 et seq.) captioned "Local Public Employee Organization," by providing
orderly procedures for the administration of employer-employee relations between the City and
its employee organizations. However, nothing contained herein shall be deemed to supersede the
provisions of the City Charter, ordinances, resolutions, and rules which establish and regulate the
merit and civil service system, or which provide for other methods of administering employer-
employee relations through the establishment of uniform and orderly methods of
communications between employees, employee organizations, and the City.

It is the purpose of this resolution to provide procedures for meeting and conferring in good faith
with recognized employee organizations regarding matters that relate to wages, hours, and other
terms and conditions of employment for employees.

SECTION 3 - DEFINITIONS

As used in this resolution, the following terms shall have the meanings indicated:

APPROPRIATE UNIT shall mean a unit composed of employee classifications and positions, as
determined.

CITY shall mean the City of Inglewood.

CITY COUNCIL shall mean the City Council of the City of Inglewood.

CONFIDENTIAL EMPLOYEE shall mean any employee who is privy to information leading to
decisions of City management affecting employer-employee relations.

CONSULT/CONSULTATION IN GOOD FAITH means to communicate orally or in writing for
the purpose of presenting and obtaining views or advising of intended actions, and is
distinguished from meeting and conferring in good faith, which involves an exchange of
proposals and counter proposals in an endeavor to reach agreement.

DAY shall mean calendar day unless expressly stated otherwise.




EMPLOYEE shall mean any person employed by the City on a full-time basis, except elected
officials.

EMPLOYEE ORGANIZATION shall mean any organization which includes employees of the
City and which has as one of its primary purposes representing such employees in their relations
with the City.

EMPLOYEE RELATIONS OFFICER shall mean the City Administrator or his duly authorized
representative. The City Administrator is authorized to delegate these employee-relations duties
and responsibilities to his duly authorized representative.

EXECUTIVE EMPLOYEE shall mean an employee having managerial responsibility for
formulating or administering the implementation of City policies and programs. These executive
employees include such positions as department heads and assistants to the City Administrator.

IMPASSE shall mean that the representatives of the City and a recognized employee organization
have reached a point in their meeting and conferring in good faith where their differences on
matters to be included in a Memorandum of Understanding and concerning which they are
required to meet and confer remain so substantial and/or prolonged that further meeting and
conferring would be futile.

MANAGEMENT EMPLOYEE shall mean any employee having significant authority in the
interest of the City to supervise, hire, transfer, suspend, lay off, recall, promote, discharge, assign,
reward, evaluate, or discipline other employees; or responsibly to direct them or to adjust their
grievances or effectively to recommend such action if, in connection with the foregoing, the
exercise of such authority is not of a merely routine or clerical nature, but requires the use of
independent judgment.

MEDIATION shall mean the efforts of a third person or persons functioning as an intermediary
to assist the parties in reaching a voluntary resolution of an impasse.

PROFESSIONAL EMPLOYEE shall mean an employee engaged in work (1) predominantly
intellectual and varied in character as opposed to routine mental, manual, mechanical, or physical
work, and (2) involving the consistent exercise of discretion and judgment in its performance, and
(3) of such character that the output produced or the result accomplished cannot be standardized
in relation to a given period of time, and (4) requiring knowledge of an advanced type in a field of
science or learning customarily acquired by a prolonged course of specialized intellectual
instruction and study in an institution of higher learning, as distinguished from a general
academic education or from an apprenticeship or from training in the performance of routine
mental, manual, or physical processes.

PROOF OF EMPLOYEE APPROVAL shall mean (1) an authorization card recently signed and
personally dated by an employee, or (2) a verified authorization petition or petitions recently
signed and personally dated by an employee, or (3) employee dues deduction authorization using
the payroll register for the period immediately prior to the date a petition is filed hereunder;
except that dues deduction authorizations for more than one employee organization for the




account of any one employee shall not be considered as proof of employee support for any
employee organization. The only authorization which shall be considered as proof of employee
support hereunder shall be the authorization most recently signed by an employee. The words
"recently signed" shall mean within 12 calendar months prior to the filing of a petition.

RECOGNIZED EMPLOYEE ORGANIZATION shall mean an employee organization, which has
been formally acknowledged by the City as the exclusive employee organization that represents
the employees in an appropriate representation unit pursuant to Article II hereof.

SCOPE OF REPRESENTATION shall mean to include all matters relating to employment
conditions and employer-employee relations including but not limited to wages, hours, and other
terms and conditions of employment; except, however, that the scope of representation shall not
include consideration of the merits, necessity, or organization of any service or activity provided
by law or executive order.

ARTICLE II -REPRESENTATION PROCEEDINGS
SECTION 4 - FILING OF RECOGNITION PETITION BY EMPLOYEE ORGANIZATION
An employee organization that seeks to be formally acknowledged as the recognized employee
organization representing the employees in an appropriate unit shall file a petition with the
Employee Relations Officer containing the following information and documentation:
1. Name and address of the employee organization

2. Names and titles of its officers

3. Names of employee organization representatives who are authorized to speak on behalf of
the organization.

4. A statement that the employee organization has as one of its primary purposes,
representing employees in their employment relations with the City.

5. A statement whether the employee organization is a chapter of or affiliated directly or
indirectly in any manner with a local, regional, state, national, or international
organization; and, if so, the name and address of such other organization(s).

6. Certified copies of the employee organization's constitution and by-laws.
7. A designation of those persons, not to exceed five in number, and their addresses, to whom
notice sent by regular United States mail will be deemed sufficient notice on the employee

organization for any purpose.

8. A statement that the employee organization has no restriction on membership based on
race, age, color, creed, sex, national origin, marital status, religion, or political beliefs.




10.

11.

12.

The job classifications or titles of employees in the established appropriate unit and the
approximate number of member employees therein.

A statement that the employee organization has in its possession proof of employee
support as herein defined to establish that 30 percent of the employees in the proposed
appropriate unit have designated the employee organization to represent them in their
employment relations with the City. Such written proof shall be submitted for
confirmation to the Employee Relations Officer unless the employee organization requests
confirmation by the Division of Industrial Relations, in which case written proof shall be
submitted to said Division of Conciliation for verification of proof of employee support.

A request that the Employee Relations Officer formally acknowledge the petitioner as the
recognized employee organization representing the employees in the unit determined to be
appropriate for the purpose of meeting and conferring in good faith.

The petition, including all accompanying documents, shall be declared to be true, correct,
and complete under penalty of perjury by the duly authorized officer(s) of the employee
organization executing it.

SECTION 5 - CITY RESPONSES TO RECOGNITION PETITION

A.

Upon receipt of the petition(s) the Employee Relations Officer shall within ten days
determine whether: (1) there has been compliance with the requirements of the recognition
petition, and (2) the proposed representation unit is an appropriate unit in accordance with
Section 10 of this Article II.

If an affirmative determination is made by the Employee Relations Officer on the foregoing
two matters, he shall within ten days after making said determination: (1) inform the
petitioning employee organization, and (2) give written notice of such request for
recognition to the employees in the unit. No further action on said request shall be taken
by the Employee Relations Officer for thirty days from the date of said written notice.

If either of the matters specified in Subsection A above is not affirmatively determined, the
employee organization may within ten days request that the Employee Relations Officer
appoint an impartial hearing officer in accordance with Subsection D below to conduct a
hearing to find the underlying facts and make recommendations regarding the resolution
of the matters raised by the petition.

Within twenty days after receipt of said request from the employee organization, the
Employee Relations Officer shall request from the American Arbitration Association a list
of nine impartial hearing officers experienced in unit determination in the public sector.
The employee organization concerned and the Employee Relations Officer alternately
strike names from the list until only one name remains, the employee organization striking
first.




The Employee Relations Officer shall appoint such remaining person as the impartial
hearing officer to act as described in this section. If more than one employee organization
has petitioned to represent any of the same employees, a list of ten hearing officers shall be
requested and the organizations and Employee Relations Officer shall strike names
alternating with the organizations striking in an order to be determined by lot.

The hearing officer shall conduct and conclude a hearing on the issues presented in an
expeditious manner.

Findings and recommendations of the hearing officer shall be made known to the City
Council, the Employee Relations Officer, and the employee organization or organizations,
if more than one has petitioned, within ten days after the completion of the hearing.

The City Council shall, after review of the findings and within ten days of receipt thereof,
render a final decision in writing to the Employee Relations Officer and employee
organizations concerned. The determination of the City Council shall be final.

SECTION 6 - OPEN PERIOD FOR FILING CHALLENGING PETITION(S)

Within thirty days of the date written notice was given to affected employees that a valid
recognition petition(s) for an appropriate unit has been filed, any other employee organization
may file a competing request to be formally acknowledged as the recognized employee organi-
zation of the employees in the same unit by filing a petition(s) evidencing proof of employee
support in the established appropriate unit of at least thirty percent and otherwise in the same
form and manner as set forth in Section 4 of this Article Il. The Employee Relations Officer shall
within ten days after expiration of time for filing challenging petition(s) comply with Sections 4
and 5 of this Article II.

SECTION 7 - ELECTION PROCEDURES

A.

The Employee Relations Officer shall arrange for a secret ballot election to be conducted by
the Division of Conciliation of the State of California Department of Industrial Relations in
accordance with its rules and procedures, subject to the provisions of this resolution.

All employee organizations who have duly submitted petition(s) which have been
determined to be in conformance with this Article II shall be included on the ballot. The
choice of "no organization" shall also be included on the ballot.

The election shall be held within fifteen days after the Employee Relations Officer has
made the final determination on challenging petition(s) as required by Section 5 of this
Article II.

Employees entitled to vote in such election shall be those persons, as defined in Article I,
Section 3, Subsection G, who are employed in positions within the designated appropriate
unit who were employed during the pay period immediately prior to the date which ended
at least fifteen days before the date the election commences, including those who did not




work during such period because of illness, vacation, or authorized leaves of absence, and
who are employed by the City in the same unit on the date of the election.

E. An employee organization shall be formally acknowledged as the recognized employee
organization for the designated appropriate unit following an election or runoff election if
it received a numerical majority of all valid votes cast in the election.

E. In an election involving three or more choices where none of the choices receives a majority
of the valid votes cast, a runoff election shall be conducted between the two choices
receiving the largest number of valid votes cast. The rules governing an initial election
shall be applicable to a runoff election.

G. Within five days from the date that the ballots of any election are counted, the Employee
Relations Officer shall give written notice of the final results of the election to the City
Council and to the participating employee organization.

H.  There shall be no more than one valid election under this resolution pursuant to any
petition(s) in a twelve-month period affecting the same unit.

L Cost of conducting elections shall be shared equally by the City and each employee
organization appearing on the ballot.

SECTION 8 - RECOGNITION

There shall be only one employee organization formally acknowledged as the recognized
employee organization for each appropriate unit. It shall be the only organization entitled to meet
and confer in good faith within the scope of representation for the employees in an appropriate
unit.

A recognized employee organization representing non-management employees of the City in an
appropriate unit may not represent management employees on matters within the scope of repre-
sentation; however, nothing contained herein shall prohibit any management employee from
joining or participating in any employee organization which represents non-management
employees for the purpose of academic, social, fraternal, or vocational development. Employee
organizations which are recognized by the City to be the recognized representative of employee
classifications specifically set forth in Memorandum of Understanding for fiscal year 1975-76 shall
continue to be the recognized employee organization for these classifications after the adoption of
this resolution, except that such employee organization shall be subject to the procedures for
decertification of recognized employee organizations set forth in Section 9.

SECTION 9 - PROCEDURES FOR DECERTIFICATION OF RECOGNIZED EMPLOYEE
ORGANIZATION

A. A decertification petition alleging that the incumbent recognized employee organization no
longer represents a majority of the employees in an established appropriate unit may be
tiled with the Employee Relations Officer only during the month of January of any year
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following the first full year of recognition, or the thirty day period commencing between
180 days and 150 days prior to the expiration date of a Memorandum of Understanding,
whichever occurs later. A decertification petition may be filed by two or more employees
or their representative, or an employee organization, and shall contain the following
information and documentation declared by the duly authorized signatory under penalty
of perjury to be true, correct, and complete.

1. The name, address, and telephone number of the petitioner and a designated
representative authorized to receive notices or requests for further information.

2. The name of the established appropriate unit and of the incumbent recognized
employee organization sought to be decertified as the representative of that unit.

