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DATE: July 11, 2011
BOARD MEETING DATE: July 26, 2011
SPECIAL NOTICE/HEARING: None
VOTE REQUIRED: Majority

TO: Honorable Board of Supervisors

FROM: Donna Vaillancourt, Human Resources Director
Nicole McKay, Employee Relations Manager

SUBJECT: Memorandum of Understanding with California Nurses Association
(CNA)
RECOMMENDATION:

Adopt a Resolution adopting the successor Memorandum of Understanding with the
California Nurses Association (CNA) for the provision of salary and benefits for the term
of January 23, 2011 through July 5, 2014.

BACKGROUND/DISCUSSION:

The current MOU expired on January 22, 2011, and the County concluded negotiations
with CNA on June 15, 2011. The membership has ratified the County’s offer, which will
achieve ongoing structural changes in health benefits and retirement. CNA represents
approximately seven percent of County employees in bargaining units. The following
summarizes the major elements in the Memoranda of Understanding.

Term
January 23, 2011 — July 5, 2014 (Three years, six months)

Market Adjustment

Classifications in this bargaining unit will receive a two percent market adjustment upon
adoption of this agreement. Additionally, there will be a two percent market adjustment
in January of 2012 and another two percent market adjustment in January 2013.

Health Benefits
Effective May 1, 2011, all three medical plans had increases in co-pays.

Effective July 2011 and January 1, 2012, each CNA employee will receive a $100 credit
to their flexible health care spending account.



Retirement

New employees hired on or after August 7, 2011 will be offered two retirement tiers;
1.7255% @ 58, or a non-contributory plan. The current plan of 2% @ 55.5 will be
closed, however, will remain available for an employee to purchase after the completion
of ten years of service if the employee elects to pay all costs retroactive to their date of
hire.

New employees hired on or after August 7, 2011 will pay fifty percent of the retirement
cost of living adjustment (COLA).

Effective January 8, 2012, current employees will pay 25% of the cost of the Retirement
COLA excluding those who began payment of 50% as described above

County Counsel has reviewed and approved the Resolution as to form. Approval of this
MOU contributes to Shared Vision 2025 of a Prosperous Community by ensuring cost-
effective compensation structures for County employees.

FISCAL IMPACT:
The cost of this three-and-a-half year agreement will be approximately $2,982,000.
Retirement savings are estimated to be more than $2,800,000 (cumulative) by year ten.




RESOLUTION NO.

BOARD OF SUPERVISORS, COUNTY OF SAN MATEO, STATE OF CALIFORNIA

* k% * * * %

RESOLUTION ADOPTING THE SUCCESSOR MEMORANDUM OF
UNDERSTANDING WITH THE CALIFORNIA NURSES ASSOCIATION (CNA) FOR
THE PROVISION OF SALARY AND BENEFITS FOR THE TERM OF JANUARY 23,

2011 THROUGH JULY 5, 2014

RESOLVED, by the Board of Supervisors of the County of San Mateo, State of

California, that

WHEREAS, here has been presented to the Board for its consideration and
ratification a Memorandum of Understanding with California Nurses Association (CNA)
reference to which is hereby made for further particulars, which provides for salary and

benefits for the period commencing January 23, 2011, and ending July 5, 2014, and

WHEREAS, this Board has examined and approved the Memorandum of

Understanding as to both form and content and desires to ratify and adopt the same;

NOW, THEREFORE, IT IS HEREBY DETERMINED AND ORDERED that the
Board of Supervisors hereby ratifies and adopts said Memorandum of Understanding

and approves the schedules of compensation and benefits set forth therein.

* * % * * *



Memorandum of Understanding
between
County of San Mateo
and

California Nurses Association
(CNA)

January 23, 2011 — July 5, 2014



California Nurses Association
Memorandum Of Understanding
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MEMORANDUM OF UNDERSTANDING

The Cdifornia Nurses Association and representatives of the County of San Mateo have met and
conferred in good faith regarding wages, hours and other terms and conditions, have exchanged freely
information, opinions, and proposals and have endeavored to reach agreement on all matters relating to
the employment conditions and employer-employee relations of such employees. This Memorandum
of Understanding (MOU) is entered into pursuant to the Meyers-Milias-Brown Act (Government Code
Sections 3500 et. seq.) and has been jointly prepared by the parties.

ThisMOU shall be presented by the Association to the employees to be covered hereby for ratification
by said employees, and shal thereafter be presented to the County Board of Supervisors and, if
appropriate, to the Civil Service Commission as the joint recommendations of the undersigned for
salary and employee benefit adjustments for the period commencing January 23, 2011 and ending July
5, 2014.

Section 1. Recognition

The Cadlifornia Nurses Association, hereinafter referred to as the "Association” is the recognized
employee organization for the Registered Nurses Unit, certified pursuant to Resolution No. 38586,
adopted by the Board of Supervisorson May 16, 1978.

Section 2. Association Security

21  DuesDeduction

The Association may have the regular dues of its members within the Unit deducted from
employees paychecks under procedures prescribed by the County Controller for such
deductions. Dues deduction shall be made only upon signed authorization from the nurse on a
form furnished by the County, and shal continue (1) until such authorization is revoked in
writing by the nurse; or (2) until the transfer of the nurse to a unit represented by another
employee organization. Nurses may authorize dues deductions only for the organization
certified as the recognized employee organization of the unit to which such employees are
assigned.

2.2  Voluntary Political Education and Action Fund
The Employer agrees to administer a voluntary check-off of employee contributions to the
Union's political education and action fund. The program shall include the following
provisions.
1. Contributionsto the political education and action fund are voluntary for employees.
2. The Union is responsible for obtaining check-off authorization from each employee who
wishesto have avoluntary payroll deduction.
3. The Union will reimburse the employer for the costs of administering the payroll
deduction.

22  Agency Shop
A. The Association agrees it has a duty to provide fair and nondiscriminatory

representation to al nursesin al classes in the units for which this section is applicable
regardless of whether they are members of the Association.

B. All nurses employed in the representation unit shal as a condition of employment
either:



1. Become and remain a member of the Association; or

2. Pay to the Association, an agency shop fee in an amount which does not exceed
an amount which may be lawfully collected under applicable constitutional,
statutory, and case law (e.g., Hudson v. Chicago Teachers Association, Local
No. 1, AFL-CLO), which shall be less than the monthly dues made during the
duration of this MOU, it being understood that it shall be the sole responsibility
of the Association to determine an agency shop fee which meets the above
criteria; or

3. Do both of the following:

a) Execute a written declaration that the nurse is a member of a bonafide
religion, body, or sect which has higtoricaly held a conscientious
objection to joining or financialy supporting any public employee
organization as a condition of employment; and

b) Pay a sum equa to the agency fee described above to one of the
negotiated non-religious, non-labor, charitable funds exempt from
taxation under Section 501(c) (3) of the Internal Revenue Code.

As a condition of employment, all new nurses who are hired into a classfication
covered by this MOU shal at the time of hire execute an authorization for the payroll
deduction of one of the options specified in Section B. 1, 2, and 3 above.

Those nurses who eect membership in the Association shal continue to pay
Association dues for the duration of this and each MOU thereafter. For a period of 90
to 70 days prior to the expiration of this and any subsequent MOU, any nurse who is a
member of the Association shal have the right to withdraw from the Association by
discontinuing dues deduction and selecting one of the options specified in Section B
above. Said withdrawal shall be communicated by the nurse during that period of time
in writing to the County Controller to be delivered by certified mail and must be
postmarked during the 90 to 70 day period. Nurses who are subsequently employed in a
position outside of the units represented by the Association shall not be required to
continue dues deduction.

The Association shall provide the County with sufficient copies of the Association's
"Hudson Procedure” for the determination and protest of its agency shop fees so that
the County can provide a copy to every nurse hired into a class represented by the
Association. The Association shall provide acopy of said "Hudson Procedure” to every
fee payer covered by this MOU annually and as a condition to any change in the agency
shop fee. Failure by an employee to invoke the Association's Hudson Procedure within
one month after actual notice of the Hudson Procedure shall be awaiver by the nurse of
their right to contest the amount of the agency shop fee.

If, after dl other involuntary and insurance premium deductions are made in any pay
period the balance is not sufficient to pay the deduction of Association dues, agency
fee, or charity fee required by this Section, no such deduction shall be made for the
current pay period.



2.3

G. The provisions of B and C above shall not apply during periods that anurse is separated
from the representation unit but shall be reinstated upon the return of the nurse to the
Unit. The term separation includes transfer out of the unit, layoff, and leave of absence
of more than 30 days.

H. Annuadly, the Association shall provide Employee Relations with copies of the
financia report the Association annualy files with the California Public Employee
Relations Board or the U. S. Department of Labor (Form LM-2). Such report shall be
available to employeesin the unit. Failure to file such a report within 60 days after the
end of its fiscal year shal result in the termination of al agency shop fee deductions
without jeopardy to any employee, until said report isfiled.

Compliance
1 A nurse employed in a representation unit that has been granted Agency Shop

in accordance with Section C above and all nurses hired into ajob class covered
by this MOU shall be provided with an "Employee Authorization for Payroll
Deduction” card by CNA.

2. If any currently employed nurse fails to authorize one of the above deductions
within 30 calendar days of hire into a classification covered by this MOU, the
County shall involuntarily deduct the agency fee from the nurse’'s paycheck.
The Controller shall determine the timing of such automatic deductions.

J The Association shal indemnify, defend, and save the County harmless against any and
al claims, demands, suits, orders, or judgments, or other forms of liability that arise out
of or by reason of this association security section, or action taken or not taken by the
County under this Section. This includes, but is not limited to, the County's attorneys
feesand costs.

K. Should nurses in a bargaining unit represented by CNA vote to rescind Agency Shop
the provisions of 2.2 shal apply to dues-paying members.

Communications with Employees

Use of space on available bulletin boards shall be provided in each facility for the purpose of
posting notices of official CNA business. Prior to posting, al materia must be authorized by
the department head or designated representative and the CNA representative. All notices will
be posted by CNA's designated representative, and such material must bear the signature of a
registered CNA officia or be printed on officid CNA letterhead. Materia which may be
posted on the bulletin board is restricted to the following matters:

@ Association meetings

(20  Association committee reports

3 Association appointments

(4  Association eections and results

(5) Association bylaws or extracts from official CNA publications

CNA may distribute materials to represented nurses through County mail distribution channels
if approved by Employee Relations. This privilege may be revoked in the event of abuse after
Employee Relations consults with representatives of CNA.

Authorized CNA representatives may be granted access to al hospital and health facilities in
which nurses covered by this MOU are employed for the purpose of observing working
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25

conditions. This right shall be exercised reasonably. CNA representatives desiring such access
shall obtain permission from the department head or his/her representative before entering any
working areas of the facility and shall inform said management representative of the purpose of
the visit. CNA representatives granted access to facilities shall not interfere with the normal
conduct of work nor shall they order any changes in any aspect of the operation. Within 30
days of the effective date of this MOU, CNA shall provide the department head with a written
list of al authorized CNA representatives, which list shal be kept current by CNA. Only
authorized representatives on the most current listing may be authorized access to work
locations as provided herein.

Use of County Buildings

County buildings and other facilities shall be made available for use by County employees or
CNA or its representatives in accordance with such administrative procedures established by
the County Manager or department head concerned.

Advance Notice

Except in cases of emergency as provided below CNA, if affected, shall be given reasonable
advance written notice of any ordinance, resolution, rule or regulation directly relating to
matters within the scope of representation proposed to be adopted by the County and shall be
given the opportunity to meet with appropriate management representatives prior to adoption.

In cases of emergency when the foregoing procedure is not practical or in the best public
interest, the County may adopt or put into practice immediately such measures as are required.
At the earliest practica date thereafter CNA shall be provided with the notice described in the
preceding paragraph and be given an opportunity to meet with the appropriate management
representatives.

Section 3. Professional Performance Committees

31

3.2

3.3

Objectives
The objectives of Professiona Performance Committees (PPC) shall be:

@ to consider constructively and make recommendations regarding the professiona
practice of nursing, and

()] to consider and recommend ways and means to improve patient care.

Composition
A PPC shall be composed of registered nurses covered by this MOU.

Meetings
(@D} The PPC may post notices of meetings on authorized bulletin boards and utilize County
premises for their meetings.

2 Not more than 6 Public Health Nurses shall be excused from duty with pay, for up to 2
hours each in any one month to participate in the PPC activities.

3 Not more than ten (10) Registered Nurses/Nurse Practitioners from Hospitals, Clinics
and/or Correctional Health shall be paid at the straight time rate up to two (2) hours
each in any one (1) month, to participate in PPC activities. This shal be considered
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voluntary attendance at a meeting and shall not be compensable at the overtime rate.
Of these ten (10) PPC members, up to (2) seats will be dedicated to Burlingame Long
Term Care Facility nurses, and not more than three (3) Nurse Practitioners shall be paid
to participate in PPC activitiesin any given month.

Nurse Practitioner PPC members and RN PPC members from the Clinics shal be able to
use up to one hour of work time each month to attend PPC meetings.

RN’s and NP's from the hospital, corrections, or long-term care facility may attend
scheduled meetings that do not conflict with patient coverage and/or result in using
additional staff for coverage. The location of such meetings will be determined by the
PPC Committee and may be rotated as appropriate.

(4) The Community Mental Health PPC shall continue to meet regularly every six (6) weeks.

(5) Specid meetings of the PPC with administration of the facility may be scheduled on
County-time with the approval of thedepartment director.

(6) The PPC will supply a copy of the agenda and minutes of its meetings to the department
director.

(7)  The department director will respond in 30 calendar days either in writing or in person to
any Committee recommendations concerning nursing practices, health and safety issues,
and patient care.

34  AdHoc Acuity System Sub-Committee
Two Registered Nurses from the PPC shall be selected by CNA to serve on a joint Labor-
Management ad hoc subcommittee to participate in implementing the Hospital's acuity staffing
system. This subcommittee will reconvene to conduct an annual review and evaluation of the
Hospital's staffing acuity system. The total number of management representatives shall be no
more than the total combined |abor representation.

Section 4. Recruitment and Retention Committee

A Recruitment and Retention Committee shall be established for each of the following aress:
San Mateo Medical Center, Public/Family Hedlth, Hedth Behavioral and Recovery Services, and
Correctional Health. These committees shall meet at least 6 times a year to consider factors affecting
the County's ability to recruit and retain nurses. Each committee shall be composed of 3 nurses
appointed by CNA and up to 3 County representatives, 1 of whom may be the County's Nurse
Recruiter. The County will respond in writing within 30 calendar days to al written Committee
recommendations.

Section 5. Notification of New Hires and Terminations

The department shall provide a member of the representation unit, who shall be designated for this
purpose by CNA, with the names and work station of each registered nurse employed and the name of
each registered nurse whose employment is terminated by the County.



Section 6. No Discrimination

There shall be no discrimination because of race, creed, color, nationa origin, sex, sexua orientation or
legitimate employee organization activities against any employee or applicant for employment by the
Association or by the County or by anyone employed by the County; and to the extent prohibited by
applicable state and federal law there shall be no discrimination against any disabled person solely
because of such disability unless that disability prevents the person from meeting the minimum
standards established.

Section 7. Association Representatives

7.1

7.2

7.3

Attendance at Meetings

County nurses who are official Nurse Representatives of CNA shall be given reasonable time
off with pay to meet and confer or consult with management representatives or to be present at
hearings where matters within the scope of representation are being considered. Use of officid
time for this purpose shall be reasonable and shall not interfere with the performance of County
services as determined by the County. Such representatives shall submit written requests for
absences to Employee Relations at least 2 working days prior to the scheduled meeting
whenever possible. Except by agreement with Employee Relations the number of nurses
excused for such purposes shal not exceed 3 at any one time for meet and confers. If any
employee's request for excused absence is not approved, such disapproval shall be subject to
appeal to the County Manager whose decision shall befinal.

Contract Negotiations
For formal contract negotiations, the number of nurses excused with pay for such purposes
shall not exceed six (6) nurses in accordance with the following classifications:

One (1) Public Health Nurse or Senior Public Health Nurse

One (1) Community Mental Health Nurse

One (1) Nurse Practitioner

Three (3) from among the Staff Nurses, Clinical Nurses or Charge Nurses.

The County will also excuse up to 2 additional nurses from duty without pay for formal
contract negotiations.

If any employee's request for excused absence is not approved, such disapprova shal be
subject to appeal to the County Manager whose decision shall befinal.

CNA shal be alowed a total of 24 hours of unpaid leave time per contract year for County
nurses who are officia nurse representatives to conduct internal Association business.