3. An allegation that the incumbent recognized employee organization no longer
represents a majority of the employees in the appropriate unit, and any other relevant
and material facts relating thereto.

4. Proof of employee support that 30 percent or more of the employees in the established
appropriate unit no longer desire to be represented by the incumbent recognized
employee organization. Such proof shall be submitted for confirmation to the Employee
Relations Officer or to a mutually agreed upon disinterested third party.

The Employee Relations Officer can accept only those petitions which (1) request
decertification of the current recognized employee organization; and (2) do not request to
carve out another unit from the already established appropriate unit.

The decertification petition may be accompanied by a recognition petition for that
established appropriate unit. Such accompanying recognition petition shall comply with
Section 4 of this Article II.

The Employee Relations Officer shall initially determine whether the decertification
petition and accompanying recognition petition, if any, have been filed in compliance with
the applicable provisions of this Article II.

If the initial determination is in the negative, the procedures for initial negative
determinations, as provided in Section 5 above, shall apply.

If the final determination of the Employee Relations Officer remains unchanged, the

employee organization may appeal such final determination in accordance with Section 11
of this Article IL

If the determination of the Employee Relations Officer is in the affirmative, or if his

negative final determination is reversed on appeal, he shall give written notice of such
decertification petition and any accompanying recognition petition to unit employees.

11




The Employee Relations Officer shall thereupon arrange for a secret ballot election to be
held on or about fifteen days after such notice to determine the wishes of unit employees as
to the question of decertification; and, if an accompanying recognition petition was duly
tiled and in the event decertification of the incumbent recognized employee organization is
voted, the wishes of unit employees as to the question of representation. Such election and
the selection of the third party to conduct the election shall be conducted in conformance
with Section 7 of his Article II.

SECTION 10 - POLICY & STANDARDS FOR DETERMINATION OF APPROPRIATE UNITS

A.

The primary policy objectives in determining the appropriateness of units shall be the effect
of a proposed unit on (1) the efficient operations of the City and its compatibility with the
primary responsibility of the City and its employees to effectively and economically serve
the public; and (2) providing employees with effective representation based on recognized
community of interests considerations. These policy objectives require that the appropriate
unit shall be the broadest feasible grouping of positions that share an identifiable
community of interest. Factors to be considered shall be:

1. Similarity of the general kinds of work performed, types of qualifications required
and the general working conditions.

2. History of representation in the City and similar employment; except, however, that
no unit shall be deemed to be an appropriate unit solely on the basis of the extent to
which employees in the proposed unit has organized;

3. Number of employees and classifications and the effect on the administration of
employer-employee relations created by the proliferation of units.

Notwithstanding the foregoing provisions of this section, management and confidential
employees shall not be represented by a recognized employee organization that represents
non-management employees of the City.

The Employee Relations Officer shall, after consultation with affected employee
organization(s), allocate new classifications or positions and delete eliminated
classifications or positions from units in accordance with the provisions of this section.

SECTION 11 - APPEAL PROCEDURES

An employee organization aggrieved by an initial determination of the Employee Relations
Officer that a Recognition Petition (Section 4), Challenging Petition (Section 6), or Decertification
Petition (Section 9), or employees aggrieved by an initial determination of the Employee Relations
Officer that a Decertification Petition (Section 9), has not been filed in compliance with the
applicable provisions of this Article, may appeal the initial determination by the procedures set
forth in Section 4, invoked and incorporated by reference in Section 6 and Section 9.
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ARTICLE III - IMPASSE PROCEDURE
SECTION 12 - IMPASSE PROCEDURES

Should a recognized employee organization or the City's duly authorized representative declare
that an impasse, as defined in Section 3, Subsection K, exists during meet and confer sessions or
over the interpretation of the Memorandum of Understanding then in existence between the
recognized employee organization and the City, the following procedure shall be followed for
resolving the impasse:

If the impasse matter relates to the interpretation or application of a currently existing
Memorandum of Understanding, the parties shall follow the impasse procedures set forth in the
existing Memorandum of Understanding.

If the impasse relates to a matter not expressly covered by an existing Memorandum of
Understanding or relates to matters within the scope of representation and evolves from meet and
confer sessions for a new Memorandum of Understanding, the parties shall utilize the following
procedures:

Any procedure mutually agreed upon in writing by the parties, provided either party is duly
authorized to agree to such procedure.

By mediation through the Division of Conciliation of the State of California Department of
Industrial Relations if either party requests the services of that agency.

By fact-finding as set forth below in Section 13 Subsection B, provided the parties have exhausted
the mediation process set forth in Paragraph 2 above and the mediator declares in writing to both
parties that an impasse still exists as to any issue or issues which have not been resolved through
mediation.

By the City Council where the issue or issues at impasse have not been resolved by any of the
foregoing methods of resolution listed in Paragraphs 1-3 above.

SECTION 13 - PROCEDURES FOR MEDIATION & FACT-FINDING IMPASSE
RESOLUTION

The procedure for resolving impasses through mediation and fact-finding shall be utilized in the
following sequence:

A. MEDIATION
Within seven calendar days of the declaration of impasse, either party may request the
Division of Conciliation of the State of California Department of Industrial Relations to
assign a mediator to resolve the issues in dispute between the City and the recognized
employee organization. Should the mediator declare in writing that an impasse continues
to exist after meeting with the parties in an effort to resolve the issues at impasse, either
party may request fact-finding, with recommendations, to resolve the impasse. The cost of
the mediator, if any, shall be shared equally by both parties.
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FACT-FINDING
1. Conditions and Time Limits for Fact-finding

If either party requests fact-finding with recommendations after mediation has been
exhausted and the mediator has declared in writing that an impasse continues to exist on
any issue or issues which were submitted to the mediator for resolution, then a Fact-finder
shall be selected in the shortest possible time, not to exceed ten days after the impasse has
been declared in writing by the mediator, unless the period of time is extended by mutual
agreement.

2. Selection of Fact finder

A fact finder shall be selected from a list of nine fact finders obtained by the City from the
Division of Conciliation of the State of California Department of Industrial Relations, or the
American Arbitration Association. Upon receipt of the list the parties shall select a Fact-
finder by alternately striking from the list until a single fact finder remains that shall
become the Fact-finder.

The priority of striking names shall alternate from one party to the other each time impasse
procedures are invoked by the same parties. The employee organization or the City shall
commence this process in an order determined by lot by striking the first name from the list
of nine Fact-finders in any initial Fact-finding.

3. Qualifications of the Fact-finder

Any Fact-finder appointed hereunder must be qualified by being knowledgeable in
employer/employee relations in public employment.

4. Standards to be used by the Fact-finder

The Fact-finder shall use such standards as are customarily and traditionally utilized in the
public sector by Fact-finders in resolving the issue or issues before the Fact-finder. In Fact-
findings involving issues which might have economic or cost impact upon the City, the
Fact-finder shall consider the City's ability to pay.

5. Hearings and Proceedings before the Fact-finder
The Fact-finder shall hold such hearings and conduct such proceedings as may be
necessary, but such hearings and proceedings shall be conducted in an expeditious and

confidential manner with the involved parties only. The Fact-finder in consultation with
the parties shall determine the date(s) and time(s) for said hearings.
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6. Rules for Hearing before the Fact-finder

The Fact-finder shall make such rules as may be necessary for the conduct of hearings and
proceedings to facilitate a recommendation. Said rules shall include an opportunity for
both parties to make written and oral presentations of their positions and the reasons there-
forth.

7. Fact-finder's Confidential Report

The Fact-finder shall develop a confidential report and send such report to the parties
within ten days of the date of the conclusion of the hearing.

8. Distribution of Report

The report shall be made available to the City and the involved employee organization in
written form and shall be presented to the City Council in an executive session.

9. Cost of Fact-finding

Each party shall be responsible for the costs incurred by the party in preparing their
respective recommendations and in making their presentation to the Fact-finder. Costs of
the Fact-finder shall be divided equally among the parties involved.

10.  Written Record of Fact-finding Hearings

Either party may request a written record of all proceedings and hearings of the fact finder.
The cost of such record shall be borne by the party making such request.

11.  Fact-finder's Report Made Public
If an impasse still exists fifteen working days after the submission of the Fact-finder's

report to the City Council in executive session, said report shall be filed with the City
Clerk's office and shall be for public information, thereafter.

ARTICLE IV - ADMINISTRATION

SECTION 14 - SUBMISSION OF CURRENT INFORMATION BY RECOGNIZED EMPLOYEE
ORGANIZATIONS

Changes, if any, in the information filed with the City by a recognized employee organization
under items A-H of its recognition petition under Section 4 of this Resolution shall be submitted
in writing to the Employee Relations Officer at any time upon request by the City.

SECTION 15 - PAYROLL DEDUCTIONS ON BEHALF OF EMPLOYEE ORGANIZATIONS

Upon formal acknowledgment by the City of a recognized employee organization under this
resolution, only such recognized employee organization may be provided payroll deductions of
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membership dues and insurance premiums for plans sponsored by such organization upon the
written authorization of employees in the unit represented by recognized employee organization
on forms which may be provided therefore by the City. The providing of such service to the
recognized employee organization by the City shall be contingent upon and in accordance with
the provisions of memoranda of understanding and/or applicable administrative procedures.

SECTION 16 - EMPLOYEE ORGANIZATION ACTIVITIES USE OF CITY RESOURCES

Access to City work locations and the use of City paid time, facilities, equipment, and other
resources by employee organizations and those representing them shall be authorized only to the
extent provided for in memoranda of understanding.

SECTION 17 - ADMINISTRATIVE RULES AND PROCEDURES

The Employee Relations Officer is hereby authorized to establish such rules and procedures as

appropriate to implement and administer the provisions of this Resolution after consultation with

affected employee organizations.
ARTICLE V - MISCELLANEOUS PROVISIONS

SECTION 18 - CONSTRUCTION

This resolution shall be administered and construed as follows:

A. Nothing in this Resolution shall be construed to deny to any person, employee,
organization, the City, or any authorized officer, body, or other representative of the City
the rights, powers, and authority granted by Federal or State law or City Charter provisions.

B.  This Resolution shall be interpreted so as to carry out its purposes as set forth in Article I.

SECTION 19 - SEVERABILITY

If any provision of this resolution, or the application of such provision to any person or

circumstance, shall be held invalid, the remainder of this resolution, or the application of such

provision to persons or circumstances other than those as to which it is held invalid shall not be
affected thereby.

SECTION 20 - ADOPTIONS

The City Clerk shall certify to the passage and adoption of this resolution and to its approval by

the City Council. Immediately upon final passage and adoption, this resolution shall be in full
force and effect.
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PART-TIME / HOURLY JOB CLASSIFICATIONS MOU

SECTION I - SALARY SCHEDULE

A.

Initial Appointment

Initial appointment at any step of range above Step depends on work experience and
educational background, and must be approved by the Human Resources Department.

Anniversary/Hire Date

Anniversary date is defined as the date on which the employee was employed in his/her
current classification. Hire date is defined as the date on which the employee was first
hired as an employee of the City.

Step/Pay Increase

1. Effective October 1, 2008 all bargaining unit members shall receive an increase of 3%
to the employee’s base pay.

2. Effective October 1, 2009, all bargaining unit members shall receive an increase of
3% to the employee’s base pay.

SECTION II - PERMANENT PART-TIME EMPLOYEES

A.

DEFINITION OF PERMANENT PART-TIME EMPLOYEES

Permanent part-time employees shall be defined as those employees who work more than
twenty hours per week but less than forty hours per week for forty-eight weeks per year,
after having worked 2080 hours.

STEP INCREASES

1. Permanent part-time employees shall be hired at salary step 1;

2. Advanced to step 2 after completing 1040 hours of work;

3. Advanced to step 3 after completing an additional 2080 hours of work;
4. Advanced to step 4 after completing an additional 2080 hours of work;
5. Advanced to step 5 after completing an additional 2080 hours of work;
6. Advanced to step 6 after completing an additional 2080 hours of work;
7. Advanced to step 7 after completing an additional 2080 hours of work.

8. Department heads may, with the approval of the Human Resources Director, grant a
special step increase within a permanent part-time employee's salary range in order
to adjust obvious inequities or to recognize unusually meritorious service. Detailed
justification for such special step or merit increase must be submitted to the Human
Resources Director for final approval.
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OVERTIME

Permanent part-time employees are eligible for payment of overtime only when they work
more than forty hours in their workweek. A workweek is a fixed and regularly recurring
period of time consisting of seven consecutive 24-hour days.

BENEFITS

Upon appointment to permanent part-time status, employees will be eligible for the
following benefits per anniversary year.

1.

Holiday Time

EFFECTIVE OCTOBER 1, 2006, permanent part-time employees will receive an
annual total of fifty-six hours for the following holidays: MLK Day, Memorial Day,
July 4, Labor Day, Thanksgiving Day, Christmas Day, and New Years Day.

The permanent part-time employee shall receive overtime pay for all hours actually
worked on the seven (7) designated holidays up to the number of hours of their pay
for regularly assigned shift, and shall receive straight time for all hours thereafter
actually worked.

In addition, permanent part-time employees who work on the seven (7) designated
holidays shall receive straight time pay for the number of hours the employee is
regularly assigned to work.

2. Vacation Days

Permanent part-time employees will receive a total of forty-eight hours vacation
time per year. Payment of unused vacation time upon termination or retirement or
death shall not exceed forty-eight total hours.

Effective June 1, 2006, the annual vacation accrual rate for permanent part-time
employees will be as follows:

Less than five (5) years of service 48 hours
At five (5) years of service 64 hours

At ten (10) years of service 80 hours

At fifteen (15) years of service 96 hours

3. Sick Leave

Permanent part-time employees will receive a total of forty-eight hours sick leave
per year.
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4. Retirement, Death or Termination

Permanent part-time employees shall not be eligible for payment of accrued sick
leave upon retirement, death or termination.

5. Medical

a. The City has contracted with the Wells Fargo Insurance Services Multiple
Choice Medical program to make available to permanent part-time
employees the medical benefits available under the program.

b. The permanent part-time employee who elects not to obtain medical coverage
for him or herself shall be required to complete necessary written certification
that he/she waives medical coverage from City plan, in order to select F1-a.

C. Enrollment shall occur as provided in program requirements.
WORK SCHEDULE

Part-time employees work on a schedule beneficial to both the employee and the employer.
The permanent part-time program, by definition, can be abolished and replaced with full-
time positions as determined by the administration. Nothing contained herein shall be
construed as guaranteeing to any employee a minimum number of hours per day, days per
week, weeks per year, or any other guarantee of work.

PARKING

The City will provide free parking to permanent part-time employees. The City will
determine assignment and location.

MEDICAL WAIVER

Effective May 1, 2009 the City shall provide all permanent part-time employees who
elect to waive medical coverage in lieu of participating in one of the City’s
sponsored group benefit plans a $100 monthly Medical Waiver.

BEREAVEMENT LEAVE

1. Effective May 16, 2006, permanent part-time employees may up to three days of
bereavement leave (AAP) with pay when death occurs in their immediate family.

2. Immediate family shall mean the employee's spouse; the spouse's and employee's
children, foster children, step children, parents or foster parents, step-parents,
grandparents, and siblings; and all degree of relatives not listed but living in the
household of the employee.
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A.

Only eighteen (18) hours of sick leave may be used for bereavement travel time per
occurrence, and not more than thirty-six working hours of sick leave may be used for this
purpose in any one fiscal year.

BILINGUAL INTERPRETATION ASSIGNMENT

An employee who is responsible for bilingual interpretation and performs this duty on a
regular basis and whose use of this language is of significant benefit to the operations of
the department as determined by the department head shall receive bonus pay according
to the following rules:

1. To be eligible for bilingual assignment bonus an employee must pass a language
proficiency test which is related to the duties and responsibilities of the employee's
position and be designated for such assignment by the employee's department head.
The test need not be written, but may test verbal skills in communication with non-
English speaking persons.

2. Effective January 9, 1995, the City shall pay each designated permanent part-time
and part-time employee five percent for the duration of the assignment.

BONUS

Effective upon ratification and City Council approval of this agreement, all bargaining unit
members employed by the City of Inglewood in a permanent part-time basis shall receive a
one-time 3% bonus based on the employee’s base earnings as of September 30, 2008.

SECTION III - PART-TIME EMPLOYEES

DEFINITION OF PART-TIME EMPLOYEE

Part-time employees shall be defined as those employees who work less than twenty hours per
week, or less than fifty-two weeks per year.

B.

PN RN

STEP INCREASES

Part-time employees shall be hired at salary step 1;

Advanced to step 2 after completing 1040 hours of work;

Advanced to step 3 after completing an additional 2080 hours of work;

Advanced to step 4 after completing an additional 2080 hours of work;

Advanced to step 5 after completing an additional 2080 hours of work;

Advanced to step 6 after completing an additional 2080 hours of work;

Advanced to step 7 after completing an additional 2080 hours of work.

Department heads may, with the approval of the Human Resources Director, grant a
special step increase within a part-time employee's salary range in order to adjust obvious
inequities or to recognize unusually meritorious service. Detailed justification for such
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special step or merit increase must be submitted to the Human Resources Director for final
approval.

OVERTIME

Part-time employees are eligible for payment of overtime only when they work more than
forty hours in their workweek. A workweek is a fixed and regularly recurring period of
time consisting of seven consecutive (24-hour) days.

BENEFITS
Part-time employees are not eligible to participate in any benefit program of the City.
GRIEVANCES

1. An employee must attempt to first resolve a grievance through discussion with
his/her immediate supervisor; and if not resolved, then with the supervisor's
immediate supervisor; and if not resolved, then with the department head.

2. If the grievance is not resolved in twenty-one calendar days it must be submitted in
writing to the Human Resources Director with a copy to the department head. The
Human Resources Director will review the entire matter and render a decision. The
decision of the Human Resources Director shall be final.

WORK SCHEDULE

Part-time employees work on a schedule beneficial to both the employee and the employer.
The part-time program, by definition, can be abolished and replaced with full-time
positions as determined by the administration. Nothing contained herein shall be
construed as guaranteeing to any employee a minimum number of hours per day, days per
week, weeks per year, or any other guarantee of work.

SPECIAL PROVISION

Permanent part-time status will be granted effective July 7, 1986 to part-time employees
who were serving in such positions on June 23, 1986, and who had on that date completed
more than 2080 hours. This provision applies only on a one-time basis to the aforesaid
part-time employees, and does not change the current policy that part-time employees are
eligible but not guaranteed permanent part-time status after having worked 2080 hours or
more.
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ARTICLE ONE - MEMORANDUM OF UNDERSTANDING
SECTION I - PARTIES TO MEMORANDUM OF UNDERSTANDING

This Memorandum of Understanding (hereinafter referred to as "MOU" or "Agreement",
interchangeably) is made and entered into by and between the City of Inglewood, a Municipal
Corporation, (hereinafter referred to as "City") and Local 721, Service Employees International
Union (SEIU), AFL-CIO (hereinafter referred to as "Union") pursuant to Government Code Section
3500.

SECTION II - RECOGNITION CLAUSE

The City recognizes Local 721, SEIU, AFL-CIO as the recognized representative organization for
all full-time and part-time general classifications set forth in Article Three, Section I of this
Agreement. The recognition rights of the representative designated herein shall not be subject to
challenge until during a thirty calendar day period running between 180 to 150 calendar days
before expiration of this MOU and subject to any final court orders.

SECTION III - EMPLOYEE ORGANIZATIONAL RIGHTS AND RESPONSIBILITIES
A. Newly Hired Employees

Within sixty calendar days from the effective date of this MOU, the City shall provide the

Union with a list of the names, addresses, and classifications of all employees in the unit
represented by the Union. The City shall provide the Union with the name, address, and
classification of any new employee thereafter within thirty calendar days of hire.

B. Dues and Benefit Deductions Programs

The City shall deduct dues and benefits program premiums on a regular basis from the pay
of all classifications and positions recognized to be represented by the Union who
voluntarily authorize the deduction, in writing, on a form to be provided for this purpose
which is mutually agreed to by the Union and the City. The City shall remit such

funds to the Union within thirty days following the deductions.

C. List of Employees Deleted from Dues and Benefit Programs Deductions
The City agrees to provide the Union with a list, on a monthly basis, of the names and
addresses of any employees holding classifications and positions recognized to be
represented by the Union who are deleted from the monthly dues and/or benefit program
premium deductions and the reason therefore, if known by the City.

D. Indemnification

The Union agrees to hold the City harmless and indemnify the City against any claims,
causes of action, or law suits arising out of the deductions or transmittal of such funds to
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the Union, except the intentional failure of the City to transmit monies deducted from
employees pursuant to this Article to the Union.

Equality of Representation

1.

Non-Interference by City

a. The City will not interfere with, or discriminate in any way against, any

employees by reason of their membership or activity required by this MOU.

b. The City will neither encourage nor discourage membership in the Union.
Union Representative Responsibilities

The recognized representative employee union assumes its responsibility as
designated representative into represent all employees without discrimination,
interference, restraint, or coercion.

Non-Discrimination Provision

a. The parties mutually recognize and agree to protect the rights of all
employees hereby to join or participate in protected Union activities or to
refrain from joining or participating in protected activities in accordance
with the Employer/Employee Relations Resolution and Government Code
Sections 3500 to 3511.

b. The City and the Union agree that they shall not discriminate against any

employee because of race, color, sex, age, handicap, national origin, political
or religious opinions or affiliations. The City and the Union shall reopen any

provisions of this Agreement for the purpose of complying with any final

order of a Federal or State agency or court of competent jurisdiction requiring
a modification or change in any provision or provisions of this Agreement

in compliance with State or Federal anti-discrimination laws.

C. Whenever the masculine gender is used in this MOU, it shall be
understood to include the feminine gender.

Union Office Space

The City shall provide office space for the Union. The location and size of such

office space shall continue to be designated by the City and may be changed by the

City upon consultation and proper notification to the Union.
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Union Meetings

The Union Board of Stewards shall have a total of 780 work-time hours per fiscal
year available for representational needs, not to include the meet and confer
sessions, under the following conditions.

Board Member Hours

Each member of the Board of Stewards of the Union will receive sixty hours (60) per
member per fiscal year. The number of members on the Board of Stewards shall not
exceed thirteen members. Effective May 1, 2009, the union’s President’s release time
shall increase from 60 hours to 80 hours per fiscal year.

Board Member List

A current list of board members, including names, classifications, and the
designated department or division they represent, shall be submitted to the Human
Resources Director as soon as reasonably possible.

Non-Transferable Time
One member's time is not transferable to another.
Work Time-Off Documentation

Representational work time off will be documented by the board member and
submitted through the department head to the HR Director and be debited to the
Union. If a general employee board member needs additional time, a special request
can be made by the Union to the HR Director for extension and the intended use of
such extension.

Notification Time Procedure

Notification of the use of such time will be given thirty working days in advance for
other representational needs. The HR Director will grant exceptions for emergency
situations.

City Staffing Needs

In the event two or more representatives are elected from the same Division, the
Division's operational and staffing needs shall be considered before more than one
(1) representative is assigned to any matter away from the worksite. Under no
circumstance shall the Division's staffing be compromised or impeded by the
assignment of representatives pursuant to Section G of this Article One.
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Agency Shop

All permanent part-time and full-time bargaining unit employees who chose not to become
members of the Union, shall be required to pay to the Union a representation service fee
that represents each such employee’s proportionate share of the Union’s cost of meeting
and conferring and administering the MOU beginning ninety days after a majority vote of
all bargaining unit members in support of this provision. Such representation service fee
shall in no event exceed the regular, periodic membership  dues paid by unit employees.

The vote shall be taken by secret ballot election in which all permanent part-time and full-
time employees may vote. The vote shall be taken by the State Conciliation Services or any
other entity or individuals(s) agreed to by the Union and the City.

A unit employee who is subject to the payment of a representation service fee hereunder
shall have the right to object to any part of that fee payable by him or her which is claimed
to represent the employee’s additional pro rata share of expenditures by the Union that is
in aid of activities or causes of a partisan political or ideological nature, or that is applied
towards the cost of benefits available only to members of the Union, or that is utilized for
expenditures that are not necessarily or reasonably incurred for the purpose of performing
the duties incident to meeting and conferring or administering the MOU.