Handling of Grievances

CNA ghall designate a reasonable number of Nurse Representatives to assst in resolving
grievances and notify Employee Relations in writing of the designated individuals. The
designation will depend on such circumstances as geographica locations, hours of
employment, and departmental organizational structure. Alternates may be designated to
perform Nurse Representative functions during the absence or unavailability of Nurse
Representatives. Nurse Representatives may be relieved from their assigned work duties by
their supervisor to investigate and process grievances initiated by nurses within the same work
area or representation unit. Requests for release time shall not be denied unreasonably. Nurse

9



14

Representatives shall promptly report to CNA any grievances which may arise and cannot be
adjusted on the job. Supervisory nurses shal not represent non-supervisory nurses in a
grievance procedure where such activity might result in a conflict of interest. Neither a Nurse
Representative nor CNA shal order any changes, and no change shall be made except with the
consent of the appropriate department heads.

Whenever a nurse is required to meet with a supervisor and the nurse reasonably anticipates
that such meeting will involve questioning leading to disciplinary action, he/she shall be
entitled to have a Nurse Representative present if he/she so requests. It is not the intention of
this provision to alow the presence of a Nurse Representative during the initia discussion(s) of
anurse's performance evaluation.

The Association shall be allowed a reasonable period of time not to exceed thirty (30) minutes
a the end of each New Employee Welcome session to speak to employees in classifications
represented by the Association.

Section 8. Salaries

8.1

8.2

8.3

84

8.5

The salary ranges for al nurses in the aforementioned representation unit will be as set forth in
Exhibit A which is attached hereto and made a part hereof. As reflected in the Exhibits,
salaries shal be adjusted as follows: the first full pay period after ratification there shal be a
two percent (2%) increase; effective January 8, 2012 there shall be atwo percent (2%0) increase;
effective January 6, 2013 there shall be atwo percent (2%0) increase.

Except as herein otherwise provided, the entrance salary for a new nurse entering County
service shal be the minimum saary for the class to which appointed. When circumstances
warrant, the HRD Director may, upon recommendation of the department head, approve an
entrance salary which is more than the minimum salary. The Director's decision shall be final.
Such a salary may not be more than the maximum salary for the class to which that employeeis
appointed unless such salary is designated asa Y -rate by the Board of Supervisors.

Public Health Nurses shall be appointed at the "C" step of the salary range if the nurse has a
MPH degree and at least 1 year of experience, or 5 years of experience. Such experience must
be in Public Health Nursing in an officia setting.

Nurses who have completed the equivalent of 10 years of continuous full-time service with the
County (20,800 hours) shall receive experience pay in the amount of 2% of base pay. Nurses
who have completed the equivaent of 15 years of continuous full-time service with the County
(31,200 hours) shall receive additional experience pay in the amount of 2% of base pay for a
total of 4%. Nurses who have completed the equivalent of 20 years of continuous full-time
service with the County (41,600 hours) shall receive experience pay in the amount of 2% of
base pay for atotal of 6%.

Permanent and probationary nurses serving in regular established positions shall be considered
by the appointing authority on their salary anniversary dates for advancement to the next higher
step in the sadary schedule for their respective classes as follows.  All increases shal be
effective at the beginning of the next full pay period.

@ After completing 1040 regular hours satisfactory service in Step A of the sdary
schedule, and upon the appointing authority's recommendation, nurses shal be

10



8.6

advanced to the next higher step in the salary schedule for the class. If a nurse is
appointed at a step higher than the first step of the salary range for that class, the first
merit increase shall be after completion of 2080 regular hours of satisfactory service.

2 After completing 2080 regular hours satisfactory service in each of the salary ssHRD
above A, and upon the appointing authority's recommendation, nurses shal be
advanced to the next higher step in the salary schedule for the class until the top step is
reached.

3 If a nurse completes the 1040 or 2080 hours in the middle of a pay period, he/she shall
be dligiblefor an increase asfollows:

e if the merit increase period is completed during the first week of a pay period, the
increase will be effective with the start of the then current pay period.

e if the merit increase period is completed during the second week of a pay period,
theincrease will be effective with the start of the next pay period.

(4) Upon recommendation of the appointing authority and approval by the HRD Director,
nurses may receive specia merit increases a intervals other than those specified in this
Section. The Director's decision shall befinal.

Each nurse shall be considered for salary step increases according to the date of that nurse's
appointment, or the revised salary anniversary date. If anurse begins service later than the first
business day of a biweekly pay period, or has changes which would cause the sdary
anniversary date to be other than the first business day of abiweekly pay period, then the salary
anniversary date shal be determined from thefirst day of the following biweekly pay period.

Changes in a nurse's salary because of promotion, upward reclassification, postponement of
salary step increase, or specia merit increase will set a new salary anniversary date, which date
shall be as stated in the preceding paragraph.

Nurses who are rejected during the probationary period and revert to their former classification
shall return to the salary anniversary date held in the former class unless otherwise determined
by the HRD Director.

The sadlary anniversary date for a nurse shall not be affected by a transfer, downward
reclassification or a demotion.

A permanent nurse accepting provisonal employment in a higher or different class in the
Classified Service, who reverts to the former class, shal retain the salary anniversary date in
the former class on the same basis asif there had been no such provisional appointment.

Salary range adjustments for a classfication will not set a new salary anniversary date for
nurses serving in that classification.

Upon the appointing authority’s recommendation and approva of the HRD Director,
provisional, temporary and extra help nurses shall be advanced to the next higher step in the
salary schedule upon completion of the periods of service prescribed in this Section, provided
that their service has been satisfactory. Also, upon the appointing authority’ s recommendation
and approva by the Director, continuous service in a provisiona, temporary or extra help
capacity shall be added to service in a regular established position for purposes of determining

11



8.7

8.8

89

a nurse's sdary anniversary date, digibility for saary increases, and vacation and sick leave
accrual. Such service may not be added if it preceded a period of over 28 consecutive calendar
days during which the nurse was not in a pay status, except when the nurse is absent from the
position due to an injury or disease for which he/she is entitled to and currently receiving
Workers Compensation benefits.

Sdary Step When Salary Range s Revised

Whenever the salary range for a class is revised, each incumbent in a position to which the
revised schedule applies shal remain a the step in the previous range, unless otherwise
specifically provided for by the Board of Supervisors.

Saary Step After Promotion or Demotion

When anurse is promoted from a position in one class to a position in a higher class, and at the
time of promotion isreceiving abase salary equa to, or greater than, the minimum base rate for
the higher class, that nurse shall be entitled to receive the next step in the sdlary schedule of the
higher classwhich is at least 5.7% above the rate he/she has been receiving, except that the next
step shal not exceed the maximum salary of the higher class. When a nurse is demoted,
whether such demotion is voluntary or otherwise, that nurse's compensation shall be adjusted to
the sdlary prescribed for the class to which demoted, and the specific rate of pay within the
range shall be determined by the HRD Director, whose decision shall be final; provided,
however, that the Board of Supervisors may provide for arate of pay higher than the maximum
step of the schedule for the nurse's class, and designate such rate of pay asaY rate, and aso
provided that a nurse demoted as a result of abolition of a position shall be placed at the salary
step in the lower class which most closely approximates (but does not exceed) higher salary in
the higher class.

‘Y’ Rate Process

When a nurse is reclassified downward, she/he shall continue in hisher present salary range,
with cost of living adjustments, for two years, at which point his’her salary shal be frozen ("Y"
- rated) until the salary assigned to the lower class equals or exceeds such "Y" rate. The"Y"
rate provisions of this section shall not apply to layoffs, demotions, or other personnel actions
resulting in an incumbent moving from one position to another.

Section 9. Davys and Hours of Work

9.1

9.2

9.3

The standard work week for nurses occupying full-time positions consists of 40 hours unless
otherwise specified by the Board of Supervisors. The appointing authority shall fix the hours
of work with due regard for the convenience of the public and the laws of the state and the
County. Nurses occupying part-time positions shall work such hours and schedules as the
Board and the appointing authority shall prescribe.

Scheduled Days Off

The County will continue its present practice regarding scheduling nurses at San Mateo
Medica Center or the County Jail an average of every other weekend off duty. Patient care
requirements and equitable staff scheduling shall be considered.

Work Schedules

In areas where there is not a regular schedule, tentative work schedules shall be posted 6 weeks
prior to the week the schedule becomes effective. The schedule shall be made fina no later
than 10 days prior to the effective date of the schedule. Affected nurses shall be notified before
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94.

9.5.

9.6.

any changes are made in the final schedule. Schedules for Outpatient Clinics shall be posted at
least 2 weeks prior to the week the schedule becomes effective.

Work Shifts

Nurses covered by this MOU who are required to work or "stand by" within the facility during
their 30 minute meal period shall receive payment at the rate of one and one-half times their
base rate of pay for time worked within the meal period.

Alternative Work Week Options

The County may on a department by department, division by division or unit by unit basis offer
alternative work week options. Such options may include but are not limited to a 4/10
workweek, 9/80 scheduling, flexible schedules and 12-hour shifts (see Exhibit B for specifics).
The purpose of providing for Alternative Work Week Options is to offer incentives for the
recruitment and retention of nurses covered by this Agreement. In addition to these goals,
having Alternative Work Week Options:

1. Will result in no diminution of service to patients or clients, for support staff, availability to
other department staff, or the timely and effective processing of work and meeting of
deadlines.

2. Will cause no additiona or disproportionate share of work for employees choosing to not
participate in an Alternative Work Week Option.

Should a department or division agree to enter into an aternative work week agreement, the
department except in cases of emergency as provided below, aso agrees to meet with the
Association as soon as any problems with the aternative schedules are identified. Except in
cases of emergency, dternative schedules shall not be discontinued without such a meeting
taking place. In all decisions regarding aternative work schedules, the department head's
decison isfinal. Nurses who request an aternative schedule under this section shall not bump
another nurse out of a previoudly approved schedule.

In cases of emergency when the foregoing procedure is not practical or in the best public
interest, the County may adopt or put into practice immediately such measures as required, for
the duration of the emergency. At the earliest practicable date thereafter, the Association shall
be provided with the notice described in the preceding paragraph and be given an opportunity
to meet with the appropriate management representative(s).

Voluntary Time Off Program

Full-time, permanent employees may request a reduction in their work hours by 1%, 2%, 5%,
10%, or 20% through the Voluntary Time Off (VTO) Program as described in the County's
Voluntary Time Off Policy as summarized herein. Employees may apply for the VTO
Program at any time during the year, with the understanding that the granting of employees
VTO requests are at the department’s discretion.  Application forms shall be made available
through payroll clerks and the Benefits Office. Approved applications for enrollment received
after April 1st of each year will be effective the first pay period in July of that year. Approved
applications received prior to April 1st will be effective the pay period following receipt of
approved applications in Human Resources Department.

Participating employees shall be considered to be in a full-time pay status and the voluntary
reduction in work hours will not affect the following benefits:
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9.7

9.8

9.9

- Health Insurance Coverage

- Dental Insurance Coverage
- Basic Life Insurance

- Short Term Disability

- Pay for Work-Out-Of-Class
- Step Increases

- Probationary Period

- Seniority

- Supplementa Life Insurance

There will be no effect on accrual of vacation, sick leave and holidays; however, al regular or
normal time taken off during the program for vacation, sick leave, holiday, or compensatory
time will be compensated at the reduced hourly rate.

The following benefit areas may be impacted by VTO under the following circumstances:

Overtime: Overtime compensation will not begin until after forty (40) hours have
been worked during any one workweek, and voluntary time off shal not be
considered as time worked when determining eligibility for overtime compensation.

Long Term Disability: Because the Long Term Disability Plan is based on the
worker's saary, the reduced work hours and the corresponding reduced salary may
lower the premiums and the benefits derived.

All applications are subject to approva by the applicant's department head, who shall balance
VTO requests againgt the department’ s needs and againgt other submitted VTO requests. VTO
requests submitted within a work unit should be considered on a seniority basis if al other
considerations are equal and there are no other mitigating circumstances. Applications which
are disapproved by the department head, or which are approved for a lesser amount of time
than requested will be reviewed by the County Manager and the Human Resources Department
Director whose decisionisfindl.

Rest Periods

Each ingtitutional nurse shall have an unbroken rest period of at least 12 hours between shifts,
and of at least 55 hours between shifts when the nurse is off duty on the weekend or
2 consecutive days off duty, and of at least 31 hours between shifts when the nurse is off-duty
on aholiday or for asingleday. All hoursworked within the above rest periods shall be paid at
the rate of one and one-half times the nurse's straight-time rate of pay. This provison may be
waived on the request of the individual nurse and with the agreement of the supervisor. Nurses
shall not be dligible for this rest period compensation for hours for which they are pad
overtime compensation in accordance with Section 10 of thisMOU.

Attendance at Educational Courses

The County will endeavor to schedule required hours of work for nurses so asto permit them to
attend educational courses directly related to the nursing profession, provided that such
scheduling shall not interfere with normal operation of the unit or department.

Mandatory Attendance at Trainings or Meetings
An employee shal be paid a minimum 2 hours straight-time of the employee's base pay for
mandatory attendance at training classes or staff/unit meeting if the employee is required to
report to the training/meeting on a non-work day.
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Section 10. Overtime

10.1

10.2

10.3

104

Authorization

All compensable overtime must be authorized by the appointing authority or hisher
representative in advance of being worked. If prior authorization is not feasible due to
emergency conditions a confirming authorization must be made on the next regular work day
following the date on which the overtime was worked. Overtime worked must be in the job
class in which the nurse is regularly employed or in a class for which the nurse is authorized
higher pay for work in ahigher class.

Definition

Except as otherwise provided by Charter, any authorized time worked in excess of a 40 hour
weekly work schedule shall be considered overtime compensable at the rate of one and one-
half times the overtime worked by monetary payment or by the granting of compensatory time
off. Extrahelp shal be paid the overtime rate after working 40 hours during their normal work
week - a fixed and regularly recurring period of 7 consecutive 24 hour periods. Overtime
resulting from required attendance at training classes or training meetings shall be compensable
a the draight-time rate in an amount equal to the overtime worked unless a different rate is
prescribed for an employee covered by the Fair Labor Standards Act. For the purpose of
determining eligibility for overtime compensation, any absence with pay other than sick leave
shall be considered as time worked. The smallest increment of working time that may be
credited as overtime is 6 minutes. Portions of 6 minutes worked at different times shall not be
added together for the purpose of crediting overtime.

Public Health Nurses will not have their scheduled workweek or workday reduced in whole or
in part to compensate for time worked in excess of a regularly scheduled workweek or
workday, except as follows. When a Public Health Nurse works more than 8, 9 or 10 hours
based on hig’her regular schedule in a day in order to participate in a scheduled evening clinic,
the nurse shall have the option of adjusting his’her workweek within forty (40) hours; such time
off will be taken during the same workweek at a time agreed on by the nurse and the
department. The other options are earning overtime or compensatory time, compensable at the
rate of one and one-half times the overtime worked, as provided by hisher work group. Comp
time off or overtime pay at the rate of one and one half times the time worked shall be alowed
for time worked after the scheduled end of the clinic.

Double Shift

Part-time nurses working less than 40 hours per week who work a double shift of 16 hours shall
be compensated at the rate of time and one-half for the second 8 hours. Part-time nurses
working more than 8 hours but less than 16 hours shall be compensated at the rate of time and
one-half for al hours beyond 8.

Work Groups
The HRD Director shall alocate al job classes to the following described work groups for

purposes of determining categories of employees to be compensated by monetary payment or
by compensatory time off. The decision of the Director shall be final; provided, however, that
prior to changing the work group of an existing class covered by this MOU the Director shall
notify CNA of the contemplated change and if requested, discuss with CNA the reasons for the
work group change.
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10.5

10.6

Note: Work Groups 1, 2, 3 and 4 pertain to employees not covered by thisMOU.

Work Group 5: Nurses in Work Group 5 are exempted from the Fair Labor Standards Act and
may be compensated for overtime worked either by monetary payment or by compensatory
time off, at the nurse's option. Comp time off which accrues in excess of 80 hours must be
liquidated by monetary payment.

Compensatory Time Off

Utilization of compensatory time off shall be by mutual agreement between the department
head and the nurse. The smallest increment of comp time which may be taken off is 6 minutes.

Unscheduled Overtime
No nurse shall be required to work overtime if a qualified volunteer nurseis available.

In instances where staff is needed as a result of unpredictable day-to-day circumstances, the
unscheduled work shall be offered first on a voluntary basis to the unit’s regular nursing staff
(on duty and off) if utilizing them does not result in overtime. If no volunteers are available,
the unscheduled work shall be offered to Relief/Extra-help or Registry Nurses if utilizing them
does not result in overtime.

If no volunteers are available from the above classifications, to the extent possible and based on
operationa needs, overtime shall be offered on an evenly distributed, voluntary basis first to
regular nursing staff (on duty and off) and, after, to Relief/Extra-help or Registry/Travelers.
Any employee offered overtime or extra hours is required to possess the skills and abilities
required to perform the work.