Prior to a unit employee having any obligation to pay a representation service fee
hereunder, the Union must have given sufficient financial information to such unit
employees to allow them to gauge the propriety of the Union’s representation service fee.
This information must be updated by the Union and provided to unit employees and the
City at least annually. The financial information must itemize and adequately describe all
categories of expenses, and the information must be verified as complete and accurate by a
qualified independent auditor. The information must cover local expenditures as well as
uses made by county, state, national and international organizations with which the local
Union is directly or indirectly affiliated and to whom the local Union transmits a portion of
its dues and/ or representation service fee funds.

The Union shall make available, at its expense, an expeditious administrative appeals
procedure to unit employees who object to the payment of any portion of the
representation service fee. Such procedure shall provide for a prompt decision to be made
by an impartial decision-maker jointly selected by the Union and the objecting employee(s).
A copy of such procedure shall be made available by the Union to non-Union member unit
employees and the City.

Any employee who is a member of a religious body whose traditional tenets or teaching
include objections to joining or financially supporting employee organizations shall not be
required to financially support the Union. Such employee, in lieu of representation
service fee, shall instruct the City in writing, with a copy to the Union, to deduct and pay a
sum equal to the representation service fee to a non-religious, non-labor charitable
organization selected by such employee, or, in the absence of such selection, as agreed
upon the Union and the City.
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When an authorized agent of the City is served with written notice by a concerned unit
employee or employees, or by the Union, that a dispute exists between such unit employee
or employees and the Union involving claimed violation of employee rights with respect to

(1) representation service fee expenditures or obligations by the Union, or (2) employee
exemption pursuant to paragraph 4, the City shall thereafter deposit such disputed dues or
fees in an interest bearing escrow or comparable account pending final resolution of the
dispute, and shall so advise in writing the employee or employees and the Union. The City
shall not be obligated to take any other or further action pending final resolution of the
dispute. Final resolution as used in this subdivision shall mean resolution of the dispute by
way of legally binding settlement agreement between the employee(s) and the Union, or
non-appeal able final judgment of an administrative agency and/or court of competent
jurisdiction. The sole obligation of the City with respect to such disputes is as set forth in
this paragraph. The City shall not be made a party to administrative or court proceedings
except to the limited extent where such administrative body and/or court determine such
to be necessary for the purpose of enforcing its order or judgment. In such event, the City
shall be entitled to payment of its attorney fees and costs by the Union.

The Union agrees to indemnify and defend the City and its officers, employees and agents
against any and all claims, proceedings and liability arising, directly or indirectly, out of
any actions taken or not taken by or on behalf of the City under this Section.

This Article shall not be included in the MOU, and shall not be binding in any manner,
unless a majority of unit employees vote in favor of its inclusion in a secret ballot election
conducted by the State Conciliation Service or other agreed upon party.

Political Contributions

Effective October 26, 1999, the City agrees to allow bargaining unit members to make
voluntary political donations to the SEIU, Local 721 Political Action Committee through
payroll deduction. Employees wishing to participate shall notify the City, in writing,
indicating the amount to be deducted for said purpose and the duration during which
deductions will be made.

SECTION IV - MANAGEMENT RIGHTS AND RESPONSIBILITIES

A.

Management Rights

The City reserves, retains, and is vested with, solely and exclusively, all rights of
Management which have not been expressly abridged by specific provisions of this
Memorandum of Understanding or by law to manage the City, as such rights existed prior
to the execution of this MOU. The sole and exclusive rights of management, as they are not
abridged by this agreement or by law, shall include but not be limited to the following
rights.
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10.

11.

12.

13.

14.

To manage the City generally and to determine the issues of policy.

To determine the existence or nonexistence of facts which are the basis of the
Management decision?

To determine the necessity and organization of any service or activity conducted by
the City, and to expand or diminish services.

To determine the nature, manner, means, technology, and extent of services to be
provided to the public.

To determine types of equipment or technology to be used.

To determine and/or change the facilities, methods, technology, means,
organizational structure, and size and composition of the work force, and to allocate
and assign work by which the City operations are to be conducted.

To determine and change the number of locations, relocations, and types of
operations, processes, and materials to be used in carrying out all City functions
including, but not limited to, the right to contract for or subcontract any work or
operation of the City.

To assign work to and schedule employees in accordance with requirements as
determined by the City, and to establish and change work schedules and
assignments upon reasonable notice.

To lay off employees from duties because of lack of work or funds, or under
conditions where continued work would be ineffective or non-productive.

To establish and modify productivity and performance programs and standards.

To discharge, suspend, demote, reprimand, withhold salary increases and benefits,
or otherwise discipline employees for cause.

To determine minimum qualifications, skills, abilities, knowledge, selection
procedures and standards, and job classifications, and to reclassify employees in
accordance with this MOU and applicable resolutions and codes of the City.

To hire, transfer, promote, and demote employees for non-disciplinary reasons in
accordance with this MOU and applicable resolutions and codes of the City.

To determine policies, procedures, and standards for selection, training, and

promotion of employees in accordance with this MOU and applicable resolutions
and codes of the City.
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15.  To establish reasonable employee performance standards, including but not limited
to quality and quantity standards, and to require compliance therewith.

16.  To maintain order and efficiency in its facilities and operations.

17.  To establish and promulgate and/or modify rules and regulations to maintain order
and safety and health in the City, which are not in contravention with this MOU.

18.  To restrict the activity of an employee organization on municipal property and on
municipal time except as set forth in this MOU.

19.  To take any and all necessary action to carry out the mission of the City in
emergencies.

Authority of Third Party Neutral

All management rights, powers, authority, and functions, whether heretofore or hereinafter
exercised, shall remain vested exclusively with the City. No third party neutral shall have
the authority to diminish any of the management rights, which are included in this section.

Impact of Management Rights

Where required by law the City agrees prior to implementation to meet and confer with the
Union over the impact of the exercise of a management right upon wages, hours, and

other terms and conditions of employment of its members unless the impact consequences
of the exercise of a management right upon the Union members is provided for in this
MOU, Civil Service Rules and Regulations, or departmental rules and regulations.

Americans with Disabilities Act Provision
In recognition of the parties' joint responsibility under the ADA, it is agreed that the City

shall be permitted to implement reasonable accommodations and take such other
actions necessary to comply with the Act.

SECTION V - NO STRIKE PROVISIONS

A.

Prohibited Conduct

The Union, its officers, agents, representatives, and/or unit members agree that during the
term of this agreement they will not call, cause, engage in or condone any strike, walkout,
work stoppage, slowdown, sickout, blue flu, or honor any other job action by any other
employees of the City or any other employers by withholding or refusing to perform
services; nor shall the City lock out employees in the absence of the aforesaid prohibited
activities.
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Employee Termination

Any employee who participates in any conduct prohibited in Subsection A above shall be
subject to discharge or other disciplinary action by the City, regardless of whether the
Union carries out in good faith its responsibilities set forth below.

Union Responsibilities

1. In the event that the Union, its officers, agents, representatives, and/or members
engage in any of the conduct prohibited in Subsection A, Prohibited Conduct, the
Union shall immediately instruct any persons engaging in such conduct that their
conduct is in violation of this MOU and unlawful, and they must immediately cease
engaging in conduct prohibited in Subsection A, Prohibited Conduct, and return to
work.

2. If the Union performs all of the responsibilities in good faith set forth in Subsection A,
Prohibited Conduct, its officers, agents, and representatives shall not be liable for
damages for prohibited conduct performed by employees who are covered by this
agreement in violation of Subsection A, Prohibited Conduct.

ARTICLE TWO - GRIEVANCE PROCEDURE

SECTION I - GRIEVANCE PROCEDURE

A.

Definition of Grievance

Grievance shall be defined as a dispute between an employee, group of employees, the
Union on behalf of an individual employee or group of employees, and the City, regarding
the application or interpretation of specific expressed provisions of this MOU, Civil Service
Rules and Regulations, and/or departmental rules and regulations.

Sole and Exclusive Grievance Procedure

1. The following Grievance Procedure shall be the sole and exclusive procedure
for all full-time probationary and permanent status employees covered by this
agreement.

2. This Grievance Procedure shall be the sole and exclusive procedure for

permanent part-time employees regarding provisions of this MOU that
specifically apply to such employees.

Full-Time Probationary Employees
Full-time probationary employees may file a grievance under this procedure but shall
not have the right to file grievances processed under this procedure involving

termination, discharge, demotion, suspension without pay, or performance ratings.
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Probationary employees may be discharged, demoted, or suspended without pay
in accordance with Civil Service Rules and Regulations.

Time Limits for Filing Grievance(s)

Time limits for filing written formal grievances herewith shall be strictly construed, but
may be extended by mutual agreement evidenced in writing and signed by a duly
authorized representative of the City and the grieving party. Failure of the grieving party
to comply with any of the time limits set forth hereunder shall constitute a waiver and bar
to further processing of the grievance.

Representation in Presentation of Grievance

The grieving party may request the assistance of another person of his own choosing in
preparing and presenting the grievance at any level of review, or may be represented by
his recognized employee organization, or may represent himself.

Conferring About Grievance

The employee and his representative, if any, may use a reasonable amount of work time, as
determined by the appropriate management supervisor, in conferring about and
presenting a grievance.

Effect of Election of Grievance Procedure for Resolution of Individual Grievance

Where grieving party has elected to utilize the grievance procedures set forth herein, the
grieving party shall be foreclosed from utilizing any other procedure (such as the Civil
Service Board of Review) within the City for resolution of a complaint based upon the same
facts as the grievance.

SECTION II - GRIEVANCE PROCEDURE STEPS

A.

STEP ONE - Informal Process

The grievant shall discuss his grievance with his immediate supervisor on an informal
basis inan effort to resolve the grievance at that level. The grievant has the obligation to
present the grievance to his immediate supervisor within ten calendar days following the
day when the event upon which the grievance is based occurred, or when the grievant
should have reasonably known of the grievance. If the grievant fails to present the
grievance within ten calendar days, the grievance shall be waived.

STEP TWO - Formal Process/Department Head

If the grievance is not settled at Step One, the grievant may serve written notice of the
grievance, on a form provided by the City, upon his department head. Failure of the
grievant to serve such written notice within ten calendar days following presentation of the
grievance to his immediate supervisor shall constitute a waiver of the grievance.
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If the written grievance is served, the department head or designee shall meet with the
grievant and shall render a decision and comments in writing to the grievant and his
representative within ten calendar days following receipt of the grievance.

STEP THREE - Advisory Arbitration

1. If the grievance is not resolved in Step Two, or if no answer has been received
within the time limits established in Step Two, the grievant must within seven
calendar days present the grievance in writing to the Human Resources Director for
processing. Failure of the grievant to take this action will constitute a waiver and
bar to the grievance.

2. The scope of advisory arbitration of grievances shall be limited to discharges,
demotions, or suspensions without pay. All other grievances shall bypass Step
Three of the grievance procedures and advance to Step Four. A grievant who
chooses advisory arbitration shall be deemed to have made a choice for arbitration
and shall be deemed to have waived his rights of appeal under the Civil Service
Board of Review.

3. The Human Resources Director will process the grievance by invoking the advisory
arbitration process with said impartial arbitrator being jointly selected by both
parties within the shortest possible time, not to exceed ten calendar days from the
date the grievant submitted the written grievance to the Human Resources Director
for processing in Step Three, unless external constraints prohibit compliance, where
upon the earliest date available shall apply.

4. An Arbitrator shall be selected from a list of nine arbitrators from the American
Arbitration Association within five calendar days after receipt of said list by both
parties. If a mutual agreement cannot be reached at a meeting of the two parties as
to selection of an arbitrator, then each party shall strike off a name from the list on
an alternating basis until one name remains, which person shall become the
arbitrator. The party to have the first opportunity to strike a name from the list of
nine arbitrators shall be determined by lot. The priority of striking names shall
alternate from one party to the other each time advisory arbitration is invoked by
the same parties. The appointment of an arbitrator shall be on a case-by-case basis.

5. The arbitrator shall adhere to the rules of evidence so far as is practicable in the
conduct of an administrative proceeding. The arbitrator shall not hear witnesses or
take evidence out of the presence of the other party. The arbitrator shall be bound
by the express terms and conditions of the MOU, as well as the Civil Service Rules
and Regulations, and departmental rules and regulations in determining the validity
of the discharge, demotion, or suspension without pay, shall not have the authority
to recommend any additions or subtractions from the MOU or any provisions of the
Civil Service Rules and Regulations, or departmental rules, regulations, and
procedures. Moreover, the arbitrator shall be limited to ascertaining whether or not
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the individual grievant was discharged, demoted, or suspended without pay in
violation of this MOU, Civil Service Rules and Regulations, or departmental rules
and regulations. The arbitrator shall be strictly bound by the time limits set forth in
the grievance procedure and shall not question or entertain any grievance in which
employees have not adhered to such time limits.

6. Employees called, as witnesses shall be scheduled to be released from duty to testify
at the hearings. So that arrangements can be made for employees to be released
from duty without causing interference with the normal operations and efficiency of
the department, the grievant must submit a list of witnesses, the estimated time that
their testimonies will take, and the hearing date to the Human Resources Director
with a copy to the department head five days prior to the scheduled arbitration date.

7. The findings of fact and the recommendations of the arbitrator shall be transmitted
to the involved parties and the City Administrator.

8. The arbitrator's fee and any mutually agreed upon expenses shall be borne one-half
by the grieving employee and one-half by the City. Calling of witnesses by either
party shall be done with a reasonable amount of restraint.

STEP FOUR - Final Process/City Administrator

If the grievance is submitted to the City Administrator for review and settlement, the City
Administrator, in non-arbitral cases, may elect the methods he considers appropriate for
the study of the issues and shall render a written decision to the parties within fifteen
calendar days. For all cases involving advisory arbitration recommendations, the City
Administrator shall review the entire matter within ten calendar days after receipt of
arbitrator's recommendations and render his decision. The decision of the City
Administrator shall be final.
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ARTICLE THREE - SALARIES AND COMPENSATION

SECTION I - SALARIES FOR GENERAL BI-WEEKLY EMPLOYEES

A.

Salary Adjustment Criteria

Internal classification relationships
Total compensation analysis
Labor market conditions

Financial condition of the City
Cost of living analysis

SAR R

Salary Increases

Effective October 1, 2008 all bargaining unit members shall receive an increase of 3% to the

employee’s base pay;

Effective October 1, 2009, all bargaining unit members shall receive an increase of 3% to the

employee’s base pay.

SECTION II - PAY PLAN

A.

Anniversary/Hire Date

Anniversary date is defined as the date on which the employee was hired in his current
classification. Hire date is defined as the date on which the employee was first hired as a
full-time employee with the City.

Base Salary

Base salary is defined as the salary range assigned to any classification exclusive of
retention incentive, deferred compensation, and any bonus or assignment differentials.

Probationary Period

1. All initial and promotional appointments for full-time positions in the classified
service shall subject to a one-year probationary appointment.

2. Promotional appointees may be granted permanent status before the one year

probationary period expires if the appointing authority objectively determines that

the appointee has sufficiently met all the standards and requirements of the higher
promoted position.

3. The appointing authority should review the issue of permanent status quarterly as
part of the performance evaluation for the promotional appointees.
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D. Step Increases

Newly hired or promoted employees shall receive a five percent salary increase at the
beginning of the payroll period in which the employee's years of service anniversary date
for their current classification falls, in the time period specified.

STEPS 1 2 3 4 5 6 7 8

Time Period One One One One One One One One
Year Year Year Year Year Year Year Year
Step Increase 5% 5% 5% 5% 5% 5% 5% 5%

E. Special Step Increases

The City Council may, in order to adjust obvious inequities or to recognize unusually
meritorious service, grant special step increases within an employee's salary schedule.
Detailed reasons for such special step increases, and the respective dates thereof, must
appear in the minutes of the City Council.

F. Bonus

Effective upon full ratification of this agreement, all bargaining unit members employed by
the City at the time of ratification shall receive a one-time 3% bonus of the employee’s base
pay as of September 30, 2008.

SECTION III - SUPPLEMENTAL COMPENSATION
A. Bilingual Interpretation Assignment

An employee who is responsible for bilingual interpretation and performs this duty on a
regular basis and whose use of this language is of significant benefit to the operations of
the department as determined by the department head shall receive bonus pay according
to the following rules.

1. To be eligible for bilingual assignment bonus an employee must pass a language
proficiency test which is related to the duties and responsibilities of the employee's
position and be designated for such assignment by the employee's department head.
The test need not be written, but may test verbal skills in communication with non-
English speaking persons.

2. Effective January 4, 2002, the City shall pay each designated employee $40 per pay
period for the duration of the assignment.

B. Night Shift Differential Assignment
The City shall pay a night shift differential of five percent per pay period for the following

employees:
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1. All full-time general bi-weekly employees for all hours worked during a daily work
schedule, which includes at least three hours between 5 pm and 7 am

2. Street Sweeper Operators for all hours worked during a daily work schedule, which
includes two hours prior to 7 am.

Retention Incentive Plan

The City provides the following retention incentive plan for all eligible full-time general bi-
weekly employees:

1. Three percent additional compensation per pay period above base salary at the
completion of ten years of full-time service with the City.

2. Three percent additional compensation per pay period above base salary at the
completion of fifteen years of full-time service with the City.

3. Three percent additional compensation per pay period above base salary at the
completion of twenty years of full-time service with the City.

4. Employees hired after July 1, 1977 shall not be eligible for retention incentive bonus.

The above mentioned retention incentive program is not used to compute sick leave,
vacation pay, or deferred compensation computation, which is received by employees
when eligible upon termination and/ or retirement with the City. It shall not be used for
calculating salary increase upon promotion or for maintaining a five percent differential of
supervisor pay rate.

Retirement

1. The City provides retirement coverage through the California Public Employees'
Retirement System (PERS).

The City's contribution is established by the Public Employees' Retirement System
and varies.

. The employee's contribution is eight percent of the total required contribution to the
System. The contribution rate for the employee is governed by State legislation.

Effective July 1, 2006, the City shall pay eight (8%) percent of the employee's PERS
contribution to PERS on account of benefits payable under that Retirement System to
each employee with two or more years of full-time City service. The City shall pay
two and four-d fifths percent (2.80%) of the employee's contribution for each
employee with less than two years of full-time service.
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5. The City provides the following additional retirement benefits:

a. One-year highest compensation as specified in Government Code Section
20042 .
Military service credit as specified in Government Code Section 21024.

C. Pre-Retirement Optional Settlement 2 Death Benefit as specified in

Government Code Section 21548.

6. The City shall provide the 3% @ 60 Formula in accordance with Government Code,
Section 21354.3.

Obnoxious Pay

1. The City shall pay unit members assigned to sewer crew a $17 obnoxious bonus per
pay -period.

Effective January 4, 2002, the City shall provide a $17 per pay period bonus to the following
classifications: Custodial Service Worker, Equipment Service Worker, Heavy Equipment
Mechanic, Lead Equipment Mechanic, Painter, Lead Painter, Tree Trimmer, Senior Tree
Trimmer, Lead Tree Trimmer, Facilities Repair Worker, Lead Facilities Repair Worker, Park
Service Worker, Park Maintenance Worker, Lead Park Maintenance Worker, Lead

Street Repair Worker, Lead Utilities Repair Worker, Public Works Service Worker, Street
Sweeper Operator and Hazardous Waste Specialist.

Effective January 4, 2002, the City shall provide a one-percent range adjustment to Forensic
Specialist \ and Senior Forensic Specialist.

Supervisory Differential

1. All employees covered by this agreement promoted to, or serving in, a higher job
classification, and who are required to directly supervise employees of a lower job
classification shall, for the purpose of this provision, be referred to as "supervisors."

2. All supervisors shall receive a rate of pay, which is five percent per pay period
above the base salary (exclusive of retention incentive or any other bonus or
assignment differential) of any employee of a lower job classification whom they
supervise, excluding temporary, part-time, or Y-rated employees.

3. Employees who are appointed to "acting" status shall not be eligible for supervisory
differential compensation during the time they are serving in an acting
appointment.

Crew Assignment Differential

Unit employees who for one or more days are assigned to and do supervise a crew of three
or more individuals who are temporarily working for the City under such specially funded
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or unfunded programs as Federal or State personnel programs or court referrals, and
whose regular job duties do not normally include directing the work of others, shall be
paid five percent for the period they are performing such supervisory duties.

Emergency Dispatch Personnel

Unit employees who are assigned to provide formal instruction to City employees in the
performance of their job duties to dispatch City personnel to emergencies shall receive an
additional two percent of base pay for each pay period in which at least two days of the
pay period had been spend providing such training. Effective January 4, 2002, this
assignment differential shall be increased to three percent.

ARTICLE FOUR - FRINGE BENEFITS

SECTION I - FRINGE BENEFITS ADMINISTRATION PROVISION

A.

Administration

The City reserves the right to select, change, administer, or fund any fringe benefits
programs involving insurance that now exist or may exist in the future during the term of
this MOU.

Selection and Funding

In the administration of fringe benefits programs involving insurance, the City shall have
the right to select any insurance carrier or other method providing coverage to fund the
benefits provided in Section II during the term of this MOU.

Changes

The City shall consult with the Union prior to any change of insurance carrier or method of
funding coverage for any fringe benefits provided in Section II during the term of this
MOU. No changes in insurance carrier or methods of funding coverage shall result in the
reduction of benefits to any employee covered by this Agreement.

SECTION II - FRINGE BENEFITS

A.

Medical

1. The City has contracted with the Wells Fargo Insurances Services Medical program
to make available to active unit employees and eligible retirees the medical benefits
available under the program.

2. An active full time employee who elects not to obtain coverage for him or herself

shall be required to complete necessary written certification that he/she has medical
coverage under another medical plan,
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Enrollment shall occur as provided in program requirements.

At the time of full ratification all bargaining unit employees and retirees shall be
“grandfathered” into the medical plan of their current enrollment, regardless of which
plan is chosen. Those individuals “grandfathered” in a plan who experience a
qualifying event for a change in insurance coverage (i.e. marriage, birth, adoption,
etc.) are allowed to retain their current medical plan with no additional out-of-pocket
cost.

Employees entering the bargaining unit after the time of full ratification shall receive
shall receive a maximum City contribution of the Kaiser HMO Employee plus Family
Plan rate, which is non-refundable. All bargaining unit employees and retirees,
including new employees, may purchase a plan with a total cost higher than the
Kaiser HMO Employee Plus Family (except for the Aetna 90/60 plan) during the
annual open enrollment period (i.e., pay the difference between the Kaiser family
plan and the higher-costing plan). At no time shall an employee be able to enroll in
the Aetna 90/60 plan after January 1, 2009.

Medical Wavier

1.

Effective May 1, 2009 the City shall provide all active full-time employees who elect
to waive medical coverage in lieu of participating in one of the City’s sponsored
group benefit plans a $200 per month Medical Waiver.

Employees who waive medical insurance after paying the first month’s premium of
selected plan shall be eligible to re-enroll in a City offered plan during open
enrollment and/or following a qualifying event under the guidelines of Section II

(A) (3)-

Dental

1.

The City shall provide a dental plan for employees and their dependents. All
increases in cost shall be borne by the City during the term of this MOU.

The plan has a deductible of $25 per person per year (maximum $100 per family
annually) on charges other than examination, cleaning, and x-rays.

Examination, cleaning once every six months, and one full-mouth x-ray series
annually are covered at 80 percent.

Fillings, extractions, root canals, and certain other routine items are covered at 80
percent.

Prosthetic work is covered at 50% percent.
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6. Effective October 1, 2002 the City agrees to provide orthodontics coverage at 100
percent up to $2,000 per eligible dependent with no deductible.

Optical

The City shall provide a vision care plan for employees and their dependents. All increases
in cost shall be borne by the City during the term of this MOU.

Life Insurance
The City shall pay the premiums for the following policies for each employee:
1. A $5,000 whole life policy, which is effective after 1 year of uninterrupted service.

2. A term life policy equal to the employee's annual salary rounded off to the nearest
$500 and not to exceed $50,000.

Benefits Payable on Retirement, Termination, or Death
1. Life Insurance

Retiring employees, or those employees who terminate, may elect to convert group life
coverage to individual coverage. Such conversion is subject to acceptance by the carrier.
Necessary arrangements must be made with the City and the insurance company before
the effective termination date. Cost of life insurance continuance upon retirement will be
borne by the employee.

2. Vacation

The City will pay for all duly accumulated unused vacation leave to employees who
terminate their employment with the City at the employee's base hourly rate, exclusive of
retention incentive, deferred compensation, or any other bonus or assignment differential.