If mandatory overtime is necessary, the County will use Travelers/Registry or Relief/Extra-help
nurses prior to regular nurses. If regular nurses are used they shall be called in order of reverse
seniority. Mandatory overtime will not be assigned to any employee who does not possess the
skillsand abilities required to perform the work.

Section 11. On-Call Duty

111

11.2

Nurses shall be paid the hourly equivaent rate of one-haf their base pay for time in which they
are required to be on an on-call status. Nurses will not receive on-call pay for periods when
they are actually at work.

Nurses required to report back to work during off duty hours shal be compensated for a
minimum of three hours of overtime.

Section 12. Differential

12.1

Shift Differentials

Nurses shall be paid ten percent (10%) more than their base rate when assigned to and
working a shift which starts after 1:59 p.m. and before 10:00 p.m. Nurses shall be paid
fifteen percent (15%) more than their base rate when assigned to and working a shift which
starts after 9:59 p.m. and before 5:00 am.
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Nurses who are on alternative shift schedules as provided for in Section 9.5 and Exhibit B
shall be paid shift differential in accordance with their applicable Alternative Work
Schedule Agreement. In the event there is no written agreement regarding hours of shift
pay, the County and CNA agree to meet within 60 days to resolve the appropriate payment
of shift pay.

12.2 Weekend Differential
Nurses working weekends shall be paid a differential of six percent (6%) more than their base
rate for any work performed between Friday 2315 hours and Sunday 2315 hours except for
Correctional Facilities and Hillcrest where the differential shall be paid for all work performed
between Friday midnight and Sunday midnight.

12.3 Seffing Differential
Nurses working in Correctional Health (Women's Correctional Center, Maguire Correctional
Facility, Medium Security Facility, Camp Glenwood and Hillcrest Juvenile Hall) shall be paid
adifferential of Seventy Cents per hour in addition to any differentials paid under Sections 12.1
and 12.2.

Section 13. Application of Differential

For nurses who have been regularly working a shift described in Section 12 for 30 or more days
immediately preceding a paid holiday, comp time off, or the beginning of a vacation or a paid sick
leave period, the applicable differential shal be included in the nurse's holiday pay, vacation pay, paid
sck leave, or paid comp time. The vacation, sick leave, holiday and comp time off pay of anurseon a
rotating shift shall include the differential such nurse would have received had he/she been working
during such period.

Section 14. Acting Pay

A nurse assigned by the department head or his’her representative to perform the duties of a higher
level class on an acting basis shall, after five consecutive workdays, receive retroactive to the first day
of such assignment, acting pay which shall be computed at one step more than the nurse's current
sdary in his or her present class. Nurses who are at the top step of their sdlary schedule and are
otherwise eligible for acting pay in accordance with this section shall receive the equivaent of one step
(5.74%). Work assignments shall not be changed for the purpose of evading this requirement of
providing acting pay to a nurse who would otherwise be digible for such acting pay as provided
herein. Except under unusual or extenuating circumstances, the County shal offer work out of
classification assignments to permanent nurses before offering them to per diem nurses.

Section 15. Relief Acting Charge Nurse

A nurse who is assigned to be "in charge" of a unit at SMMC, outpatient clinics, or the Jail for 4 or
more hours of a shift shall be paid an additional $20.00 for that shift provided that no more than one
nurseis assigned "in charge" of each unit for each shift. For RN's who have regularly been assigned as
a "charge nurse" for 30 days or more immediately before a paid holiday, sick leave or the start of a
vacation, the applicable additional pay shall be included in the RN's holiday or vacation pay.

Section 16. Preceptor/Mentoring/Orienting Program
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San Mateo Medica Center will work collaboratively with CNA to develop a
Preceptor/Mentoring/Orienting Program. The program will include but not be limited to the
following:

Definitions

Preceptorship — A constant teaching and learning method using nursing as clinical role models. The
novice is defined as a licensed nurse moving into a new role, domain or setting. Under Section
19.3(1)(d) and (€), the employee must demonstrate required competencies for the position within
the allotted precepting period and obtain a competent evaluation at 3 months and 6 months
following transfer. Example: A new nurse graduate hired to work in Specialty Clinic.

Mentoring — Where an experienced nurse (mentor) supports the training of aless experienced nurse
(mentee). A mentor is an expert person in the field of specialty/area. Example: Newly hired
experienced |CU nurse hired to work Acute Psychiatric 3A/B.

Orientation — Defined as newly hired staff employees who need to get familiarized with
environment/setting. Nurse has knowledge/skill set in medical-surgical. This is considered as
orienting. Example: Newly hired experienced medical-surgical licensed nurse hired to work in
Acute Medical Surgery 2A/B.

The program will include but not limited to the following:

A preceptor/mentor/orientor is an RN designated by the employer to perform that role. Qualified
RNs may volunteer to be designated as preceptors/mentors/orientors and attend an employer
provided training program.

In order to be designated as a preceptor/mentor/orientor, an RN must be employed with San Mateo
Medical Center at least six months, with two years of satisfactory experience as an RN in the
relevant area of expertise and demonstrated current competencies in the department to which the
RN is assigned.

Any RN assigned Preceptor/Mentor duties will be paid a preceptor/mentor differential at $2.00
above the hourly rate for each hour that the RN is so assigned. The RN preceptor or mentor will be
paid the preceptor/mentor differential for the period of time determined by the employer for
precepting/mentoring duties. Preceptors/mentors will be paid to train full time, part time and per
diem newly hired and transferred RNs and LVN/LPTSs.

The parties agree that the preceptor/preceptee and mentor/mentee team will have a reduced patient
load for a period of time until the preceptor/mentor and manager determine that the
preceptee/mentee is sufficiently trained to handle an independent patient load. The employee who
is orienting will have a reduced patient load/assignment as well. There is no additional pay for
orienting staff.

Preceptors/mentors will not be paid the preceptor/mentor differential to work with current (non-
transfer) staff, students and registry personnel. These duties are currently expected as part of the
professional responsibilities of any nurse employed by the San Mateo Medical Center.

The manager will determine when the precepting/mentoring duties end once the staff member can
satisfactorily and independently perform clinical functions.

Nurse Educators will not be eligible for preceptor pay.
18



Section 17. Clinical Nursing

Clinical Nurse Committee

The Clinical Nursing program is coordinated through a Clinical Nursing Committee composed of
3 managers selected by the Vice President of Patient Care Services and 3 represented nurses selected
by CNA. At least one of the represented nurses on the committee shall be a Clinical Nurse. This
committee shall have ongoing responsibility for determining the digibility of nurses making
application to enter the clinical nurse program.

Annua Review

The Clinicad Nurse Review Committee composed of one (1) manager from the Clinical Nurse
Committee, and three (3) Clinica Nurses appointed by CNA shall oversee the application renewa
process on an annua basis to determine their continued digibility for the program. The Review
Committee shall make recommendations for approval to the Clinical Nurse Committee. Clinica
nurses who fail to remain digible shall be removed from the program. Payment for clinical nursing
shall be at the same salary range as that of Charge Nurse. All Staff Nurses who meet the criteria listed
inthe Clinical Nurse Portfolio shall be digibleto apply for Clinical Nurse status.

Meeting of Clinical Nurses

All San Mateo Medical Center (SMMC) Clinical Nurses will meet as necessary to discuss:
The application process for becoming a Clinical Nurse

The elements that comprise the initial portfolio

The annual renewal process for current Clinical Nurses

The elements that comprise the renewal process

Promoting excellence and the continuation of the Clinical Nurse Program
Advocating for the continued success of Clinical Nurses

SahkhwdpE

The following nursing assignments are exempt from the requirements of portfolio and renewal, and
are automatically considered Clinical Nurses, these assignments are:

Quality Nurses

Nurse Educators

Infection Control Nurse

Case Managers

Clinical Nurse Specialist (OB)

Other Specialty Nurses, as approved by the Clinical Nurse Committee

Sk~ wdhE

The Community Mental Health Clinical Nursing program is coordinated through a Community Mental
Health Nursing Committee composed of 2 managers selected by Administration and 2 represented
Community Mental Health Nurses (CMHN’s).  This committee shall have the ongoing responsibility
for determining digibility of CMHN’s making application to enter the Clinical Nursing program. The
committee shall aso review the Clinicd CMHN’s on an annua basis to determine their continued
eligibility for the program. Clinical CMHN'’s who fail to remain digible shall be removed from the
program. Payment for Clinical CMHN shall be the same asthat of the Clinical Nurse.

The salary of the Community Mental Health Nurse is aligned with the Public Health Nurse. Both

parties agree that the clinical ladder with Behavioral Health & Recovery Services will be eliminated
concurrent with the 2011 salary increase.
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Section 18. Bilingual Pay

A sdary differential up to $42.50 biweekly shall be paid incumbents of positions requiring bilingua
proficiency as designated by the appointing authority and HRD Director. Said differentia shall be
prorated for nurses working less than full-time or who are in an unpaid leave of absence status for a
portion of any given pay period. Designation of bilingual positions is the sole prerogative of the
County and the Director's decision isfinal. CNA shall be provided listings of nurses receiving bilingua
pay twice a year. Bilingua pay for nurses in the classifications of Public Health Nurse, Community
Mental Health Nurse and Nurse Practitioner with a caseload at least 50% of which is comprised of non-
English speaking patients shall be $55.00 biweekly.

18.1

18.2

18.3

184

185

18.6

18.7

Hiring and Selection
The County will continue to recruit and hire nurses based on a specific need for bilingua skills.

Tedting

All nurses hired to fill postions requiring bilingual skills will be tested for bilingua
proficiency. Present employees may be certified by the appointing authority as possessing
sufficient bilingual skills to be appointed to a bilingua position; provided that nothing herein
precludes the County from requiring that said nurses be tested. Requests by nurses to be tested
for bilingua skill proficiency will be referred to the HRD Director whose decision shall be
find.

Continued Use of Bilingual Language Skill

Nurses hired to fill positions requiring bilingual skills may be required to remain in bilingual
pay positions. Nurses who were selected to fill positions requiring bilingual skills during the
implementation of the bilingual program will be allowed to voluntarily leave such positions
provided management can reasonably replace them and there are sufficient positions within the
class they can fill. Nothing herein precludes any of the above specified nurses from promoting
to higher classifications.

Transfers

Transfers of nurses occupying bilingual pay positions shal be in accordance with County
policy and practice and shall not be in violation of thisMOU. It is recognized that utilization of
abilingual skill may be the sole reason for transfer in order to meet a specific County need.

Exclusions
Nurses in supervisory positions, as opposed to leadworkers, will not be eigible for bilingual
pay.

Review

The number and location of bilingua pay postions shal be periodically reviewed by
management. If the number of filled positions in a specific divison or geographical location
are to be reduced, nurses will be given reasonable notice prior to loss of the bilingua pay
differential.

Administration

Administration of the bilingual pay plan will be the overall responsbility of the HRD
Department. Any disputes concerning interpretation or application of the bilingual pay plan
shall be referred to the HRD Director whose decision shall befinal.

Section 19. Layoff and Re-Employment
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191

19.2

19.3

Notice of Layoff
The department head will give at least 14 days advance written notice to nurses to be laid off
unless ashorter period of time is authorized by the HRD Director.

Precedence by Employment Status

No permanent nurse shall be laid off while nurses working in an extra help, temporary,
provisional, or probationary status are retained in the same class unless that nurse has been
offered the extra help, temporary, or provisona appointment. The order of layoff among
nurses not having permanent status shall be according to the following categories:

(1) ExtraHdp

(20 Temporary

(3) Provisond

(4) Probationary - among probationary nurses in a given class, order of layoff shall be by to
reverse order of seniority as determined by continuous County civil service, not
continuous time in that probationary period

Layoffs shall be by job classfication according to reverse order of seniority as determined by
total continuous County civil service, except as specified above. The following provisions shall
apply in computing total continuous service:

@ Time spent on military leave, leaves to accept temporary employment outside the
County government and leave to accept a position in the unclassified service shall count
as County service.

2 Periods of time during which a nurse is required to be absent from his/her position by
reason of an injury or disease for which he/she is entitled to and currently receiving
Workers Comp benefits shall be included in computing length of service for the
purpose of determining that nurse's seniority rights.

3 Time worked in extra help status shall not count as County service.

4 Time worked in permanent, probationary, provisiona or temporary status shall count as
County service. Part-time status shall count at the rate of one year of continuous
employment for each 2080 straight-time hours worked.

If two or more nurses have the same seniority, the nurse whose birthday falls closer to January
1 shall be determined more senior.

Procedures

(1) Nurseswho arelaid off shal have any of the following three choices:
@ Taking a voluntary demotion within the same department to a classification in
which the nurse had prior probationary or permanent status provided such a
position is held by an employee with less seniority.

(b) On a County-wide basis, displacing the employee in the same classification,
having the least seniority in County service. For the purpose of such County-
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3)

(4)

wide move, County service, including military leave, shal be allowed a the rate
of two-thirds (2/3) of the actual time so served.

(© On a County-wide basis, taking a voluntary demotion to a classification in
which the nurse had prior probationary or permanent status provided such a
position is held by an employee with less seniority. For the purpose of such
County-wide move, County service, including military leave, shal be alowed
at therate of two-thirds (2/3) of the actual time so served.

(d)  Transferring to a vacant position for which an employee is qualified as
demongtrated by previous work experience. Such employee will serve a 6-
month precepting period that will include a performance evauation at 3-
months. Employee must demonstrate required competencies for the position
within the alotted precepting period and obtain a competent evaluation at 6
months. In the event the employee does not obtain a competent evaluation at 6
months, such employee has exhausted hisher lay-off options as defined in this
section.

(e On a Countywide basis, displacing the least senior employee in a nurse
classification for which the employee is qualified as demonstrated by previous
County work experience and as determined by the Human Resources
Department. Such employee will serve a 6-month precepting period that will
include a performance evduation a 3-months. Employee must demongtrate
required competencies for the position within the alotted precepting period and
obtain a competent evaluation at 6 months. In the event the employee does not
obtain a competent evaluation a 6 months, such employee has exhausted
hisher lay-off options as defined in this section. For the purpose of such
Countywide move, County service, including military leave, shal be allowed at
the rate of two-thirds (2/3) of the actual time so served.

Nurses in the classifications of Ambulatory Care Nurse, Correctional Health Nurse,
Critica Care Nurse, Infusion Nurse, Long Term Care Nurse, Medical-Surgical Nurse,
Perioperative Nurse or Psychiatric Nurse (herein referred to collectively as the Staff
Nurse Series) who are laid off and have exhausted al choices listed in Section 19.3.1
shall, on a Countywide basis, have the option of displacing the least senior employeein
the Staff Nurse series, except when the least senior position is a Perioperative Nurse.
Such employee will serve a 6-month precepting period that will include a performance
evaluation a 3-months. Employee must demonstrate required competencies for the
position within the allotted precepting period and obtain a competent evaluation at 6
months. In the event the employee does not obtain a competent evaluation at 6 months,
such employee has exhausted higher lay-off options as defined in this section. For the
purpose of such Countywide move, county service, including military leave, shall be
allowed at the rate of two-thirds (2/3) of the actual time so served.

Any disputes concerning the interpretation of this section shall be referred to the
Human Resources Director whose decision shall be final.

A displaced nurse may request the HRD Director to place higher name on the
promotional digible list or open digible list for any class for which, in the Director's
opinion, he/she is quaified. The nurse's name will be above the names of persons who
have not been displaced, ranked in the order specified in subsection 18.2.

22



194

19.5

19.6

) Pursuant to the Civil Service Rules, a nurse may, with the approva of the HRD
Director and the gaining department head, demote or transfer to a vacant position for
which he/she possesses the necessary skills and fitness.

(6) At the sole discretion of the HRD Director, a nurse may be alowed to transfer and
displace a less senior employee in a position in which he/she had prior probationary or
permanent status and which the Director determines is equivalent with respect to duties
and responsibilities to the position the nurse presently occupies.

(7) A transfer is defined as a change from one position to another in the same class, the
salary range of which isnot more than ten percent higher.

(8) Part-time nurses shall not replace full-time nurses, unless the part-time nurse has held
full-time status in the classification.

(9) In addition to al other options, nurses in classifications at risk of being eliminated, as
determined by the affected department head, may aso be placed on reinstatement lists.

Names of Nurses Laid Off to be Placed on Reemployment and General Eligible Lists

The names of nurses laid off shal be placed on reemployment eligible lists as hereinafter
specified. Former employees appointed from a reemployment eligible list shall be restored all
rights accrued prior to being laid off, such as sick leave, vacation credits, and credit for years of
service. However, such reemployed nurses shall not be eligible for benefits for which they
received compensation at the time of or subsequent to the date they were laid off.