3. Sick Leave

At retirement, termination after ten years of service, or death, fifty percent (50%) of duly
accumulated unused, uncompensated sick leave will be paid off at the employee's base
hourly rate (exclusive of retention incentive, deferred compensation, or any other bonus
or assignment differential). Employees who are discharged for cause from City service
shall not be eligible for this benefit.

4. Medical Insurance

The City shall provide employees who retire from City service with the opportunity to
participate in the City's then approved group medical insurance plans as then in effect,
provided that they have duly selected to continue said City insurance coverage past
retirement, and provided the insurance carrier accepts the retiring employee for coverage.
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Medical Insurance Benefit Option for Retiring Employees

Effective July 2, 1990 the City agrees to pay on behalf of employees who terminate

City employment through retirement on or after July 2, 1990 and who then have
served at least 20 consecutive years as a City employee, twenty five percent of the
required monthly premium for employee only coverage under the City's then
approved medical insurance plan as then in effect in which the qualifying retiring
employee has been enrolled prior to retirement; provided such employee duly
selected to continue said insurance coverage past retirement, and provided the said
insurance carrier accepts the retiring employee for coverage.

Effective January 1, 2002 the City shall pay 100% of the premiums for an employee
and one dependent, if the employee retires after October 7, 2001 and elects to trade in
1000 hours of accumulated sick and/or vacation leave time.

With respect to retirees who shall be required under the applicable medical plan to
pay for coverage under Medicare, the City will reimburse such retiree for the
premium for such mandatory Medicare coverage, against written verification of
payment, up to a maximum amount equal to the premium contributions provided for
under subparagraph a. of this paragraph 5 without taking into account any reduction
in such medical premiums occasioned by the Medicare coverage.

Employees hired into the City's full time service after July 1, 1990 shall not be eligible
to receive the benefits provided for under this sub-paragraph 5.

The City shall pay 100% of the premium for an employee and one dependent, if the
employee has 25 years of service, and elects to trade in 800 hours of accrued sick and
vacation time.

Effective June 20, 2000 the City agrees to pay on behalf of employees who terminate
City employment through retirement on or after June 20, 2000 and who then have
served at least 15 consecutive years as a City employee, fifty percent and for
employees who have served 25 consecutive years as a City employee, one hundred
percent of the required monthly premium for employee only coverage under the
City’s then approved medical insurance plan as then in effect in which the qualifying
retiring employee has been enrolled prior to retirement; provided such employee
duly selected to continue said insurance coverage past retirement, and provided the
said insurance carrier accepts the retiring employee for coverage.

The City shall pay 75% of the premium for employee only, with 20 consecutive years
of City service.
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Long Term Disability

1.

Effective January 1, 2002 the City will contribution up to $30 per month toward the
premium of any employee who elects to participate in a long term disability plan
with a level of benefits not exceeding that of the current plan administered by the
Union.

The City shall not be required to pay an additional premium to said plan other than
the amount of payment set forth above.

The Union shall notify the City on a monthly basis of those employees participating
in or withdrawing from the Union LTD plan.

Vacation

Vacation leave is accumulated yearly and is computed on the basis of the employee's
hire date as a full-time employee, and is payable at the employee's base hourly rate
(exclusive of retention incentive, deferred compensation, or any other bonus or
assignment differential).

Annual vacation, which is not used in any one year, may be accumulated for use in
succeeding years.

Employees who must change their vacation date due to department request shall
not be subject to loss of vacation if they should have more accumulated vacation
than allowed upon reaching their hire date anniversary.

If a legal City holiday occurs while an employee is on vacation, such holiday time
shall not be deducted from the amount of vacation to which the employee is

entitled.

The City agrees to pay for all accumulated vacation leave to employees who
terminate.

In cases where there are disputes in employee vacation requests, due consideration
shall be given to seniority of service of the parties involved.

Vacation hours accumulated in excess of 240-hours are redeemable at base salary for
up to a maximum of 80-hours once in any twelve-month period.
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The vacation accumulation schedule is as follows:

Years Service Vacation Hours Earned | Hourly Rate Per Pay Period Vacation Hours Available for Use
1 80 3.077 0

2 96 3.692 80
3 112 4.308 96
4 128 4.923 112
5 128 4.923 128
6 128 4.923 128
7 128 4.923 128
8 128 4.923 128
9 144 5.538 128
10 144 5.538 144
11 144 5.538 144
12 144 5.538 144
13 144 5.538 144
14 144 5.538 144
15 160 6.154 144
16 160 6.154 160
17 176 6.769 160
18 176 6.769 176
19 176 6.769 176

The vacation accumulation schedule for employees hired after July 1, 1996 is as follows:

Years Service | Vacation Hours Earned Hourly Rate Per Pay Period | Vacation Hours Available for Use
1 80 3.077 0

2 80 3.077 80
3 96 3.692 80
4 96 3.692 96
5 96 3.692 96
6 112 4.308 96
7 112 4.308 112
8 112 4.308 112
9 128 4.308 112
10 128 4.923 128
11 128 4.923 128
12 136 5.231 128
13 136 5.231 136
14 136 5.231 136
15 144 5.538 136
16 144 5.538 144
17 144 5.538 144
18 144 5.538 144
19 144 5.538 144
20 160 6.154 144
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Sick Leave
1. Effective May 16, 2006 sick leave will be increased to nine hours per month.

2. At retirement, death, or termination after ten years of service, fifty percent of
accumulated sick leave is payable at the employee's base rate (exclusive of
retention incentive, deferred compensation, or any other bonus or assignment
differentials). Employees who are discharged for cause from City service shall not
be eligible for this benefit.

3. Employees who are incapacitated due to serious illness or injury while on vacation
leave shall have such time charged against sick leave when they promptly notify
their supervisor and substantiate such request upon return to work from sick leave.

Holidays
1. Holidays Recognized

All full-time probationary or permanent status employees are eligible for the following
thirteen holidays:

New Year's Day

Martin Luther King Jr. Day (3rd Monday in January)
Washington's Birthday (3rd Monday in February)
Caesar Chavez Day (March 31st)

Memorial Day (last Monday in May)
Independence Day

Labor Day (1st Monday in September)

Veteran's Day (November 11th)

9.  Thanksgiving Day

10. Day after Thanksgiving Day

11. Christmas Eve Day

12.  Christmas Day

13.  New Year's Eve Day

PN DN =

Holidays falling on Monday through Thursday shall be paid at nine (9) hours and holidays
falling on Friday shall be paid at eight (8) hours.

2. Floating Holiday
Effective January 1, 2002 the City shall provide one floating holiday to all full-time unit

members subject to the provisions stipulated under Article Four, Section II (V) Personal
Leave rules, regulations and restrictions.
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3. Friday Holiday

Friday is a holiday when regular holiday falls on Saturday.
4. Monday Holiday

Monday is a holiday when regular holiday falls on Sunday.
5. Two Consecutive Holidays Policy

a. Ininstances of two consecutive holidays where the first day of the regular
holiday is Friday and the second day of the regular holiday is Saturday,
employees shall receive holiday time off on either the preceding Thursday or the
following Monday.

b. Ininstances of two consecutive holidays where the first day of the regular
holiday is Sunday and the second day of the regular holiday is Monday,
employees shall receive holiday time off on either the preceding Friday or the
following Tuesday.

c. Ininstances of two consecutive holidays falling on Saturday and Sunday, half of
the employees shall observe the holiday on the preceding Friday and half of the
employees shall observe the holiday on the following Tuesday. Employees shall
observe Monday as a holiday.

d. Incases where there are disputes in employee holiday requests with regard to
the above stated policy, due consideration shall be given to the seniority of
service of the parties involved.

e. This policy shall not be applicable to Thanksgiving holidays.

f.  Overtime shall be paid for work on holidays in accordance with Article Six
Section I of this Agreement.

K. Bereavement Leave

1.  All full-time General Bi-Weekly employees may have up to sixteen hours of bereave-
ment leave pay when death occurs in their immediate family. Effective January 1, 2002
bereavement leave will be increased to three days.

2. Immediate family shall mean the employee's spouse; the spouse's and employee's
children, foster children, step children, parents or foster parents, step-parents,
grandparents, and siblings; and all degree of relatives not listed but living in the
household of the employee.
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3. Only sixteen working hours of sick leave may be used for bereavement travel time per
occurrence, and not more than thirty-two hours of sick leave may be used for this
purpose in any one fiscal year.

L. Maternity Leave
1. A pregnant employee may work as long as she is able to perform the duties assigned
to her classification. The employee will be required to submit a report from her

personal physician stating:

a. How long she may continue to perform her assigned duties without risk of
injury to herself, others, or the unborn child.

b.  When she may return to work after the termination of her pregnancy.
2. The City will grant a six-month maternity leave of absence during which time the
City will continue its portion of medical, health, dental, and life insurance premiums

for the employee.

3. The employee has the option (immediately before or after) to use her accumulated
sick leave in conjunction with her maternity leave of absence.

M. Library Privilege

Employees who are non-residents of Inglewood may be allowed the privilege of using the
library services without charge.

N. Parking

The City will provide free parking for all full-time employees covered by this Agreement.
The City will determine assignment and location.

O. Uniforms
Recreation Uniforms

1. The City will purchase an original set of uniforms for employees in the Recreation
Division according to City policy from the Administrator's office.

2. Uniforms for Non-Sworn Police and Special Enforcement Employees

a. The City will provide an initial $325 uniform allowance to all full-time and part-
time non-sworn employees in the Police Department and Special Enforcement
Officers who are required to wear uniforms in the performance of job duties.
Effective January 1, 1995, Code Enforcement Officers shall be covered by this
provision. Effective July 1, 2000 the City will provide an initial $375 uniform
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allowance to all full-time and part-time non-sworn employees in the Police
Department and Code Enforcement Officers who are required to wear uniforms
in the performance of job duties.

b. In addition, the City will provide a uniform replacement allowance of $305
effective October 1, 2000 and $330 effective October 1, 2001 for all full-time
employees. Effective October 1, 2000, the City will provide a uniform
replacement allowance of $268 and effective October 1, 2001 $293 for all
permanent part-time and part-time employees. Uniform allowance is payable
once annually during the last pay period in each fiscal year. Part-time employees
will remain on the voucher system.

3. Field Personnel

a. The City will provide a uniform for field personnel in the Parks Division,
Engineering Department, Recreation and Community Services Department
and Public Services Department. The uniform will include pants, shirts,
two jackets and one hat.

b. Pants and shirts will be provided and laundered by the City.

c.  One uniform jacket will be replaced on an "as-needed" basis as determined by
the City during the life of the agreement.

Replacing or Repairing Property of Employees
1. Policy and Procedures

The City shall provide for the payment of the costs of replacing or repairing property or
prostheses of an employee (which are 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 fault or neglect of the employee. If the items
are damaged beyond repair, the actual value of such items will be paid within the
specifications of this policy. Proof of ownership of such items must be shown in writing or
by other reasonable evidence by the employee to the City, and the loss or damage to the
items occurring while in the line of assigned duty must be verified by the employee's
immediate supervisor.

2. Reimbursement Schedule
The reimbursement of items damaged within time noted (from the date of original
purchase) shall be as follows:

Time Noted Percent of Reimbursement
0-18 months 75% of present list price
18-36 months 60% of present list price
36-48 months 50% of present list price
48 months or more 25% of present list price
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The maximum reimbursement for lost or damaged watches shall not exceed $100.
Safety Shoes

The City will provide safety boots/shoes subject to the following provisions:

1. Eligibility

Eligibility for safety boots/shoes shall be limited to those who are subject to safety hazards
requiring protective footwear, as determined by the City Employee Health Manager.

2. Approval

Decisions as to the employee's eligibility and number of pairs of footwear needed shall
initially be determined by the division head, subject to the approval of the City Employee
Health Manager.

3. Replacement on "As-Needed" Basis

Safety footwear will be replaced on an "as-needed" basis, as determined by the division
head, with final approval by the City Employee Health Manager.

4, Return of Shoes

When the City replaces an employee's safety footwear, the pair being replaced must be
returned to the City.

5. Resoled /Re-heeled Shoes

Any pair of safety footwear that can be resoled and/or re-heeled without decreasing
overall function of such footwear will be repaired at City's expense. During the period of
time when the shoes are being repaired, the employee shall wear safety foot guards, as
provided by the City.

6. Replacement with another Pair of Shoes
If the safety footwear is in such condition that it would impair or impede the wear-ability
to the employee, the City will replace shoes with another pair. Should the resoling or re-

heeling of the shoes take longer than five working days, the City will replace shoes with
another pair.
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7. Limitation on Style

The City will limit the styles (Red Wing or approved equal quality) of safety footwear it
provides to appropriate functional and utilitarian styles as determined by division heads
with the approval of the City’s Employee Health Manager.

8. Preference of Style

Should an employee for personal preference wish to purchase a more costly style of
footwear from other than the approved vendor, the employee will pay the difference
between the City's cost of the footwear and cost of the footwear selected by the employee,
provided that the new style and quality is approved by the City Employee Health & Safety
Manager.

Jury Duty

1. Full pay for jury duty will be limited to ten calendar days in any one calendar year.
The employee must give the City any fees received as a juror, excluding mileage
fees, in exchange for their regular paycheck.

2. This time may be extended should a formal request be submitted to the Human
Resources Director by the Jury Commissioner.

Educational Reimbursement

1. Effective May 16, 2006, the City will reimburse full-time permanent employees who
attend public or private institutions for academic credit up to a maximum of $400
per employee per fiscal year.

2. Payable expenses shall be tuition and books.

3. The subject matter of the courses must be related directly to the functions of the City
or be a required course for a degree and contribute to the performance of that

employee in his present City position, a possible promotional position, or transfer.

4. Each request for reimbursement must be approved in advance by the department
head. Reimbursement shall be contingent upon successful completion of the course.

Voluntary Deferred Compensation Plan
The City provides a voluntary deferred compensation plan as per standards approved for
all full-time employees who elect to participate.

Personal Leave

1. The provisions of this article shall be effective upon City Council adoption of a 2001
-2003 MOU.
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No personal leave shall be converted to cash.

If the personal leave described herein is not utilized on or before December 31st of
each year then it shall be eliminated from each employee’s personal leave account
and there shall be no substitute of any other benefit in lieu thereof.

Eligibility to accrue and/or utilize the personal leave described herein is contingent
upon the unit member being employed by the City on the date that the leave is
accrued and/or utilized.

Utilization of this personal leave shall be subject to all use and approval rules,
regulations and restrictions, which apply to use of vacation time.

Compensated time off by use of personal leave shall be in the number of hours equal
to the employee’s scheduled daily hours of work on the date that the personal leave
is used.

Subject to the provisions described above, one (1) personal leave day shall be
credited to each unit member’s account effective January 1st of each year or such
later date during the year that the unit member is first employed by the City.

Payroll shall credit this personal leave in an account separate and distinct from

“other leaves” and the employee’s payroll check shall show this separate
accounting.
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ARTICLE FIVE - WORKING CONDITIONS

SECTION I - ACTING APPOINTMENT COMPENSATION

A.

Definition

An acting status employee is a probationary or permanent status City employee who is
appointed to perform the responsibilities of a vacated or newly-created full-time position
of a higher level than that currently held by the employee. A vacated position shall mean
one from which the incumbent employee has been given extended leave of one pay period
or more, or has terminated.

Policies and Procedures
1. Authority for Appointments

The appointing authority for acting appointments will be the City Administrator or his
designate.

2. Types of Appointments

Acting appointments may be made only to fulfill the responsibilities of the vacated position
until such time as an appropriate selection procedure is held and a permanent appointment
is made, or until such time as the incumbent has returned to duty.

3. Extension of Appointments

Acting appointments may not be extended for a period greater than ninety days without
special approval of the City Administrator.

4. Limitation on Appointments

Acting appointments may not be made in excess of authorized strength or budgeted funds
without approval of the City Council.

5. Appointment/ Assignment Pay

Upon assignment of acting duty status an employee will begin to earn a salary which is
equal to step A of the salary assigned to the acting position, but shall at all times receive at
least five percent above the salary of the employee's permanent position.

6. Benefit Accrual

While working in an acting capacity, employees will continue to accrue and have recorded
general, special, or normal salary step increases in the employee's permanent position.
However, such salary increases will be paid only to maintain a minimum of five percent

differential above the salary to which an employee is entitled in his permanent position.
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7. Appointments While Maintaining Current Responsibilities

Employees who are appointed to a higher level position on an acting basis, while also
tulfilling the responsibilities of their permanent position, will at all times earn a salary
which is at least ten percent more than the salary to which they are entitled in their
permanent position.

Ineligibility for Supervisory Differential

Employees who are appointed to acting status shall not be eligible for supervisory
differential compensation during the time they are serving in an acting appointment.

SECTION II - LAYOFF AND REEMPLOYMENT POLICIES

A.

Layoff Procedures

The City Council or City Administrator may separate any employee or class of positions
without prejudice because of financial or economic conditions of the City, reduction of
work, or abandonment of activities. The City shall give such employees not less than two
weeks advance notice of separation and the reason therefore. However, no permanent full-
time employee shall be separated from a department while emergency, seasonal,
probationary, part-time, or temporary employees are employed and serving in the same
positions in the department. The conditions of layoff shall be as follows.

1. Order of Separation

The principal criterion used in determining the order of separation and bumping rights
shall be seniority (time worked within a class within the City), provided the employee
presently possesses the skills, ability, and qualifications to perform the job. Furthermore,
seniority shall govern unless the following criteria show that ability, merit, and record of
the employees considered for layoff are not equal.

Last four performance evaluations ratings

History of written disciplinary actions

Attendance record -- tardiness and unexcused absences

In the event the less senior employee in the position in the class to be laid off
has superior skills, ability, qualifications, merit, and record, as determined in
the above manner, then the more senior employee shall be laid off.

e. The City shall have the burden of establishing the above criteria.

o oe

2. Bumping Rights

Seniority within the City, for bumping or layoff purposes, is determined by time worked
within a classification in the City. If you were hired as a Special Enforcement Officer (SEO)
in 1985 and promoted to Senior SEO in 1990, you will have five years seniority as an SEO
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and approximately nine years seniority as a Senior SEO as of 1999. Your total City seniority
would be 14 years. If you are laid off or voluntarily demoted from the position of Senior
SEO, you would bump back to a SEO position with nine years of seniority, which is less
seniority than an SEO hired in 1989.

Within the classification area of Personnel, there is the concept of Series Classifications.
Under this concept an employer recognizes the increasing levels of responsibility,

complexity, and skill associated with various classes of work within a classification series.

Examples of class series within the City’s Classification Plan are:

Tree Trimmer Public Safety Dispatcher Library Clerk
Senior Tree Trimmer Senior Public Safety Dispatcher Senior Library Clerk
Lead Tree Trimmer Public Safety Dispatcher Supervisor

Tree Maintenance Supervisor

In instances where employees began their career at the entry-level classification within a
class series and subsequently promoted within the series, that seniority accrued at the
higher classification will be combined with that at the lower classification so that they
would retain seniority over employees hired into the lower classification after them.
Employees with greater overall seniority within the class series are not eligible to bump
into positions/classifications that they have never occupied. If an employee transfers or
promotes to a budgeted position outside the class series and subsequently returns to a
classification/ position within the series, service outside would not be counted toward
seniority within the class series.

3. Offer of Reassignment

An employee's appointment shall not be terminated as a result of a layoff before he has
been made reasonable offer of reassignment, if such offer is immediately possible. This
provision shall not apply to employees who are laid off for thirty calendar days or less.

4. Laid Off Employees on Re-employment Register

The names of permanent employees who have been laid off due to reduction in force shall
be placed on an appropriate layoff/re-employment list according to date separated, and
shall be eligible for re-employment. The last employee laid off shall be the first employee
on the list, with other employees listed in sequential order thereafter. Each employee on a
layoff/re-employment list shall remain on that list for one year, at which time the list
expires unless extended by the City Administrator. The City Administrator can extend the
active period of re-employment lists or individual employees' eligibility on such lists for a
six-month period as he determines to be in the best interest of the City.
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5. Appointment of Laid-Off Employees to Lower Class

The City Administrator may approve the appointment of an employee who is to be laid off
to an existing vacancy in a lower class for which he is qualified without requiring an
examination, provided the appropriate appointing authority so appoints.

Transfer Job Elimination Policy

The intent of this policy is to avoid use of the layoff procedure by providing for voluntary
transfer(s) prior to layoffs. Any employee in a classification in which a position has been
designated for elimination may request a transfer to a vacant position for which he is
qualified. Such transfer shall be subject to approval by the City Administrator. In cases
where the transfer was necessitated by said proposed job elimination, the service time in
the position to which the employee has transferred shall be credited to service time in the
position from which the employee transferred. The salary step and range assigned to the
transferred employee shall be in accordance with the City's Civil Service Rules and
Regulations and the compensation plan.

Job Elimination

Any full-time general bi-weekly employee with less than ten years of service and
satisfactory or above performance rating whose job is eliminated and employment
terminated shall receive base compensation for one pay period and 33 percent of unused
sick leave as severance pay, and two weeks notice.

SECTION III - PERSONNEL POLICIES

A.

The City shall, at reasonable times and upon the request of an employee, permit that
employee to inspect personnel files which are used or have been used to determine the
employee's qualifications for employment, promotion, additional compensation,
disciplinary action or termination.

This section does not apply to the records of an employee relating to the investigation of a
possible criminal offense. It shall not apply to letters of reference.

Representation

Employees shall be entitled to have a Union representative present, upon request, at any
and all meetings or interrogations in accordance with Government Code Section 3500.

Seniority (new)

Seniority for unit members shall be the first criteria considered when assigning shift
assignments, overtime, and vacation scheduling among members who share a single job
classification within a department/division. Seniority shall be based solely on time spent in
service in the unit by classification.
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SECTION IV - UNIFORM REQUIREMENTS AND RESTRICTIONS

A.

The City Administrator will establish and review the type of uniform dress and/or
employee classifications that require uniforms.

Employees must wear uniform pants and shirt while on duty unless permission to do
otherwise has been received from the immediate supervisor.

The following uniform requirements shall be observed at all times:

1. Shirts must remain tucked in.
2. T-shirts are not permissible as an outer garment.
3. Nametags and logos shall not be removed.

Jackets and hats are optional dress, but if worn, they must be of the type purchased by the
City. Jackets and hats shall remain clean and unadorned.

Employees who are on duty and do not comply with requirements in this section may be
subject to disciplinary action. On the first occurrence the employee will be given an oral
warning; on the second, a written reprimand; and on the third, one day suspension without
pay. Further occurrences will result in additional progressive discipline.

SECTION V - WORK WEEK

The city shall offer to employees where feasible an alternate work schedule to include a 9/80 or

4/10.

A.

Work Week Definition

Workweek is a fixed and regularly recurring period of time consisting of forty hours in
seven consecutive days (seven consecutive 24-hour periods). Nothing contained herein
shall be construed as guaranteeing to any employee a minimum number of hours per
day, days per week, weeks per  year, or any other guarantee of work.

Work Week for Water Treatment Plant

The workweek for employees assigned to shift work schedules in the Water Treatment
Plant shall consist of eighty hours in fourteen consecutive days (fourteen consecutive 24-
hour periods).

City Rights

The City has the right to establish, modify, or change working schedules and work weeks.

The City shall notify employees of any such changes or modifications within five calendar
days except in emergencies.
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SECTION VI - EMPLOYMENT OF RELATIVES

A.

In order to minimize problems relating to supervision, morale, safety and security, it is
necessary to regulate the employment of relatives by the City. Therefore, applicants will
not be hired and employees will not be placed into positions if the result would be that:

1. One person would be supervised by or be in the chain of command of a relative;
2. One person would participate in making, or advising on, employment decisions
concerning a relative;

3. One person would be employed in the same department or division as a relative
and, if for reasons of supervision, morale, safety or security, it is determined that
the work involves potential conflicts of interest or other hazards greater for relatives
than for non-relatives;

Employees who are working for the City prior to the effective date of this Policy under
circumstances which would violate the provisions of paragraph A., 1, 2 and 3 above, will
not have their employment circumstances modified on account of this policy provided
these circumstances do not, in the judgment of the City, create a problem of supervision,
morale, safety or security. Should one of these employees become separated from
employment by the City and later reapply, he/she will not be eligible for rehire in
circumstances which would create a violation of paragraph a., 1, 2 and 3 of this Policy.