The departmenta reemployment dligible list for each class shall consist of the names of nurses
and former nurses having probationary or permanent status, who were laid off or whose
positions were reallocated downward as a result of reclassification. The rank order on such
lists shall be determined by reative seniority as specified in 18.2. Such lists shall take
precedence over all other digible lists in making certifications to the department in which the
nurse worked.

The genera reemployment digible list for each class shall consist of the names of nurses and
former nurses having probationary or permanent status who were laid off or whose positions
were redllocated downward as a result of reclassification. The rank order on such lists shall be
determined by relative seniority. Such lists shall take precedence over al other digible lists,
except departmental reemployment digible lists, in making certifications on a County-wide
basis.

The provisons of this subsection 18.4 shall not apply to employees who have accepted
Severance pay upon termination of employment.

Abolition of Position
The provisions of this Section 18 shall apply when an occupied position is abolished.

Severance Pay
The County will pay the County premium for 3 months of medical coverage (but not dental or

vision) for nurseswho are laid off. This coverage is contingent on the following conditions:
1. Thenurse has not refused a County job offer.
2. Thenurseisunemployed.
3. Thenurse continuesto pay hisher share of the premium.
23



19.7

With regards to #1 above, if an employee in a 1.0 FTE position is offered a .5 or less FTE
position and declines the County job offer, he/sheis still eligible for the severance pay if he/she
is unemployed and continues to pay hisher share of the premium.

Unless herein provided for in Section 19, in the event that an employee’s position is abolished
and such employee is unable to displace another County employee as provided in Section 19.3
of this Memorandum of Understanding, such employee shall receive reimbursement of one
week of pay for each full year (2080 hours) of regular service to the County, up to a maximum
of ten (10) weeks of pay and fifty percent (50%) of the cash value of such employee's unused
sick leave; provided, however that such employee shall be digible for reimbursement only if
the employee remains in the service of the County until his/her services are no longer required
by the department head. The County shall make every effort to secure comparable employment
for the displaced employee in other agencies, and if such employment is secured, the employee
will not be entitled to the aforementioned reimbursement.

Reduction in Force of Less than Fourteen (14) Days
For reductions in force of 14 days or less including "call-offs’, scheduled hours shall be
reduced or cancelled in the following order:

1.  RN'sworking beyond 40 hoursin aweek

2. RN’s working through a registry or through a travel company: No nurse will be
involuntarily reduced if there is aregistry Registered Nurse or a traveler Registered
Nurse working in that unit
ExtraHelp (per diem)
Volunteers to reduce or cancel hours
Part-Time working beyond hired FTE in that payroll week
Nurses on arotating basis per unit log.

o0k ow

Nurses who are voluntarily or involuntarily reduced shall be offered work within higher facility
that is being performed by R.N. registry personnel provided such nurse: (@) is qualified to
perform the work; and (b) such assignment will not adversely affect patient care.

Nurses who volunteer or are involuntarily reduced may use (within accrual balances) earned
vacation, holiday or comp time, or unpaid |leave of absence.

Nurses will be notified at least one and a haf (1 %2) hours prior to the start of the nurse's shift.
Nurses who are not notified at least one and a half (1 ¥2) hours prior to the beginning of a
scheduled shift and who report for work will be worked and paid a minimum of 4 hours. This
minimum guarantee shall not apply if the employer has contacted the nurse personaly by
telephone at least one and a half (1 %2) hours prior to the beginning of the shift. In attempting to
make persona contact, the employer shall call nurses in order of the unit rotation list until a
nurse is contacted. If the employer is unable to personaly contact any of the nursesin a unit
scheduled to work, and if al of those nurses report for work, the nurse at the top of the call-off
list shall be sent home without pay. It shal be the responsibility of each nurse to notify the
employer of their current phone number and address.

Prior to temporarily closing or combining units, nurses on the unit/shift to be closed/combined
will be consulted on the timing and process of the closure/combination. Staff Nurses on the
affected unit/shift will also be consulted on the timing and process of reopening a unit which
has been temporarily closed or combined. Every effort will be made to provide eight hours
notice prior to closing or combining units or reopening units. Management will provide
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orientation to interested nurses to afford them the opportunity to float to other units in their
speciaty areain the event of closure or call-off.

Section 20. Holidays

20.1 Regular full-time employees in established positions shall be entitled to take all authorized

20.2

20.3

204

holidays at full pay, not to exceed 8 hours for any one day, provided they are in a pay status on
both their regularly scheduled workdays immediately preceding and following the holiday.
Part-time employees shall be entitled to holiday pay in proportion to the percentage of full-time
hours worked during the biweekly pay period which includes a holiday; eg., if a part-time
employee works 50% of the full-time hoursin a pay period, the employee shall be paid for %2 of
the hours for each holiday falling within that pay period.

The holidaysin this County are:

(1) JaNUANY L. (New Year'sDay)
(2) Third Monday inJanuary ..........cccceeueeeeneenene. (Martin Luther King Jr.'s Birthday)
(3) February 12........ccoeeivrrrrreeeeceeeeens (Lincoln's Birthday)*
(4) Third Monday in February ........ccccceevevreenee. (Washington's Birthday)
(5) LastMonday iNMay ......cccovrerrereecccnenenens (Memoria Day)
(B)  JUY Ao (Independence Day)
(7) First Monday in September.........cccoveeeeeeeee (Labor Day)
(8) Second Monday in October...........cccoevvuenneee (Columbus Day)
(9)  November 11 ... (Veterans Day)
(10)  Fourth Thursday in November ....................... (Thanksgiving Day)
(11)  Friday following Thanksgiving Day
(12) December 25........cccoceveveeeeeeeeeee e (Christmas)

(13) Every day appointed by the President of the United States or the Governor to be a day
of public mourning, thanksgiving or holiday. The granting of such holidays shall be
discretionary with the Board of Supervisors.

*  The Lincoln’s Birthday holiday was eliminated and replaced with a floating holiday (8
hours of holiday time) which accrues on each February 12.

If the Legidature or the Governor appoints a date different from the ones shown above
for the observance of any of these holidays, then San Mateo County shall observe the
holiday on the date appointed by the Legidature or the Governor.

If one of the holidays listed above falls on Sunday and the nurse is not regularly scheduled to
work that day, the nurse's first regularly scheduled workday following the holiday shall be
considered a holiday.

If any of the holidays listed above falls on a day other than Sunday and the nurse is not
regularly scheduled to work that day, or if a nurse is required to work on a holiday, the nurse
shall be entitled to equivalent straight time off with pay. This equivalent straight time off
earned is limited to 120 hours with any time earned in excess of 120 hours cashed out at the
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20.6

equivalent straight time rate. If a nurse leaves County service with accrued holiday hours,
those hours will be cashed out.

Extrahelp are not entitled to holiday pay or time off with pay in lieu of holiday pay.

Nurses working on a holiday shall be compensated for such time worked at the rate of one and
one-half (1%2) times the straight-time rate as provided in Section 10 (Overtime). This
compensation may be in the form of overtime pay or comp time off, but not in a combination of
thetwo. Holiday pay will be paid to nurses working amajority of their shift hours on the actua
holiday. For example, nurses working 11 p.m. on the holiday eve until 7 am. on the holiday
would be paid 8 hours holiday pay. Nurses working 11 p.m. on the holiday until 7 am. on the
day after the holiday would receive no holiday pay.

Section 21. Vacations

211

Vacation Allowance

Nurses, excluding extra help, or as herein otherwise provided, shall be entitled to vacation with
pay in accordance with the following schedules. Vacation accruals shal be pro-rated for part-
time nurses.

1) During the first 5 years of continuous service, vacation will be accrued at the rate of 4.0
hours per biweekly pay period worked.

2 After the completion of 5 years of continuous service, vacation will be allowed at the
rate of 4.9 hours per biweekly pay period worked.

3 After the completion of 10 years of continuous service, vacation will be allowed at the
rate of 5.9 hours per biweekly pay period worked.

4 After the completion of 15 years of continuous service, vacation will be allowed at the
rate of 6.5 hours per biweekly pay period worked.

) After the completion of 20 years of continuous service, vacation will be allowed at the
rate of 6.8 hours per biweekly pay period worked.

(6) After the completion of 25 years of continuous service, vacation will be allowed at the
rate of 7.4 hours per biweekly pay period worked.

) No nurse will be dlowed to carry an accumulation of more than 52 biweekly pay
periods vacation accrual at any one time. However, nurses may accrue unlimited
vacation time in excess of the maximum allowance when such vacation accrues
because of remaining in a pay status during periods of illness or injury which precluded
liquidating vacation credits earned in excess of the maximum allowed.

8 No vacation will be permitted prior to the completion of 13 full biweekly pay periods of
continuous service.

9 Vacation may be used in increments of 6 minutes.
(10) Extra help do not accrue vacation credits, except that service in an extra help capacity
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may be included with service in a regular established position in computing vacation
allowance for purposes of this Section. However, such extra help service may not be
included if it preceded a period of over 28 days during which the employee was not in a
pay status.

Vacation Schedule

The time at which nurses shall be granted vacation shall be at the discretion of the appointing
authority. Length of service and seniority of nurses shall be given consideration in scheduling
vacations and in giving preference as to vacation time.

It is each nurse's responsibility to request vacation in atimely manner so that vacation may be
approved and scheduled prior to reaching the limits described in 20.1 (7) above. Department
Heads shall make every effort to accommodate written vacation leave requests which indicate
the need to reduce accrued vacation |eave balances to the allowed level, particularly when such
requests are submitted at least 4 pay periods prior to the date upon which the alowable limit
would be reached. Any nurse who fedls g/he is unreasonably denied a vacation request as
described above may request that Employee Relations investigate and, if appropriate, ensure
that the nurse is alowed to take vacation time off when the nurse is a the maximum vacation
accrual level.

Vacation Allowance for Separated Employees

When a nurse is separated from service after continuous employment of at least 13 biweekly
pay periods, any remaining vacation alowance shall be added to the final compensation. A
nurse separated before serving 13 full biweekly pay periods shall not be eligible for vacation
allowance.

Vacation Pay
Payment for vacation shall be at the base pay of the employee plus applicable differentid, if
any, as provided in Section 13.

Section 22. Sick Leave

221

222

Accrua

All nurses, except extra help, shall accrue sick leave at the rate of 3.7 hours for each biweekly
pay period of full-time work. Such accrua shall be prorated for any nurses, except extra help,
who work less than full-time during a pay period. For the purpose of this Section absencein a
pay status shall be considered work.

Usage

Nurses are entitled to be paid for sick leave used, to a maximum of the time accrued, under the

following conditions:

(@D} The nurse's illness, injury, or exposure to contagious disease which incapacitates
him/her from performance of duties. This includes disabilities caused or contributed to
by pregnancy, miscarriage, abortion, childbirth, and recovery therefrom as determined
by alicensed physician.

2 The nurse's receipt of required medical or dental care or consultation.
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3 The nurse's attendance on amember of the immediate family who isill.

4 The nurse's preparation for or attendance at the funeral of a member of the immediate
family.

For purposes of this Section immediate family means parent, spouse, domestic partner, son,
daughter, step-child, sibling, mother-in-law, father-in-law, grandparents or grandchildren.

Procedures for Requesting and Approving Sick Leave

When the need for sick leave is known to the nurse in advance of the absence, ghe shall request
authorization for sick leave at such time, in the manner specified herein. In al other instances
ghe shal notify hisher supervisor as promptly as possible by telephone or other means.
Before a nurse may be paid for the use of accrued sick leave he/she shall complete and submit
to his’her department head a signed statement, on a prescribed form, stating the dates and hours
of absence and such other information as is necessary for the request to be evaluated. If anurse
does not return to work prior to the preparation of the payroll, other arrangements may be made
with the approval of the department head and the Controller. The sick leave form shall be
treated confidentially and be kept in a confidential file. The department head may require a
physician's statement from an employee who applies for sick leave, or make whatever
investigation into the circumstances that appears warranted before taking action on the request.
If possible, nurses will notify their supervisor two hours before their shift begins.

Accounting for Sick L eave

Sick leave may be used in increments no smaller than 6 minutes. Payment for sick leave used
shal be a the employees base pay plus applicable differential, if any, as provided in
Section 13.

Credits

When a nurse who has been working in an extra help capacity is appointed to a permanent
position s’he may receive credit for such extra help service in computing accumulated sick
leave, provided that no credit shall be given for service preceding any period of more than 28
consecutive calendar daysin which an employee was not in apay status.

If a nurse who has unused sick leave accrued is laid off and subsequently reemployed in a
permanent position, such sick leave credits shal be restored to him/her upon reemployment.
The nurse shal not have any portion of sick leave credits restored for which he/she received
compensation at the time of or subsequent to the day of lay off.

I ncapacity to Perform Duties

If the appointing authority has been informed through a doctor's report of a medica
examination, that a nurseis not capable of properly performing his’her duties, the nurse may be
required to absent himself/herself from work until the incapacity is remedied. During such
absence the nurse may utilize any accumulated sick |eave, vacation, holiday and comp time.

Use of Sick Leave While on Vacation
A nurse who is injured or who becomesiill while on vacation may be paid for sick leave in lieu
of vacation provided that the nurse:

1. was hospitalized during the period for which sick leave is claimed,
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2. received medical treatment or diagnosis and presents a statement indicating illness or
disability signed by a physician covering the period for which sick leave is claimed, or

3. waspreparing for or attending the funeral of an immediate family member.

No request to be paid for sick leave in lieu of vacation will be considered unless the request is
made within 10 working days of the nurse's return to work and the above substantiation, if
required, is provided within areasonable time.

Sick Leave During Holidays
Paid holidays shall not be considered as part of any period of sick leave, unless the nurse is
scheduled to work on that holiday.

Sick Leavefor Child Birth and Adoption
Nurses may use up to 30 working days of accrued sick leave following the birth of a child to
their spouse or when adopting achild.

Section 23. Leaves of Absence

231

232

General

Nurses shall not be entitled to leaves of absence as a matter of right, but only in accordance
with the provisions of law and this MOU. Unless otherwise provided the granting of a leave of
absence aso grants the nurse the right to return to a position in the same or equivaent classin
the same department as at the time the leave was granted. The granting of any leave of absence
shall be based on the presumption that the nurse intends to return to work upon the expiration
of the leave. However, if a disability retirement application has been filed with the County
Board of Retirement a leave may be granted pending decision by that Board. Nothing in this
Section shall abridge a nurse's rights under the Family and Medical Leave Act. Wherethereisa
conflict between the Act and this MOU, whichever provides the greater benefit to the nurse

shall apply.

Total Period of Leave: Except for Disability Leaves as provided above and in 22.4 (2) (c)
below, no leave of absence or combination of leaves of absence when taken consecutively,
shall exceed atotal period of 26 biweekly pay periods.

Approval and Appeals: Initia action to approve or disapprove any leave of absence shal be
by the nurse's department head; however, leaves of absence of more than two biweekly pay
periods must also be approved by the HRD Director. Denia of requested leave in whole or in
part a the department head level may be appealed by the nurse to the Director, whose decision
shall befinal.

Benefit Entitlement

Nurses on leaves of absence without pay for more than 2 pay periods shall not be entitled to
payment of the County's portion of premiums for health, dental, life or long term sdary
continuation insurance, except as provided hereinafter. The entitlement to County payment of
premiums shall end on the last day of 2 full pay periodsin which the nurse was absent. A nurse
who is granted a leave of absence without pay due to the nurse's illness or accident shall be
entitled to have 2 pay periods of the County's portion of the insurance premiums paid by the
County for each year of County service, or mgor fraction thereof, up to a maximum of 26 pay
periods payment of premiums.
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233 Seniority Rights and Salary Adjustments

Authorized absence without pay which exceeds 28 consecutive caendar days, for either:
(2) leave of absence for persona reasons, (2) leave of absence due to illness or injury not
compensated through Workers Compensation benefits, or (3) leave of absence to fill an
unexpired term in an elective office shal not be included in determining salary adjustment
rights or any seniority rights based on length of employment.

234

Job Incurred Disability Leave

D

)

Job Incurred Disahility Leave With Pay

(A)

(B)

©)

(D)

Definition: Disability leave with pay is a nurse's absence from duty with pay
because of disability caused by illness or injury arising out of and in the course
of employment which has been declared to be compensable under the Workers
Compensation Law. Only permanent or probationary nurses occupying
permanent positions are eligible for disability leave with pay.

Payment: Payment of disability leave shall be at the base pay of the nurse and
shall be reduced by the amount of temporary disability indemnity received
pursuant to Workers Compensation Law.

Application for and Approval of Job Incurred Disability Leave With Pay: In
order to receive pay for disability leave a nurse must submit a request on the
prescribed form to the department head describing the illness or accident and all
information required to evaluate the request. The nurse must attach a statement
from a physician certifying to the nature, extent and probable period of illness
or disability. No job incurred disability leave with pay may be granted until the
County, State Compensation Insurance Fund or the County Workers
Compensation Adjustor has declared the illness or injury compensable under
Workers Compensation Law and has accepted liability on behalf of the County,
or the Workers Compensation Appeals Board has ordered benefits to be paid.