Employees of the City who become relatives after the effective date of this policy and work
in circumstances, which violate the provisions of paragraph A., 1, 2 and 3 above will be
subject to this Regulation. In such circumstances, the City will make reasonable efforts to
reassign job duties so as to minimize problems of supervision, safety, security or morale.

If no reasonable effort will alleviate the problem of supervision, safety, security or morale,
the City will determine whether, and under what circumstances, an employee may be
permitted to remain in his/her current position. In applying this paragraph, the City will
choose which of the employees will be affected, with primary consideration given to the
operational needs of the City, including interests of economy, efficiency and

effectiveness, and giving consideration to the work history and seniority of the employees
affected.

For purposes of this policy "relatives" includes: spouse; a spousal type relationship which
has, however, not been legally certified; parent (including foster, step, in-law); sibling
(including foster, step, adoptive and in-law); children (including adoptive, foster or

step); grandparent or grandchild; aunt or uncle; niece or nephew; and any other relative
living in the same household as the employee.

Employees are responsible for advising their immediate supervisor if they are related or
become related to another employee or City Council member.
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SECTION VII - FAMILY AND MEDICAL CARE LEAVE POLICY

A.

To the extent not already provided for under current leave policies and provisions, the City
will provide family and medical care leave for eligible employees as required by State and
Federal law. The following provisions set forth certain of the rights and obligations with
respect to such leave. Rights and obligations, which are not specifically set forth below, are
set forth in the Department of Labor regulations implementing the Federal Family and
Medical Leave Act of 1993 ("FMLA") and the regulations of the California Family Rights
Act ("CFRA")(Government Code § 12945.2). Unless otherwise provided by this article,
"Leave" under this article shall mean leave pursuant to the FMLA and CFRA.

An employee is eligible for leave if he/she has been employed for at least 12 months and
has worked at least 1250 hours during the 12-month period immediately preceding the
commencement of leave.

Eligible employees are entitled to a total of 12 work weeks of leave during any 12 month
period measured forward from the date an employee's leave first begins. An employee's
entitlement to leave for birth or placement of a child for adoption or foster care expires 12
months after the birth or placement.

If an employee requests leave for any reason permitted under the law, he/she must
exhaust all accrued leaves (except sick leave) in connection with the leave. The exhaustion
of accrued leave will run concurrently with the leave. If an employee requests leave for
his/her own serious health condition, in addition to exhausting other accrued leaves, the
employee shall also concurrently exhaust sick leave.

SECTION VIII - CONTRACT SERVICES

The City shall meet with the Union to discuss contracting out prior to reaching any final decision
to sub-contract or privatize the work performed by bargaining unit members.

SECTION IX - JOINT LABOR/ MANAGEMENT COMMITTEE

1. The City and the Union agree to establish a Joint Labor and Management Committee
that shall meet at mutually agreeable intervals, but not less than quarterly. The
objective of the Committee shall be to constructively consider issues of mutual
interest to the parties.

2. The City and the Union shall each appoint four (4) representatives so serve on the
Committee. Others interested parties may attend the Committee meeting by
mutual agreement of the parties.

3. Unit employee serving on the Committee as representatives of the Union shall be

entitled to up to two (2) hours of straight time pay for attendance at Committee
meetings.
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4. Time spent in Committee meetings shall not be considered hours worked for
overtime purposes. Meetings shall be scheduled so as not to interfere with City
operations.

SECTION X - REPRIMANDS

Reprimands (as defined in Civil Service Rule VII, Section 1(b)), will be removed from an
employee’s personnel record after four years as long as the employee has had no further
disciplinary measures during this four year period. Notwithstanding the foregoing, such
reprimands may be used for impeachment after the four year period.

ARTICLE SIX - OVERTIME
SECTION I - OVERTIME PROVISIONS
A. Definition of Terms

The following terms shall be understood to be defined as follows:

1. Employees - Shall mean all full-time employees covered by this MOU.

2. Work Week - A workweek is a fixed and regularly recurring period of time
consisting of forty hours in seven consecutive days (seven consecutive 24-hour
periods). The workweek for employees working in the Water Treatment Plant shall
be a period of time consisting of 14 consecutive days (14 consecutive 24-hour
periods).

3. Hours Worked - Shall be considered, as the time the City requires an employee to
work. Hours worked shall specifically exclude sick leave, standby time, call back
time, and any leave benefit, which is granted without, pay.

4, Regular Hourly Rate of Pay - Shall be based on employee's assigned bi-weekly
salary range adjusted for a forty hour work week, depending on assignments, and
shall not include retention incentive, deferred compensation, assignment bonuses, or
assignment differentials.

B. Overtime Provisions

The following provisions shall be considered overtime and be compensated accordingly:

1. Regular Overtime
a. Overtime shall be paid at one and one-half times the employee's regular base

hourly rate of pay for all hours worked in excess of forty hours within the
employee's assigned work week.
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b. Where the City requires job training on the employee's time or during the
employee's regular work time, such time shall not be counted toward the
computation of overtime. Assigned job training to maintain job standards,
either on the employee's time or during the employee's regular work time,
shall be compensated at the employee's regular base straight-time hourly rate

of pay.

C. This provision shall not apply to Water Treatment Plant Operators who are
eligible for overtime only for all hours worked in excess of eighty hours
within any fourteen consecutive 24-hour periods.

Call-Back Overtime

Full-time employees who are called back to duty after they have completed their
normal work schedule and have left work or are on their day off shall receive
overtime compensation for all hours worked during such assignment.

Holiday Overtime

Full-time employees shall receive overtime pay for all hours actually worked on the
holiday. In addition, full-time employees who work on a holiday shall receive
holiday pay, which consists of straight time pay for the number of hours the
employee is regularly assigned to work.

Library Overtime

Library employees who work Sunday shall receive overtime compensation at time
and one-half of heir regular bases hourly rate of pay for all hours actually worked
on Sunday.

Overtime Accrual

Overtime of less than 18 minutes per day shall not be considered for overtime
computations and shall be disregarded for payroll purposes. Overtime of at least 18
minutes per day, and not more than 30 minutes per day, will be compensated as 30
minutes (5/10 hour per day). Overtime work extending beyond 30 minutes per day
and consuming no more than one hour per day will be compensated as one hour per
day. All overtime worked beyond one hour per day will accrue in units of six
minutes (tenths of an hour).

Authority of City
Nothing herein is intended to limit or restrict the authority of the City to require any

employee to perform overtime work, except that the City should make reasonable
efforts to secure volunteers to work overtime.
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SECTION II - COMPENSATORY TIME

A.

Definition and Accrual

Compensatory time is defined as time off in lieu of overtime pay which may be granted by
the City upon request of the employee and with prior approval of the supervisor.
Employees covered by this agreement may accrue compensatory time in lieu of overtime
pay at the rate of one and one-half. The maximum accrual of total compensatory time may
not exceed a total on record of forty hours per fiscal year. The unused compensatory time,
not to exceed forty hours, is payable at the employee's base hourly rate in effect for the
employee at the date of accrual of such compensatory time.

Approval for Taking Time Off

An employee wishing to take compensatory time off must give reasonable notice to the
City and obtain the prior approval of his supervisor.

SECTION III - STANDBY ASSIGNMENT AND COMPENSATION

A.

Definition

Standby is defined as the time when an employee is directed by an authorized supervisor
to be available for work on an on-call basis during a specified off-duty period of time. An
employee assigned to standby must be able to be reached at any time during the
assignment by a designated telephone number.

Rate of Pay

An employee assigned to standby shall be paid at one and one half times the regular rate
for the following periods of time:

Two hours of pay for each 16 hours of weekday standby; and
- Four hours of pay for each 24 hours of weekend and holiday standby.

1. An employee who is called back to work during an authorized standby assignment
shall be entitled to receive the minimums described in Paragraph B above if hours
worked, including travel time up to one hour, equal an amount that is the same or
less than B above.

2. An employee who is called back to work during an authorized standby assignment
and whose hours worked, including travel time of up to one hour, exceeds the
minimums established in B above, the employee shall have the total hours

reported and paid as call-back hours.

There shall be no pyramiding of standby and callback pay.
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ARTICLE SEVEN - GENERAL PROVISIONS
SECTION I - WAIVER PROVISION ON BARGAINING DURING TERM OF AGREEMENT

Except as specifically provided for in this agreement or by mutual agreement in writing during
the term of this Memorandum of Understanding, the parties hereto mutually agree not to seek to
negotiate or bargain with respect to any matters pertaining to rates, wages, hours, and terms and
conditions of employment, whether or not covered by this MOU or in the negotiations leading
thereto, and irrespective of whether or not matters were discussed or were even within the
contemplation of the parties hereto during negotiations leading to this MOU, and any rights in
that respect are hereby expressly waived during the term of this agreement.

SECTION II - EMERGENCY WAIVER PROVISION

In the event of circumstances beyond the control of the City, such as acts of God, fire, flood,
insurrection, civil disorder, national emergency, or similar circumstances, the provisions of this
MOU, which restrict the City’s ability to respond to these emergencies, shall be suspended for the
duration of such emergency. After the emergency is declared over, the Union shall have the right
to meet and confer with the City regarding the impact on employees of the suspension of these
provisions in the MOU.

SECTION III - SEVERABILITY PROVISION

Should any provision of this MOU be found to be inoperative, void, or invalid by a court of
competent jurisdiction, all other provisions of this MOU shall remain in full force and effect for
the duration of this MOU.

SECTION IV - LAWS, RULES, REGULATIONS, AND AMENDMENTS
A. Sole and Entire Memorandum of Understanding

It is the intent of the parties hereto that the provisions of this MOU shall supersede all prior
agreements and MOU's, oral or written, expressed or implied, between the parties; and
shall govern their entire relationship \ and shall be the sole source of any and all rights or
claims which may be asserted hereunder or otherwise. This MOU is not intended to cover
any matters preempted by Federal or State Law or City Charter.

B. Civil Service and Departmental Rules and Regulations

It is understood and agreed that there exist within the City, in written form, Civil Service
Rules and Regulations, and departmental rules, regulations, and procedures. Except as
specifically modified by this MOU, these rules and regulations and any subsequent
amendments thereto shall be in full force and effect during the term of this MOU. Before
any new or subsequent amendments to these Civil Service Rules and Regulations and/or
departmental rules, regulations, and procedures directly affecting wages, hours, and/or
terms and conditions of employment are implemented, the City shall meet and confer with
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the Union regarding such changes in accordance with Government Code Section 3500 et
seq. Nothing provided herein shall prevent the City from implementing such rules and
regulations provided it has met and conferred with the Union as required by law, provided
employee benefits are not diminished unless agreed to by the Union.

SECTION V - IMPASSE PROVISIONS

The impasse procedure to be utilized for resolving impasses between the City and the Union
evolving from meet and confer sessions, or over the interpretation or the application of a currently
existing MOU, or as relating to matters within the scope of representation and evolving from meet
and confer sessions for a new MOU, shall be the impasse procedure set forth in the City of
Inglewood's Employer-Employee Relations Resolution, Article III, Sections 12 and 13.

SECTION VI - AMENDMENTS TO MEMORANDUM OF UNDERSTANDING

The provisions of this MOU can be amended, supplemented, rescinded, or otherwise altered only
by mutual agreement in writing, hereafter signed by the designated representatives of the City
and the Union and adopted by the City Council of the City of Inglewood.

SECTION VII - TERM OF THIS AGREEMENT

This agreement shall remain in full force and effect through September 30, 2010. “Me too” clause
the bonus/salary increase formula set out above under “Salaries and Compensation” (3% bonus,
3% increase, 3% increase) will be the same as the management bargaining group; however, this
does not apply to any salary and compensation agreements which involve converting current
IMEO benefits to a bonus or base salary. The “me too” clause does not apply to any other parts of
the IMEO contract. All other terms and conditions of the Memorandum of Understanding
unchanged.

SECTION VIII - RATIFICATION AND EXECUTION

The City and the Union acknowledge that this Memorandum of Understanding shall not be in full
force and effect until ratified by its membership and adopted in the form of a resolution by the
City Council of the City of Inglewood. Subject to the foregoing, this Memorandum of
Understanding is hereby executed by the authorized representatives of the City and the Union
and entered into this 21st day of April 2009.
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SEIU Bargaining Team
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Joseph Watson

Beverly Lockhart

Talai Smith
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