Length of Job Incurred Disability Leave With Pay: Eligible nurses shal be
entitled to disability leave for the period of incapacity as determined by a
physician, not to exceed a maximum of 90 calendar days for any one illness or
injury. Holidays falling within the disability period shal extend the maximum
days allowed by the number of holidays.

Job Incurred Disability Leave Without Pay

(A)

(B)

Definition: Disability leave without pay is a nurse's absence from duty without
County pay due to disability caused by illness or injury arising out of and in the
course of employment which has been declared compensable under Workers
Compensation Law. Only permanent or probationary nurses occupying
permanent positions are digible for disability leave without pay. Such leave is
taken after the disabled nurse has used up alowable disability leave with pay, as
well as accrued credits for sick leave. At the nurse's option vacation and comp
time accruals may also be used.

Application for and Approval of Job Incurred Disability L eave Without Pay: In
order to receive disability leave without pay an eligible nurse must submit a
request on the prescribed form to the department head describing the illness or
accident and al information required for the department head to evaluate the
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request. The nurse must attach a statement from a physician certifying to the
nature, extent and probable period of illness or disability.

(©)  Length and Amount of Job Incurred Disability L eave Without Pay: Job incurred
disability leave without pay may not exceed 26 pay periods for any one injury.
The combined total of disability leave with pay and disability leave without pay
for one accident or illness may not exceed 32 pay periods. In the event a nurse
is disabled and receiving Workers Compensation benefits this leave may be
extended as long as such disability continues.

235 Leave of Absence Without Pay

)

2

3

(4)

Q)

(6)

()

Qualifying: Only permanent or probationary nurses occupying permanent positions are
eligible for leaves of absence without pay under the provisions of this Section.

Application for and Approval of Leaves of Absence Without Pay: In order to receive
leave without pay, a nurse must submit a request on the prescribed form to hisher
department head describing the reasons for the request and al other information
required for the department head to evaluate the request.

Granting of Leaves of Absence Without Pay: Appointing authorities may grant leaves
of absence without pay for persona reasons for a maximum of two pay periods.
Leaves of absence of more than two pay periods must be approved by the HRD
Director.

Leaves of Absence Without Pay for Non-Job Incurred lliness or Injury: Leaves of
absence without pay for non-job incurred illness or injury may be granted for a
maximum of 26 full pay periods. This includes disabilities caused or contributed to
by pregnancy, miscarriage, abortion, childbirth, and recovery therefrom. Such leaves
will be granted only after al accrued sick leave has been used and must be
substantiated by a physician's statement.

Leaves of Absence Without Pay for Personal Reasons. Leaves of absence without pay
for persond reasons may be granted for a maximum of 13 full pay periods. Such leaves
shall only be granted after al accrued vacation and holiday credits have been used.

Parental Leave: A nurse/parent of either sex may be granted a leave of absence without
pay for the purpose of fulfilling parenting responsibilities during the period of one year
following the child's birth, or one year following the filing of application for adoption
and actua arrival of child in the home. Such leave is to be for a maximum of 13 full
pay periods. Use of accrued vacation, sick, comp time or holiday credits shall not be a
pre-condition for granting such parental |eave.

Union Work: Leaves of absence without pay to take employment with the Union
signatory to this MOU shall be granted for a maximum period of 26 full biweekly pay
periods upon 45 days advanced written notice from the Union. Employees are entitled
to retain any accrued vacation and holiday credits while on such leaves. In the event
that employees on approved Union leaves want to continue group benefits coverage
(including medical, dental, vision and life insurance) through the County plans,
arrangements will be made for the Union to reimburse the County for the costs
associated with continuing such coverage. In the event the employee is in a business
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critical position, a meeting will occur between the Union and the Department Head
regarding the feasibility of the release. (i.e. if the request were to release the only nurse
in a specidty or assgnment, it may not be feasible to release that period with only 45
days notice) No more than one employee at a time county-wide will be released for
thistype of Leave of Absence with a maximum of two employees per caendar year.

Military L eaves of Absence
The provisions of the Military and Veterans Code of the State of Cdifornia shal govern
military leave of County employees.

Absence Due to Required Attendancein Court

Upon approval by the department head any nurse, other than extra help, shall be permitted
absence from duty for appearance in Court because of jury service, in obedience to subpoena or
by direction of proper authority, in accordance with the following provisions:

@ Absence from duty will be with full pay for each day anurse serves on ajury or testifies
as a witness in a criminal case, other than as a defendant, including necessary travel
time. As a condition of receiving such full pay, the nurse must remit to the County
Treasurer, through the department head, within 15 days after receipt, al fees received
except those specifically allowed for mileage and expenses.

2 Attendance in Court in connection with a nurse's usua official duties or with a case in
which the County is a party, together with travel time necessarily involved, shall not be
considered absence from duty within the meaning of this Section.

3 Absence from duty will be without pay when the nurse appears in private litigation to
which the County of San Mateo is not party.

4 Any fees alowed, except reimbursement of expenses incurred, shall be remitted to the
County Treasurer through the department head.

Assignment Upon Return from Absence

Nurses working at SMMC who return from any authorized absence with or without pay of not
more than 6 weeks duration or in cases of authorized maternity leave not more than 12 weeks
shall be returned to their previous shift and position.

Absence Without L eave

@ Refusal of Leave or Failure to Return After Leave: Failure to report for duty after a
leave of absence request has been disapproved, revoked, or canceled by the appointing
authority, or at the expiration of aleave, shall be considered an absence without leave.

2 Absence Without Leave: Absence from duty without leave for any length of time
without an explanation satisfactory to the appointing authority is cause for dismissal.
Absence without leave for 4 or more consecutive days without an explanation
satisfactory to the appointing authority shall be deemed a tender of resignation. If
within 30 days after the first day of absence without leave a nurse who has been absent
makes an explanation satisfactory to the Board of Supervisors, the Board may reinstate
such person.

23.10 Educational Leave of Absence With Pay
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Educational leave of absence with pay may be granted to nurses under the conditions specified
in this section. In order to be granted educationa leave of absence with pay a nurse must
submit on the prescribed form a request to the appointing authority containing all information
required to evauate the request. The County may, after approva of the application, grant leave
of absence with pay for a maximum of 65 working days during any 52 biweekly pay periods
for the purpose of attending aformal training or educational course of study. Eligibility for such
leaves will be limited to nurses with at least 13 pay periods of continuous service who are not
extra help, temporary or seasonal. Such leaves will be granted only in cases where there is a
reasonable expectation that the nurse's work performance or value to the County will be
enhanced as a result of the course of study. Courses taken as part of a program of study for a
college undergraduate or graduate degree will be evauated individualy for job-relatedness
under the above described criteria.

The nurse must agree in writing to continue working for the County for at least the following
minimum periods of time after expiration of the leave of absence:

L ength of L eave of Absence Period of Obligated Employment
44 to 65 workdays 52 hiweekly pay periods
22 to 43 workdays 26 biweekly pay periods
6 to 21 workdays 13 biweekly pay periods

23.11 Continuing Education L eave With Pay
(A) All nursesin the bargaining unit will be allowed 40 hours of continuing educational leave
each fisca year under prescribed policies for the purpose of completing their Continuing
education (C.E.) requirements for licensure.

Nurses may use continuing educational leave with pay as follows:

1. Suchtimewill be paid at the straight time rate.

2. Such time must be used for courses/seminars for the purpose of completing the
nurse’'s C.E. requirements for licensure or for other approved courses, and

3. The nurse must submit documentation to substantiate course attendance; and

4. Such time must be requested and approved in advance.

Nurses may request educational leave to do home study C.E. courses on regularly scheduled
days off, or may opt to use any or all of the allowed hours for home study.

Continuing educational leave with pay shall be prorated for part-time nurses, under the same
conditions as stated above for full-time nurses.

For courses required by the County (i.e, ACLS, BLS, PALS, etc.), time spent snal be
considered astime worked and shall be paid at the appropriate rate.

Payment for the tuition or registration fees for discretionary courses on continuing
educational leave with pay will be reimbursed up to a $550.00 total maximum per nurse,
excluding Nurse Practitioners, per fiscal year. Nurse Practitioners will be reimbursed up to a
total maximum of $900.00 per employee per fiscal year. The nurse shall incur any cost in
excess of this rate; however, additional monies may be made available on a case-by-case
basis based on departmental needs. This continuing educational leave with pay amount shall
be prorated for part-time nurses.
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For courses required by the County (i.e., ACLS, BLS, PALS, etc.), the Department will pre-
pay the fees for these required courses, or provide them at no cost to the nurse.

(B) Nursesemployed in a.5 status and above, in all three divisions and Hillcrest, shall be a
allowed additional paid educational leave on the following basis:

- eight hours after 3 calendar years of service.

- twenty-four hours after 5 calendar years of service.
- thirty-two hours after 10 calendar years of service.
- forty hours after 12 calendar years of service.

There shall be no specific educational requirement for the granting of this leave. The number
of paid hours off shall be prorated for part-time employees (i.e. anurse with .5 status shall
receive 12 hours after 5 calendar years of service).

23.12 Certification Fees
Nurse Practitioners who are required by the County to secure and maintain National
Certification required by Medicare will be reimbursed for the actual cost of certification and
re-certification. Nurses who are required by the County to secure and maintain certifications
in specializations will be reimbursed for the actual cost of certification and re-certification.

23.13 Bereavement Leave

The County will provide up to two days paid bereavement leave upon the death of an
employee’ s parent, spouse, domestic partner, child or step-child.

In addition, employees may utilize accrued sick leave pursuant to Section 22.2-4.

Section 24. Absence Without Pay

Public Health Nurses shall be entitled to up to 6 working day's absence without pay each calendar year.
Such absence shall not be considered a break in service for purposes of digibility for saary
adjustments, sick leave, vacation or seniority. Such absences shall be requested in writing, and shall be
scheduled by the department head consi stent with the needs of the department.

Section 25. Hospitalization and Medical Care

25.1 The County and covered nurses share in the cost of health care premiums. The County will pay
90% of the total premium for the Kaiser and Aetna Plans and 80% of the total premium for the
Blue Shield Plan. Covered nurses will pay 10% of the total premium for the Kaiser and Aetha
Plans and 20% of thetotal premium for the Blue Shield Plan.
Both parties agree to a reopener in January 2013 on medical premiums only. Changes will be
by mutual agreement.

A FHexible Spending (FSA) debit card with a value of $100 will be issued to each employee as

soon as administratively possible. An additional $100 FSA card will be issued on January 1,
2012.

Coverage of digible dependents shall be in accordance with the summary plan documents.
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Effective January 1, 2012,coverage for young adult dependents will reduce from 30 years of
age to 28 years. Effective January 1, 2013, coverage will be further reduced from 28 to 26
years.

For Nurses occupying permanent part-time positions, the County will pay one-half of the above
described premiums. For the purposes of this Section, a permanent part-time nurse is one who
is working less than full-time and more than 40 hours per biweekly pay period. For Nurses
occupying permanent part-time positions who work a minimum of 60, but less than 80 hoursin
a biweekly pay period, the County will pay three-fourths of the hospital and medical care
premiums described above.

Nurses whose employment with the County is severed by reason of retirement shall be
reimbursed by the County for the unused sick leave a the time of retirement on the following
basis. for each 8 hours of unused sick leave at time of retirement, the County shall pay for one
month's premium for health coverage for the nurse only, to a maximum of 240 months of
continued health coverage (e.g., if a nurse retires with 320 hours of unused sick leave, the
County will continue to pay the health premiums on said nurse for a period of 40 months).
Should a retired nurse die while receiving benefits under this section, the nurse’s spouse and
eligible dependents shall continue to receive coverage to the limits provided above.

A nurse that retires who chooses to purchase retiree health benefits for his/her spouse,
dependent unmarried children, young adult dependents, domestic partners, and/or children
of domestic partners can do so at the County’s group health plan rates.

The County will provide up to a maximum of 192 hours of sick leave (2 years of retiree hedth
coverage) to nurses who receive a disability retirement. For example, if a nurse who receives a
disability retirement has 100 hours of sick leave at the time of retirement, the County will add
another 92 hours of sick leave to his’her balance. This sick leave will be converted at the rate
of $150 per 8 hours of sick leave.

Nurses who waive retiree heath/dental coverage including COBRA rights may, upon
retirement, convert each 8 hours of accrued sick leave for $150.00. Should this cashout be
determined, either through legidative or judicia action, to constitute compensation earnable for
retirement purposes, this provision shall become null and void.

The surviving spouse of an active nurse who dies may, if he/she elects a retirement allowance,
convert the nurse's accrued sick leave to the above specified limits providing that the nurse was
age 55 or over with at least 20 years of continuous service.

The parties agree to meet to identify and select a group dental plan for retirees who do not
otherwise have coverage. All and any costs of such aplan will be borne by the retiree.

Section 26. Dental Care

26.1

The County shall contribute a sum equal to 90% of the premium for the County Plan and for
the Safeguard Plan. All nurses must participate in one of these plans.
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26.2 During a nurse's first year of employment with the County, there shall be a cap on County
Dental Plan coverage consisting of $100.00 deductible and 60% U.C.R.

26.3 Thereisan annua $2,500 per person maximum benefit in the County Dental Plan.

26.4  Young adult dependents and domestic partners and the children and young adult dependents of
domestic partners are included in the County self-funded dental plan.

Section 27. Vision Care

The County shall provide vision care coverage for employees and eligible dependents including young
adult dependents and domestic partners and the children and young adult dependents of domestic
partners as eligible dependents. The County will pay the entire premium for this coverage. This
coverageisfor Vision Service Plan (VSP) San Mateo County Plan B.

Section 28. Life Insurance

27.1 Nursesshall be covered by life insurance and accidental death insurance asfollows:

The County shall provide $9,000 of life insurance for each nurse, $500 of life insurance for
the nurse's spouse and up to a maximum of $500 of life insurance for each of the nurse's
children depending on ages. The County shal provide an additiona $10,000 of life
insurance payable to the nurse's beneficiary if the nurse's death results from an accident
either on or off thejob.

27.2 Nurses, depending on pre-qualification, may purchase additional term life insurance to a
maximum of $250,000 for employee, $125,000 for spouse, and $10,000 for dependents.

Section 29. Change in Employee Benefit Plans

29.1 During the term of this MOU, the County and the Association shall investigate the feasibility of
offering medical plan(s) in addition to those now being offered.

29.2  If during the term of this MOU the County desires making any changes in the current medical
and dental plans, the County shall meet with CNA to discuss any changes.

Section 30. Long Term Disability Insurance

The County shall continue to provide its present long term income protection plan for permanent
nurses at no cost to said nurses; provided, however, that in order to be eligible for such plan, nurses
must have been employed by the County for 3 or more years.

Effective with disabilities commencing on or after January 1, 1988, the 120 day disability period
required to qualify for long term income protection shall no longer require continuous disability but
shall be cumulative for any single medically verified illness or injury within a period of 6 full months
from the date of the disability's onset. The onset date shall be defined as the first workday the worker
was unable to work.

The maximum benefit of the Long Term Disability Plan shall be $1500 monthly. Effective with new
benefits on or after October 17, 1999, the maximum benefit of the Long Term Disability Plan shall be
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$2400 monthly. The County also agrees to cover under the LTD Plan, part-time workers who work a
minimum of 20 hours per week. The Long Term Disability Plan restricts benefits for psychiatric
disabilities that result from stress, depression or other life events to two years. However, a disability
resulting from certain chronic psychotic disorders or a disorder with demonstrable organic brain
deficits can qudify for benefits payable up to the age of 65.

Section 31. Probationary Period

311

31.2

313

314

315

Probationary nurses shall undergo a probationary period of 1040 regular hours, unless a longer
period, not to exceed 2080 regular hours is prescribed by the Civil Service Commission for
their classifications. Individua probationary periods may be extended with good cause upon
request of the department head and concurrence of the HRD Director; however, no
probationary period shall exceed 2080 regular hours. If anurseis incapacitated due to medical
conditions and is reassigned to work that is not part of his’her norma duties, the probation
period for the primary job will be extended for the duration of the reassgnment. The nurse
shall be notified in writing of the probationary extension at the time of the reassignment.

Time worked by an nurse in a temporary, extra help, or provisonal status shall not count
towards completion of the probationary period. The probationary period shal start from the
date of probationary appointment.

A nurse who is not rejected prior to the completion of the prescribed probationary period shall
acquire permanent status automatically. Former permanent employees appointed from a
reemployment €ligible list shall be given permanent appointments when reemployed.
Permanent employees who are demoted to lower classifications shal be given permanent
appointmentsin the lower classifications.

A nurse who is laid off and subsequently appointed as a result of certification from a genera
employment dligible list to a position in a different classification than that from which laid off
shall undergo the probationary period prescribed for the class to which appointed. Former
probationary employees whose names were placed on a reemployment dligible list before they
achieved permanent status shall start a new probationary period when appointed from a
reemployment eligiblelist.

The appointing authority may terminate a probationary nurse a any time during the
probationary period without right of appeal in any manner and without recourse to the
procedures provided in Section 34 (Grievances) hereof, except when the nurse alleges that the
termination was due to discrimination prohibited by county, state or federal statutes or
regulations. If discrimination is aleged, the appedl or grievance shall be decided solely on the
basis of whether or not the termination was due to discrimination; and unless it is determined
that there was discrimination, the person or persons hearing the appeal or grievance shall not
substitute their judgment for that of the appointing authority. In case of reections during
probationary periods, nurses shall be given written notice, with reasons therefore, at once.

The HRD Director may, upon request by a nurse rejected during probation, restore that nurse's
name to the dligible list for that class. However, the nurse's name shall not be certified to the
department from which rgjected without approval of the department head.

Permanent nurses who transfer to another position in the same class shall not be required to
undergo a new probationary period in the position into which transferred.
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Nurses who transfer to a class in another series or in another department may be required by the
department head to start a new probationary period. If a new probationary period is a condition
for transfer, the nurse must sign a statement indicating an understanding of this fact prior to the
effective date of the transfer. At the discretion of the HRD Director, examinations to
demonstrate fitness may be required before transfers between separate classes can occur.

If a new probationary period isin force, the nurse shall have a window period of 28 days from
the date of transfer to elect to return to his’her former position. Should a nurse be rejected at a
point beyond the window period, and the nurse had prior permanent status, he/she shall have
the right to return to their former department if a vacancy in their former classification exists.
If no vacancy exists, such nurses shall be placed in the longest standing vacancy, as determined
by the requisition form date, County-wide. If no vacancy exists, such nurses shall displace the
least senior employee as determined by Section 18. If no less senior position exists, then the
nurse shal be removed from County service.

Section 32. Contracting/Subcontracting

The County will notify the Union of its intent to contract or subcontract work customarily
performed by members of California Nurses Association where such contracting or subcontracting
would result in loss or potential loss through attrition or layoff of such bargaining unit members.
The County will make such notification at least ninety (90) calendar days in advance of such action.
The notice shall include an explanation of the County’s reason for proposing such
contracting/subcontracting. The Union shall be given the opportunity to meet with the county to
discuss the decision to contract out, and to meet and confer on the effect of such contracting out
upon its members. The Union shall have 30 calendar days from the date of such notification to
propose effective and economical alternative ways in which such services could continue to be
provided by the County’s own employees.

Both parties agree that utilization of Registry and Travelers nurses is not intended to replace or
eliminate efforts to recruit and hire regular staff nurses and is not considered to be
contracting/subcontracting.

Section 33. Promotion

33.1 Examinations

@ Open Examinations: Any person who meets the minimum qualifications for the job
classification may compete.

2 General Promotional Examinations: Permanent and probationary employees who have
served at least Six months in such status prior to the date of the examination are eligible
to compete. Persons who have been laid off and whose names are on a reemployment
list are also eigible provided they had served at least six months prior to lay off.

Persons in unclassified positions, who previously held positionsin the classified service
and who did not have a break in County service between the classified and unclassified
appointments are digible to compete provided that they have at least six months total
service prior to thefinal date to file an application.
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33.2

33.3

©)

(4)

)

(6)

Departmental Promotional Examinations: Permanent and probationary employees of
the specific department in which a promotional opportunity exists who have served at
least sx months in such status prior to the date of the examination are eligible to
compete. Persons who have been laid off and whose names appear on the appropriate
departmental reemployment eligible list are dso digible provided they had served at
least Six months prior to lay off.

Open and Promotional Examinations. Any person who meets the minimum
qudifications for the job classification may compete. In addition, any person
competing in this type of an examination, and who meets the criteria described in (2)
above, shal have 5 points added to the fina passing score.

Qualifying Examinations:

a. Quadifying examinations may be given to probationary and permanent County
employees for specifically designed position reclassifications, transfers, demotions
and alternately staffed classifications.

b. The name of an employee who has successfully passed a qualifying examination
shal be placed on the dligible list for the classfication for which examined. The
Director may place the name of an employee on such digible list with or without an
examination score. If an examination score is assigned, such employee's rank on
that eligible list shall be based on the examination score, as determined by the
Director. Such examinations shall not require the publication of an examination
notice.

Veterans preference shall not apply to promotional examinations.

Promotional Eligible Lists

(@D} General Promotional Eligible Lists: The names of applicants successful in genera
promotional examinations shall be placed on genera promotional digible lists for the
classifications examined.

2 Departmental Promotional Eligible Listss The names of applicants successful in
departmental promotional examinations shall be placed on departmental promotional
eigiblelistsfor the classifications examined.

3 These lists shall take precedence over Genera Eligible Lists.

4 If, a the time of termination, an employee's name appears on a promotiona eligible list
hisher name shal be removed from the promotiona list and placed on the open
competitive digiblelist for that classification in accordance with his/her final score.

Probationary Period

Permanent nurses who are promoted to a higher classification shall undergo the probationary
period prescribed for the higher class, but shall have the right, if rejected during their
probationary period, to demote to their former class in their former department if a vacancy in
their former class exists. If no such vacancy exists, the nurse shall be placed in the longest
standing vacancy, as determined by the requisition form date, County-wide. If no County-wide
vacancy exists, such nurse shall displace the least senior employee as determined by Rule XVI.
If no less senior position exigts, then the nurse shall be removed from County service. Trainees
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who are promoted to journey level classifications shal not have the right to revert to their
former trainee classif rgjected during the probationary period.

Section 34. Dismissal, Suspension or Demotion for Cause

The appointing authority may dismiss, issue non-punitive disciplinary lettersto, or demote any nursein
the classified service provided the rules and regulations of the Civil Service Commission are followed.
If he/she does not appeal such action to the Civil Service Commission within 14 days after receipt of
such charges, as provided in the Charter, a permanent nurse shall have the right to appeal such actionin
accordance with the provisions of Section 35.2 (c) and (d) unless his’her objection to the action has
been resolved earlier in accordance with Section 35.2 (a) or (b).

Section 35. Reallocation of Position

Upon reclassfication of filled positions the HRD Director shall determine whether the action
congtitutes an upward, latera or downward movement of the level of the position.

@

2

©)

Downward: The incumbent will be assigned to a vacant postion in the same
department in the same classification previoudy held. In lieu of reassgnment, the
incumbent may accept a demotion in the realocated position. If neither of these
options are exercised, the layoff procedure in the Civil Service ruleswill be employed.

Lateral: The status of the incumbent will remain unchanged in the classification to
which the position is reallocated.

Upward: The HRD Director will grant status to the incumbent when either: 1) there
has been no essential change in the duties and responsibilities of the position during the
individual's incumbency; or 2) there has been a gradual change in the duties and the
incumbent has satisfactorily performed the higher level tasks for at least 6 months. If
neither of the conditions listed above exist, the incumbent may be transferred, demoted,
laid off or compete for the reallocated position as specified in the Civil Service Rules.

Section 36. Grievances

36.1 A grievance is any dispute which involves the interpretation or application of any provision of
this MOU, excluding, however, those provisions of this MOU which specificaly provide that
the decison of any County officia shall be find, the interpretation or application of those
provisions not being subject to the grievance procedure. Any grievance will be terminated
once an EEO complaint isfiled on the issue being grieved.

36.2

Grievances shall be processed in the following manner:

@

Step 1. Department Head and/or the Designated Representative

Any nurse who believes that he/she has a grievance may discuss the complaint with
such management officia in the department in which he/she works as the department
head may designate. If the issue is not resolved within the department, or if the
employee elects to submit the grievance directly to the Association recognized as the
representative of hislher classification, the procedures hereinafter specified may be
invoked, provided, however, that al complaints involving or concerning the payment of
compensation shal be in writing to the HRD Director.
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(b)

(©

(d)

Step 2. Employee Relations

Any nurse or any CNA officid may notify Employee Relations in writing that a
grievance exists, stating the particulars of the grievance and, if possible, the nature of
the determination desired. Such notification must be received within 14 calendar days
from the date of the nurse's or CNA's knowledge of an aleged grievance. Any
grievance involving demotion, suspension or dismissd must be received within 14
caendar days of the postmarked date of written notice from the County of such action.
Employee Relations shal have 14 calendar days to investigate the merits of the
complaint, meet with CNA officias, and settle the grievance. No grievance may be
processed under paragraph (c) below which has not first been filed and investigated in
accordance with this paragraph (b).

Step 3. Adjustment Board

If the parties are unable to reach a mutually satisfactory accord on any grievance which
arises and is presented during the term of this MOU, CNA may advance the grievance
to an Adjustment Board by submitting a written request to the HRD Director no later
than 14 calendar days of postmarked receipt of written notice from Employee Relations
that the grievance is denied a Step 2. The Adjustment Board shall be comprised of 2
representatives designated by CNA and 2 representatives designated by the County.
Adjustment Boards shal be convened within 14 caendar days from the date
notification from the Association is received.

Step 4. Arbitration

If an Adjustment Board is unable to arrive at a mgjority decision, either CNA or the
County may require that the grievance be referred to an impartia arbitrator, if within 14
caendar days of the date upon which the Adjustment Board hearing was held, the
moving party notifies the other in writing of its desire to arbitrate. The question shall be
submitted to an arbitrator mutually agreed upon by the parties or, faling mutua
agreement, to that arbitrator who is selected by lot from an agreed upon pand. The fees
and expenses of the arbitrator and of the court reporter shall be shared equally by CNA
and the County. Each party, however, shall bear the costs of its own presentation,
including preparation and post hearing briefs, if any.

36.3 Scope of Adjustment Board and Arbitration Decisions

@

(b)

(©

Decisions of Adjustment Boards and arbitrators on matters properly before them shall
be final and binding on the parties hereto, to the extent permitted by the Charter of the
County.

No adjustment Board and no arbitrator shall entertain, hear, decide or make
recommendations on any dispute unless such dispute involves a position in a unit
represented by the Association which has been certified as the recognized employee
organization for such unit and unless such dispute falls within the definition of a
grievance as set forth in subsection 35.1.

Proposals to add to or change this MOU or written agreements or addenda
supplementary hereto shall not be arbitrable and no proposal to modify, amend or
terminate this MOU, nor any matter or subject arising out of or in connection with such
proposals, may be referred to arbitration under this Section. Neither any Adjustment
Board nor any arbitrator shall have the power to amend or modify this MOU or written
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36.4

36.5

36.6

agreements or addenda supplementary hereto or to establish any new terms or
conditions of employment.

(d) If the HRD Director in pursuance of the procedures outlined in 35.2 (b) above, or the
Adjustment Board in pursuance of the provisions of 35.2 (c) above resolve a grievance
which involves suspension or discharge, they may agree to payment for lost time or to
reinstatement with or without payment for lost time.

Compensation Complaints

All complaints involving or concerning the payment of compensation shall be initialy filed in
writing with the HRD Director. Only complaints which allege that employees are not being
compensated in accordance with the provisions of this MOU shall be considered as grievances.
Any other matters of compensation are to be resolved in the meet and confer process and if not
detailed in the MOU which results from such meet and confer process shall be deemed
withdrawn until the meet and confer processis next opened for such discussion.

No change in this MOU or interpretations thereof (except interpretations resulting from
Adjustment Board or arbitration proceedings hereunder) will be recognized unless agreed to by
the County and CNA.

No Strike

CNA, its members and representatives, agree that it and they will not engage in, authorize,
sanction or support any strike, sowdown, stoppage of work, curtallment of production,
concerted refusal of overtime work, refusal to operate designated equipment (provided such
equipment is safe and sound) or to perform customary duties;, and neither CNA nor any
representatives thereof shall engage in job action for the purpose of effecting changes in the
directives or decisions of management of the County, nor to effect a change of personnel or
operations of management or of employees not covered by thisMOU.

County Charter and Civil Service Commission

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

(b) All grievances of nurses in representation units represented by CNA shall be processed
under this Section. If the County Charter requires that a differing option be available to
the nurse, no action under paragraph (b) of subsection 35.2 above shall be taken unless
it is determined that the nurseis not availing himsalf/hersalf of such option.

(© No action under paragraph (b) of subsection 35.2 above shall be taken if action on the
complaint or grievance has been taken by the Civil Service Commission, or if the
complaint or grievanceis pending before the Civil Service Commission.

(d) If any award by an Adjustment Board or arbitrator requires action by the Board of
Supervisors or the Civil Service Commission before it can be placed in effect, the
County Manager and the HRD Director will recommend to the Board or the Civil
Service Commission, as appropriate, that it follow such award.
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Section 37. Tuition Reimbursement

The County may reimburse a nurse for tuition and related fees paid for taking courses of study in an
off-duty status if the subject matter content of the course is closaly related to the nurse's present or
probable future work assignments. Limits to the amount of reimbursable expense may be set by the
HRD Director with concurrence of the County Manager. There must be a reasonable expectation that
the nurse's work performance or value to the County will be enhanced as aresult of the course of study.
Courses taken as part of a program of study for a college undergraduate or graduate degree will be
evaluated individually for job relatedness under the above-described criteria.  The nurse must both
begin and successfully complete the course while employed by the County.

The nurse must submit an application on the prescribed form to hisher department head giving all
information needed for an evauation of the request. The department head shall recommend approva
or disapprova and forward the request to the HRD Director whose decision shall be fina. In order to
be reimbursed the nurse's application must have been approved before enrolling in the course. If a
course is approved and later found to be unavailable, a substitute course may be approved after
enrollment.

Upon completion of the course the nurse must submit to the HRD Department a request for
reimbursement accompanied by a copy of the school grade report or a certificate of completion. The
HRD Department shal, if it approves the request, forward it to the Controller for payment.
Reimbursement may include the costs of tuition and related fees, but may not include costs of books or
materials which become the property of the nurse.

Section 38. Personnel Files

The County agrees to investigate and correct any factual inaccuracies which may exist within a Letter
of Reprimand received by anurse.

A nurse may request in writing that any Letter of Reprimand which is 3 or more years old be removed
from his’her personnd file. Such request will be granted and confirmed in writing by Employee
Relations provided the following conditions are met:

1. The personnel file does not contain any subsequent Letters of Reprimand or record of
disciplinary action involving the same type of infraction.

2. The nurse has not been notified in writing of pending disciplinary action at the time the written
request to remove said Letter(s) of Reprimand is received by Employee Relations.

The parties agree that the issuance or content of the Letter of Reprimand itself is not grievable, but that
failure to adhere to the provisions of this Section 36 is grievable.

Section 39. Separability of Provisions

In the event that any provision of this MOU is declared by a court of competent jurisdiction to be
illegal or unenforceable, that provision of the MOU shall be null and void but such nullification shall
not affect any other provision of this MOU, dl of which other provisions shall remain in full force and
effect.

Section 40. Past Practices
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Continuance of working conditions and practices not specifically authorized by ordinance or by
resolution of the Board of Supervisorsis not guaranteed by thisMOU.

Section 41. Change in Civil Service Commission Rules

If during the term of this MOU the County agrees with any other recognized employee organization to
make changes in the Civil Service Commission Rules, any changes adopted by the Civil Service
Commission shall be applied to the employees represented by CNA.

Section 42. State Disability Insurance

Employees covered by this MOU are dligible for benefits pursuant to the State Disability Insurance
Program.

Section 43. Mileage Reimbursement Policy

Except where indicated below, the County does not reimburse nurses for home to work and work to
home travel. Any disputes concerning the interpretation or application of the mileage reimbursement
policy shall be referred to the HRD Director whose decision shall be final. After notification is
received from the IRS indicating a change in its allowable mileage rate, the County will change its rate
to coincide with the rate set by the IRS as soon as possible.

Definition of Regular Work L ocation:

The County facility(ies) or designated area(s) within the County where a nurse reports when
commencing his/her regularly assigned functions.

Any County facility(ies) or designated area(s) to which a nurse is assigned for a period in
excess of 10 consecutive work days shall ordinarily be considered a regular work location and,
as such, not subject to employee mileage reimbursement. Temporary assignments which
extend beyond 10 days may be considered for a mileage reimbursement eligibility extension
not to exceed a total of 20 additional work days. All approval authority for extensions rests
with the HRD Director whose decision shal befinal.

A nurseisentitled to mileage reimbursement under the conditions specified below:

1 Once a nurse arrives a his’lher regular work location, any subsequent work related
travel in the nurse's own vehicle shall be digible for mileage reimbursement.

2. a) If a nurse uses hislher own vehicle for travel to and from any required training
program or conference, the nurse shall be entitled to mileage reimbursement for all
miles traveled unless the nurse is leaving directly from his/her residence, in which
case the total shall be less the normal mileage to or from the nurse's regular work
location.

b) If anurse uses his’her own vehicle for travel to and from any optional work related
training program or conference the nurse may, with department head approval, be
eligible for mileage reimbursement up to the limits specified in paragraph "a'
above.



3. A nurse who is required to travel from hisher residence to a location other than his/her
regular work location shal be entitled to mileage reimbursement for al miles traveled
less the normal mileage to or from hisher regular work location. For example: a
nurse's residence is in Burlingame and regular work location isin San Mateo. Distance
from home to work is 8 miles. Because of an early morning meeting, the nurse must
travel from home to Redwood City, a distance of 21 miles. Based upon the above rule,
the nurse would be entitled to 13 miles of reimbursement. This figure is arrived at by
subtracting 8 miles (norma mileage from home to work) from 21 miles (distance from
home to Redwood City).

4, A nurse who is required to engage in any work related travel at the conclusion of which
the nurse's work day will be completed shall be entitled to mileage reimbursement for
all miles traveled less the norma mileage from the regular work location to hisher
residence. For example: A nurse's resdence isin Palo Alto and regular work location
isin Redwood City. Distance from home to work is 13 miles. The nurse has a meeting
a the Hayward City Hall (31 miles) which will not conclude until 5:00 p.m. and
therefore, the nurse will go directly home, a distance of 31 miles. Based on the above
rule, the nurse would be entitled to 18 miles of reimbursement. Thisfigureisarrived at
by subtracting 13 miles (norma mileage from home to work) from 31 miles (distance
from Hayward to home).

Any exceptions to the above policy may be considered on a case by case basis by the
HRD Director, whose decision shall befinal.

Section 44. Retirement Plans

44.1 Effective March 13, 2005, the County implemented the 2%@55.5 retirement enhancement
(Government Code Section 31676.14) for employeesin the General Retirement Plan.

The enhancement applies to all future service and all service back to the date of
employment pursuant to the Board of Supervisor's authority under Government Code
section 31678.2(a). Government Code section 31678.2(b) authorizes the collection,
from employees, of al or part of the contributions by a member or employer or both,
that would have been required if section 31676.14 had been in effect during the time
period specified in the resolution adopting section 31676.14, and that the time period
specified in the resolution will be al future and past general service back to the date of
employment. Based upon this understanding and agreement, workers will share in the
cost of the 31676.14 enhancements through increased retirement contributions by way
of payroll deductions and shall contribute 3% of compensation earnable as defined in
SamCERA regulations. The County will pay a general wage increase of pay as set
forth in Section 8.1 of this MOU, and it is understood and agreed that this wage
increase will help employees pay the increased retirement contributions set forth
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above.

Implementation of the improvements to the retirement plans described in this section shall be
made in accordance with the policies and practices of the Retirement Board and any disputes
relative to implementation procedures shall be settled by the Retirement Board, whose decision
shall befinal.

New Retirement Plans:
For new employees hired on or after August 7, 2011, upon the adoption of a resolution
making Government Code section 31676.1 effective, the retirement benefit options shall be:

Current Plan 3: Non-contributory plan. A member who elects Plan 3 has the option to
transfer to Plan 5 after providing the equivalent of five years of service (10,400 hours) to the
County that option is for future Plan 5 service only. After providing the equivalent of ten
years of service (20,800 hours) to the County, employees may elect to transfer to Plan 4 by
entering into an agreement with the San Mateo County Employees Retirement Association
(SamCERA) to pay all of the incremental employee and employer contributions that would
have been required if the employee had been in Plan 4 since the date of employment, plus
interest.

Plan 5: 1.725% @ 58 (pre-enhancement tier) with no 3% cost share

Current Plan 4: 2% @ 55.5 is closed to new employees hired on or after the effective date
of the commencement of Plan 5. However, employees may transfer into Plan 4 after
providing the equivalent of ten years (20,800 hours) of service in Plan 5, and entering into
an agreement with the San Mateo County Employees’ Retirement Association to pay all of
the employee and employer contributions that would have been required if the employee had
been in Plan 4 since the date of employment, plusinterest.

Retirement COLA:
Employees hired on or after August 7, 2011 will pay 50% of the Retirement COLA cost as
determined by SamCERA.

Effective January 8, 2012, employees hired prior to August 7, 2011 will pay 25% of the
cost of the Retirement COLA excluding those who began payment of 50% as described
above.

Section 45. Patient Care and Technology

Technology plays an ever-increasing role in the delivery of services, and it is the obligation of the
County to make decisions regarding the selection and usage of such technology. Recognizing this,
the County and the Association agree that the development and deployment of clinical technologies
is intended for the improvement of quality outcomes, and is intended to be consistent with the
provision of safe, therapeutic and effective patient care. It is understood that technology is intended
to enhance patient care, and its deployment shall not limit a Registered Nurse's input of clinical
judgment in assessment, evaluation, planning and implementation of care; nor from acting as a
patient advocate.
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The County will continue to provide opportunities for nurses to provide input regarding the use of
new technology affecting the delivery of direct patient care.
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Made and entered into this_ 15™ day of June 2011 .

CALIFORNIA NURSES ASSOCIATION COUNTY OF SAN MATEO

Tim Jenkins, Business Representative

California Nurses Association

Geri Archibald
Nurse Practitioner

David Boesch
County Manager

Liz Downard
Community Mental Health Nurse

Donna Vaillancourt
Director, Human Resources Department

Deborah Gomez-Benton
Public Health Nurse

Liz Caserza
Employee Relations Analyst

Margarita Harrington
Charge Nurse

Meriam Nguyen

Deputy Director of Acute Inpatient and
Hospital Services and Chief Nursing Officer
San Mateo Medical Center

Mollie O’ Kane
Psychiatric Nurse

Sophie O’ Shaughnessey
Nurse Practitioner

Brian Zamora, Director
Family Health Services
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Laarni San Juan
Public Health Nurse

Peter Zych
Medical Surgical Nurse
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CNA

Salaries 07/24/2011

Class
Code ClassTitle Range A B C D E
FO13 AMBULATORY CARE NURSE TRAINEE @ $35.54 $0.00 $0.00 $0.00 $0.00  $2,843.20
FO14 AMBULATORY CARE NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO12 | CHARGE NURSE $55.69 $0.00 $3,768.80 $3,984.80 $4,213.60 $4,455.20
FO11 = CLINICAL NURSE $55.69 $0.00 $3,768.80 $3,984.80 $4,213.60 $4,455.20
FO49 COMMUNITY MENTAL HEALTH NURSE = $51.80 $0.00 $0.00  $3,706.40 $3,919.20  $4,144.00
FO18 | CORRECTIONAL HEALTH NURSE $50.71 $0.00  $3,432.00 $3,628.80  $3,836.80  $4,056.80

CORRECTIONAL HEALTH NURSE
FO15 TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
FO19 CRITICAL CARE NURSE TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
FO22 | CRITICAL CARE NURSE $50.71 $0.00 $3,432.00 $3,628.80  $3,836.80  $4,056.80
F025 INFUSION NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO27 LONG TERM CARE NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO26 | LONG TERM CARE NURSE TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
FO31 MEDICAL SURGICAL NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
F028 MEDICAL SURGICAL NURSE TRAINEE @ $35.54 $0.00 $0.00 $0.00 $0.00  $2,843.20
FO0O9 NURSE PRACTITIONER $59.44 $0.00 $4,02240 $4,252.80 $4,496.80 $4,755.20
FO21 | NURSE PRACTITIONER TRAINEE $46.84 $0.00 $0.00 $0.00 $0.00 $3,747.20
B099 NURSE PRACTITIONER-UNCLASSIFIED @ $59.44 $0.00 $4,022.40 $4,252.80 $4,496.80 $4,755.20
FO33 = PERIOPERATIVE NURSE TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
FO34 PERIOPERATIVE NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO37 = PSYCHIATRIC NURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO35 | PSYCHIATRIC NURSE TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
FO40 PUBLIC HEALTH NURSE $51.80 $0.00 $3,505.60 $3,706.40 $3,919.20 $4,144.00

PUBLIC HEALTH NURSE-
B100 UNCLASSIFIED $51.80 $0.00 $3,505.60 $3,706.40 $3,919.20 $4,144.00
FO38 SENIOR PUBLIC HEALTH NURSE $54.80 $3,507.20 $3,708.80 $3,920.80 $4,146.40 $4,384.00

SENIOR PUBLIC HEALTH NURSE-
B102 = UNCLASSIFIED $54.80 $3,507.20 $3,708.80 $3,920.80 $4,146.40 $4,384.00
FO16 = STAFFNURSE $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
FO17 = STAFF NURSE TRAINEE $35.54 $0.00 $0.00 $0.00 $0.00 $2,843.20
B175 STAFF NURSE-UNCLASSIFIED $50.71 $0.00 $3,432.00 $3,628.80 $3,836.80 $4,056.80
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CNA

Salaries 01/08/2012

Class

Code ClassTitle Range A B C D E
AMBULATORY CARE NURSE

FO13 TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00  $2,900.00

FO14 AMBULATORY CARE NURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60

FO12 | CHARGE NURSE $56.80 $0.00  $3,844.00 $4,064.00 $4,297.60 $4,544.00

FO11 = CLINICAL NURSE $56.80 $0.00 $3,844.00 $4,064.00 $4,297.60 $4,544.00
COMMUNITY MENTAL HEALTH

FO49 NURSE $52.84 $0.00 $0.00 $3,780.80 $3,997.60 $4,227.20

FO18 CORRECTIONAL HEALTH NURSE @ $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60
CORRECTIONAL HEALTH NURSE

FO15 TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00  $2,900.00

FO19 CRITICAL CARE NURSE TRAINEE @ $36.25 $0.00 $0.00 $0.00 $0.00 = $2,900.00

FO22 | CRITICAL CARE NURSE $51.72 $0.00  $3,500.00 $3,700.80 $3,912.80 $4,137.60

F025 INFUSION NURSE $51.72 $0.00 = $3,500.00 $3,700.80 @ $3,912.80 $4,137.60

FO27 LONG TERM CARE NURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60
LONG TERM CARE NURSE

FO26 = TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00  $2,900.00

FO31 MEDICAL SURGICAL NURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60
MEDICAL SURGICAL NURSE

F028 TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00 = $2,900.00

FO0O9 NURSE PRACTITIONER $60.63 $0.00 = $4,103.20 $4,338.40 $4,587.20 $4,850.40

F021 NURSE PRACTITIONER TRAINEE = $47.78 $0.00 $0.00 $0.00 $0.00 $3,822.40
NURSE PRACTITIONER-

B099 UNCLASSIFIED $60.63 $0.00 $4,103.20 $4,338.40 $4,587.20 $4,850.40

FO33 PERIOPERATIVE NURSE TRAINEE = $36.25 $0.00 $0.00 $0.00 $0.00 = $2,900.00

FO34 PERIOPERATIVE NURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60

FO37 | PSYCHIATRIC NURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60

FO35 PSYCHIATRIC NURSE TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00  $2,900.00

FO40 PUBLIC HEALTH NURSE $52.84 $0.00 $3,576.00 $3,780.80 $3,997.60 $4,227.20
PUBLIC HEALTH NURSE-

B100 UNCLASSIFIED $52.84 $0.00 $3,576.00 $3,780.80 $3,997.60 $4,227.20

FO38 | SENIORPUBLICHEALTHNURSE  $55.90 $3577.60 $3,783.20 $4,000.00 $4,229.60 $4,472.00
SENIOR PUBLIC HEALTH NURSE-

B102 UNCLAS7SIFIED $55.90  $3577.60 $3,783.20 $4,000.00 $4,229.60 @ $4,472.00

FO16 = STAFFNURSE $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60

FO17 = STAFF NURSE TRAINEE $36.25 $0.00 $0.00 $0.00 $0.00 = $2,900.00

B175 STAFF NURSE-UNCLASSIFIED $51.72 $0.00 = $3,500.00 $3,700.80 $3,912.80 $4,137.60
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CNA

Salaries 01/06/2013

Class

Code ClassTitle Range A B C D E
AMBULATORY CARE NURSE

FO13 TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO14 = AMBULATORY CARE NURSE $52.75 $0.00  $3569.60 @ $3,774.40  $3,991.20  $4,220.00

F012 = CHARGE NURSE $57.94 $0.00  $3,920.80  $4,145.60 $4,384.00 $4,635.20

FO11 CLINICAL NURSE $57.94 $0.00 $3,920.80 | $4,145.60 $4,384.00 $4,635.20
COMMUNITY MENTAL HEALTH

FO49 NURSE $53.90 $0.00 $0.00  $3,856.80 $4,078.40  $4,312.00

FO18 CORRECTIONAL HEALTH NURSE @ $52.75 $0.00  $3,569.60 @ $3,774.40  $3,991.20  $4,220.00
CORRECTIONAL HEALTH NURSE

FO15 TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO19 CRITICAL CARENURSE TRAINEE @ $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

F022 | CRITICAL CARE NURSE $52.75 $0.00  $3,569.60 @ $3,774.40  $3,991.20  $4,220.00

FO025 | INFUSION NURSE $52.75 $0.00 $3,569.60 $3,774.40  $3,991.20  $4,220.00

FO027 = LONG TERM CARE NURSE $52.75 $0.00 $3569.60 @ $3,774.40  $3,991.20  $4,220.00
LONG TERM CARE NURSE

F026 | TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO031  MEDICAL SURGICAL NURSE $52.75 $0.00 $3,569.60 $3,774.40  $3,991.20  $4,220.00
MEDICAL SURGICAL NURSE

F028 TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO09  NURSE PRACTITIONER $61.84 $0.00 $4,184.80 $4,424.80 $4,67840  $4,947.20

FO21 | NURSE PRACTITIONER TRAINEE $48.74 $0.00 $0.00 $0.00 $0.00  $3,899.20
NURSE PRACTITIONER-

B099 = UNCLASSIFIED $61.84 $0.00 $4,184.80 $4,424.80 $4,678.40  $4,947.20

FO33 = PERIOPERATIVE NURSE TRAINEE @ $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO034  PERIOPERATIVE NURSE $52.75 $0.00 $3569.60 @ $3,774.40  $3,991.20  $4,220.00

FO37 | PSYCHIATRIC NURSE $52.75 $0.00 $3,569.60 @ $3,774.40  $3,991.20  $4,220.00

FO35 | PSYCHIATRIC NURSE TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40

FO40  PUBLIC HEALTH NURSE $53.90 $0.00 $3,647.20 $3,856.80 $4,078.40  $4,312.00
PUBLIC HEALTH NURSE-

B100 UNCLASSIFIED $53.90 $0.00  $3,647.20  $3,856.80 $4,078.40  $4,312.00

FO38 | SENIOR PUBLIC HEALTH NURSE $57.02 | $3,649.60  $3,858.40 = $4,080.00  $4,314.40  $4,561.60
SENIOR PUBLIC HEALTH NURSE-

B102 = UNCLASSIFIED $57.02  $3,649.60  $3,85840  $4,080.00 $4,314.40 $4,561.60
FO16  STAFFNURSE $52.75 $0.00 $3,569.60 = $3,774.40  $3,991.20  $4,220.00
FO17  STAFF NURSE TRAINEE $36.98 $0.00 $0.00 $0.00 $0.00  $2,958.40
B175 = STAFF NURSE-UNCLASSIFIED $52.75 $0.00  $3,569.60 = $3,774.40 $3,991.20  $4,220.00
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Exhibit B

Alternative Work Week Options

The examples below reflect basic information about the various alternative workweek options. For
amore detailed description of the options and parameters that are available at your location, refer to
your Department/Division/Unit Agreement (some of which are attached herein).

4/10:
Four (4) consecutive workdays of ten and one-half (10%2) consecutive hours each, between specified
hours, of which one-half (*2) hour shall be the unpaid meal break.

Four (4) consecutive workdays, of eleven (11) consecutive hours each, between specified hours, of
which one (1) hour will be the unpaid meal break.

9/80:
A two-week schedule providing nine (9) workdays during that period, within the following
conditions:

a. Oneworkweek of five (5) work days between specified hours, consisting of four (4) nine (9)
work hour days and one (1) eight (8) work hour day, and

b. Oneworkweek of four (4) work days between specified hours, consisting of four (4) nine (9)
work hour days and one (1) day off; the day off on this schedule must be on the same day of
the week as the eight (8) work hour day in the other week.

Flexible Schedule:
Five (5) consecutive workdays of nine (9) consecutive hours each, between specified hours, of
which one (1) hour will be the unpaid meal break.

12-hour Shifts:

Three (3) shifts of thirteen (13) hours each, between specified hours, of which one (1) hour will be
the unpaid meal break. Participants may take 10% Voluntary Time Off (VTO) to maintain full
benefits.

Shifts of twelve and one-half (12 ¥2) hours each, between specified hours, of which one-half (12)
hour will be the unpaid meal break.

Shifts of twelve (12) hours each, between specified hours, of which one-half (%2) hour will be the
paid meal break.



Appendix 1
San Mateo County Registered Nurse Work Locations as of January 2011

Burlingame
Burlingame Long Term Care 1100 Trousdale Dr

Daly City

Daly City Clinic 380 90" St

Daly City Y outh Health 2780 Junipero Serra Blvd
North County Mental Health 375 89" St

East Palo Alto

Community Counseling 2415 University Ave Suite 30

Prenatal Advantage/Black Infant Health 2415 University Ave 2™ Floor
Prenatal to Three 2415 University Ave 3" Floor

Half Moon Bay
Coastside Clinic & Mental Health Services 225 S. Cabrillo Hwy Suite 200A

Menlo Park
Willow Clinic 795 Willow Rd Bldg 334

Redwood City

Correctiona Health 300 Bradford St

Fair Oaks Children’s Clinic 630 Laurel St

Fair Oaks Clinic 2710 Middlefield Rd

Redwood City Services Center (HSA) 2500 Middlefield Rd
Sequoia Teen Wellness Center 200 James Ave

South County Mental Health 802 Brewster Ave

Women's Correctional Center 1590 Maple St

San Carlos
550 Quarry Rd.

San Mateo

Aging and Adult Services 225 37" Ave

AIDS Program 225 37" Ave

California Children’s Services (CCS) 2000 Alameda de las Pulgas
Central County Mental Health 1950 Alameda del |as Pulgas
Child Health Services Unit 2000 Alameda de las Pulgas
CPS Nurses 2000 Alameda del 1as Pulgas

Public Health Programs 225 37" Ave

Edison Clinic 222 W. 39" Ave

Field Nursing Services 2000 Alameda de las Pulgas

Y outh Services Center 222 Paul Scannell Drive

Main Campus Clinics 222 W. 39" Ave

Mobile Health Clinic 225 37" Ave

Prenatal-to-Three 2000 Alameda de las Pulgas

Receiving Home (HSA)
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Resource Management (Mental Health) 150 W. 20" Ave
San Mateo Medical Center 222 W. 39" Ave

South San Francisco
SSF Clinic 306 Spruce St
SSF Services Center (HSA) 1487 Huntington Ave
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San Mateo Medical Center
A County System of Healthcare

January 23, 2009

Pete Castelli
Status of Lift Program Committee
Dear Mr. Castelli:

This is sent to confirm conclusions of negotiations for a successor Memorandum of Understanding
between San Mateo County and California Nurses Association regarding the modification to the
Lift Program.

The County agreed to include a representative designated by CNA on the Lift Committee and to
send official communications to that representative regarding the progress of the Committee in
establishing and implementing the Lift Program. Thus far the Policy has been developed and the list
of equipment has been compiled. The next tasks of the committee are to establish training schedule
for staff on existing pieces of equipment; to identify better uses of existing equipment; identify
equipment needing repair and then to develop recommendations for purchase of new or improved
equipment.

Sincerely,

Loidto. Yoo 80 =

Sandra Kissoon
Deputy Director, Long-Term Care / Chief Nursing Officer

Board of Supervisors: Mark Church * Rose Jacobs Gibson * Richard Gordon * Carole Groom * Adrienne Tissier
Health System Chief: Jean Fraser « CEO: Sang-ick Chang, M1, MPH
222 W, 39% Avenue, San Matco, CA 94403 * 650-573-2222 « www.sanmatcomedicalcenter.ong

Main Campus Clinics: Innovative Care Clinie, OB GYN Cllinie, Pediatrics Clinic, Medical Specialty Clinie, Surgical Specialty Clinic, Dental Clinic, Eye
Cllinie
Rou Robinson Senior Care Center * Coastside Clinic + Daly City Clinic * Daly City Youth Health Center * South San Francisco Clinie
Seguaia Teen Wellness Center * Fair Oaks Clinic * Fair Oaks Children’s Clinic * Willow Clinic « Methadone Clinic * Burlingame 1ang-Term Care
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San Mateo Medicaj”hCentcr

A County System of Healthcare

January 23, 2009
Staffing/Nurse-to-Patient Ratios/Acuity

It is understood by the parties that the County's intent is to provide safe, quality care to the members of
the community it serves. It is further understood that Registered Nurses working in the various County
health care facilities are committed to delivering such quality care. Accordingly, the parties agree that a
Nurse shall not practice, nor shall the Nurse be required to practice, in any manner which is inconsistent
with the above or which places the Nurse's license in jeopardy.

In order to assure that County patients can receive safe care and that nurses can work in an environment
conducive to optimal use of their skills and experience as well as all available resources, the County shall
have a staffing system based on an assessment of patient needs in conformance with applicable State
regulations, including State-mandated nurse-to-patient ratios, and that:

1. No Nurse shall be required to work in an area other than her/his regularly-assigned area unless s/he
has received orientation or has worked in that area within the 6 month period immediately prior to the
request to work in this area.

2. Throughout any shift, the Charge Nurse, or the "acting charge" RN, will be available as a resource to
the nursing and assistive personnel on that shift.

3. When State-mandated nurse-to-patient ratios are not met, when a staffing shortage for a particular
shift exists, or when there are allegations of improperly trained staff, the Nurse Manager and/or
Nursing Supervisor and the Charge Nurse will meet as soon as possible to discuss the patient care
needs and the staffing available on the unit. If, after this discussion, there is not enough staff on the
unit according to State-mandated ratios or the acuity system, all due efforts will be made to call extra
staff by management, staffing office or Charge Nurse.

4. A Nurse may complete an Assignment Despite Objection (ADO) form and may have it countersigned
by other RN's working on that shift. The nursing supervisor shall be notified as soon as possible after
the shift begins or as soon as possible after the event which gives rise to the need for completing an
ADO form. ADO forms shall be available at the unit/department nurses' station in a location
accessible to all shifts.

5. In any unit/nursing area where more than 1 ADO form has been completed in the course of any 7 day
period the Manager will meet with the staff and/or individual RN(s) of that unit to discuss and attempt
to resolve the ratios/acuity/staff mix concerns within 10 calendar days of the date a request for such
meeting is received by the Manager. A representative of the Association will be present at these
meetings.

Board of Supervisors: Mark Church * Rose Jacobs Gibson * Richard Gordon * Carole Groom * Adrienne Tissier
Health System Chief: Jean Fraser « CEO: Sang-ick Chang, MDD, MPH
222 W, 39" Avenue, San Mateo, CA 94403 + 650-573-2222 « www. ymedicalcenter.ong

Main Campus Clinics: Inmovative Cave Clinic, OB/ GYN Cilnic, Pediatrics Cline, Medical Specialty Clinte, Snrgical Specialty Clinic, Dental Clinie, Eye Clinie
Ron Robinson Seniar Care Center  Coastside Clinic » Daly City Clinie « Daly City Youth Health Center * South San Francisco Clinie
Seguoia Teen Wellness Center » Fair Oaks Clinic * Fair Oaks Children’s Clinic » Wellow Clinic » Methadone Clinic » Burlingawee Long-Terne Care
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6. The Hospital's acuity staffing system provides guidelines for making staffing decisions which will be
reviewed every eight hours by the Nurse Manager/Supervisor prior to making staffing decisions.

7. In the event the Professional Performance Committee (PPC) identifies a pattern that indicates
staffing does not address patient needs, the PPC representative shall bring the issue to the attention
of the appropriate Nurse Manager who will review the issue and provide a written response to the
PPC representative within two weeks. If the Nurse Manager's response does not resolve the issue,
the PPC will make recommendations for action to the Chief Nursing Officer/Director of Nursing/Clinic
Director who shall provide a written response within two weeks or meet with the PPC at their next
meeting to discuss the issues.

8. ltis understood that ratios/staffing/acuity concerns will be addressed by utilizing procedures outlined

in this section; further, this Section shall not be subject to the Grievance and Arbitration provisions of
this MOU.

APPROVED AND ACCEPTED:

%M&W RmM=

Sandra Kissoon
Deputy Director, Long-Term Care / Chief Nursing Officer
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San Mateo Medical Center
A County System of Healthcare

January 14, 2009

Pete Castelli
California Nurses Association

Dear Mr. Castelli:

This letter shall confirm that the San Mateo Medical Center is committed to preventing
staff injury from patient lifting and agrees to continue collaboration with the C.N.A. on
the following:

e Implement lift policy in the units/departments within 90 days of
the adoption of this Memorandum of Understanding.
C.N.A. Representative will sit on the Lift Program Committee
Maintain an inventory of lift equipment in the San Mateo Medical
Center related to patient lifting, and ongoing assessment of the use
and effectiveness of said equipment.

¢ Provide education for nurses and othér interested staff on lifting
equipment, lifting procedures and reporting of faulty equipment.

e Make recommendations to the Safety Committee on lift technology
and devices that can be used to turn patients.

APPROVED AND ACCEPTED:
California Nurses Association County of San Mateo
S Cy»
Pete Castelli Dr. Sang-Ick Chang
Labor Representative San Mateo Medical Center

Dated: Dated: ‘)/ig } O?

Board of Supervisors: Mark Church * Rose Jacobs Gibson * Richard S. Gordon * Jerry Hill * Adrienne J. Tissier * CEO: Sang-ick Chang, MD, MPH
222 W, 39th Avenue, San Mateo, CA 94403 » 650-573-2222 » www.sanmateomedicalcenter.org

Main Campus Clinies: Primary Care Clinie, OB/GYN Clinic, Pediatrics Clinic, Medical Specialty Clinie, Surgical Specialty Clinic, Dental Clinic, Eye Clinic
Burlingame Long-Term Care * Coastside Clinie » Daly City Clinie » Daly City Youth Health Center « Fair Oaks Clinic » Fair Oaks Children’s Clinic
Methadone Clinic » Ron Robinson Senior Care Center » Sequoia Teen Wellness Center » South San Francisco Clinic » Willow Clinic
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June 15, 2011

Tim Jenkins, Business Representative
Cdlifornia Nurses Association

2000 Franklin Street, Suite 300
Oakland, CA 94612

Dear Mr. Jenkins,

This letter shal confirm certain understandings reached in negotiations for a Memorandum of
Understanding covering the period of January 23, 2011 through July 5, 2014.

Salary Linkage— Staff Nurse Series

The base sdaries for the Staff Nurse Series, which includes the classifications listed below, will have
an ongoing linkage:

=  Ambulatory Care Nurse

= Correctional Health Nurse
= Critical Care Nurse

= |Infuson Nurse

= Long Term Care Nurse

= Medical-Surgica Nurse

» Perioperative Nurse

= Psychiatric Nurse

Current salaries for the above classfications are equal. Any future requests for a sdary review
for any of these classifications will include a salary review of al the linked classifications as
listed in this section.

Nurse Practitioners

During January 2012, the parties agree to meet and confer regarding wages as related to a change in
FLSA (Fair Labor Standards Act) status.

Staffing:

San Mateo Health System acknowledges and complies with applicable state legislation on staffing.
Concerns regarding staffing issues at the San Mateo Medical Center will be addressed through the
Joint Labor/Management Committee. |ssues not resolved in that venue will be resolved as outlined
below.

Board of Supervisors: Mark Church * Rose Jacobs Gibson ¢ Richard S. Gordon ¢ Jerry Hill « Adrienne J. Tissier ¢ CEO: Nancy
Steiger
222 W. 39t Avenue, San Mateo, CA 94403 * 650-573-2222 * www.sanmateomedicalcenter.org

Main Campus Clinies: Primary Care Clinic, OB/ GYN Clinie, Pediatrics Clinie, Medical Specialty Clinic, Surgical Specialty Clinie, Dental Clinic, Eye Clinic
Ron Robinson Senior Care Center © Coastside Clinic * Daly City Clinic * Daly City Youth Health Center * South San Francisco Clinie
Sequoia District Teen Wellness Center © Fair Oaks Adult Clinic * Fair Oaks Children’s Clinic © Willow Clinie
Methadone Clinic ¢ Belle Haven Clinic « Burlingame Long-Term Care



The County and CNA agree that the process contained herein shall be the exclusive contractual
means of resolving al concerns of dtaffing ratio patterns as discussed in the Joint
L abor/Management Committee. Disputes regarding the aforementioned will be handled as follows:

A. Nursing Review Panel (NRP). A Nursing Review Panel (NRP) shall be convened within
thirty (30) calendar days following written notification from the Labor/Management
Committee (LMC) that concerns regarding staffing ratio or principles of staffing as outlined
above, has not been resolved through the Joint L abor/Management Committee.

1 The NRP shall be comprised of a chair appointed or assumed by the Chief Nursing
Officer (CNO), two (2) RNs selected by the Chief Operations Officer, and two (2)
RNs selected by CNA with at least one taken from the affected work area. All panel
members must be employees of San Mateo County.

2. Bargaining unit members on the NRP shall receive paid straight time for all time
spent on the panel.

3. The Panel shall make staffing adjustment recommendations to the CNO, based on
compliance with state ratios. The CNO shall, within thirty (30) days of receiving the
Panel’ s recommendations, provide his/her response to the LMC.

4, In the event the CNO’s action does not resolve the matter, CNA may appea the
decision in writing to the Chief Executive Officer. Within thirty (30) calendar days
of receiving the appeal, the Chief Executive Officer shall convene a Specia Review
Panel in accordance with the provisions of Section B., below.

B. Specia Review Panel (SRP)

1. The SRP shall consist of three (3) members, one (1) RN selected by CNA, one (1)
selected by the CNO or his/her designee, and a third (3rd) person selected by the
other two (2) panel members to serve as a neutral chairperson. The parties will make
a good faith effort to select a chairperson who is experienced in the healthcare

industry.

2. If the SRP is unable to achieve a resolution the neutral chairperson may make an
independent recommendation to the Chief Executive Officer.

3. Any resolution of the SRP, including any recommendation by the neutral

chairperson, must take into consideration work area staffing ratio standards, if any,
and any other relevant information presented by the parties, and must be consistent
with applicable state and federal legislation prescribing levels and ratios. The SRP,
including the neutral chairperson, shall have no jurisdiction to impose an obligation
on Health System that requires the expenditure of funds.

This provision shall terminate automatically on July 6, 2014 unless specifically renewed in a
new successor MOU between the County and CNA.

Dated:

APPROVED AND ACCEPTED:

California Nurses Association County of San Mateo
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SAN MATEO COUNTY

HEALTH SYSTEM

January 26, 2011

Tim Jenkins, Business Representative
California Nurses Association

2000 Franklin Street, Suite 300
Oakland, CA 94612

Subject: Joint Labor/Management Meetings

Dear Mr. Jenkins,

The Union and the San Mateo Medical Center shall establish a Labor Management Comumittee,
whose purpose shall be to establish processes that will lead to improved service delivery,
efficiency, staff engagement, and morale, and to discuss break relief solutions for nursing staff.

The parties shall each appoint three (3) members to the committee. The SMMC Leadership

Team will consist of John Thomas, Meriam Nguyen, and Liz Evans.

The parties may by mutual agreement invite other employees who have specific knowledge of
issues discussed by the Committee to present information or to participate in the Committee’s
discussions.

The parties agree that the Comumittee is a joint endeavor. Meeting topics, dates and times will
be by mutual agreement. Either party may request a meeting not more than monthly.
Recommendations from the Commitiee will be sent to the Chief Operations Officer and a reply
to the Committee will be provided within 60 days.

The Committee will convene its first meeting upon completion of the break relief pilot initiated
for Unit 2AB and ICU. A determination at that time will be made whether to continue the pilot
on an ongoing basis,

1 look forward to working with you to enhance the work environment for the employees at the
San Mateo Medical Center.

San Mateo Medical Center

A Cauemey Spseem of Healtloare

Board of Supervisors: Rose Jacols Gibson » Carele Groom + Don Horsley * Adrienne Tissier
Health Systemn Chief: Jean S, Fraser * San Mateo Medical Center CEQ: Susan Ehrlich, MD, MPP
222 W. 39" Avenue = San Mareo, CA 94403 « PHONE650.573.2222 + CA RELAY 711 « FAX 650.573.2030

www sanmareomedicalcenter.org
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Sincerely,.
g

Susan Ehrlich, MD

Chief Executive Officer

CC.

John Thomas, SMMC Chief Operations Officer
Meriam Nguyen, Deputy Director of Acute Inpatient and Hospital Services
Liz Evans, Deputy Director of Acute Behavioral Health

Sandra Kissoon, Deputy Director of Long-Term Care
Nicole McKay, Employee Relations Manager
Liz Caserza, Employee Relations Analyst
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