














































































































City of Richmond/SETIJ Local 790 2004 - 2010 Memorandum of Understanding

the City Manager, and the head of the department involved, of the
nature of the request. The Personnel Board must then provide a
public hearing as indicated in Section 4 of this Rule XI. The
employee shall be entitled to notification at least five (5) days
in advance of the hearing, although the employee may waive such
right if he/she so wishes. In all such cases, the Director of
Human Resources Management shall notify the employee of the exact
date, time and place of hearing.

Section 3. Procedure in Cases of Demotion, Suspension,
Dismissal or Reduction in Pay

No employees in the Classified Service shall be demoted,
suspended if for more than thirty (30) days in anyone calendar
year, dismissed, or reduced in pay, except by the filing of
written charges and by the order of the City Manager.

A true and correct copy of such charges shall be served on
said employee who shall have the right, within ten (10) days
after such service, to file his/her written answer or explanation
of said charges. If the employee or former employee wishes to
appeal or otherwise object to the accomplished act, he/she must
comply with the requirements in Section 2 of this rule, beginning
at the City Manager level, in order to obtain a public hearing by
the Board.

The failure of said employee to answer or explain said
charges within ten (10) days after the service thereof upon
him/her shall be deemed an admission thereof and sUbject said
employee without recourse to' the penalty and punishment provided
for in the order of the City Manager.

Section 4. Investigation and Hearings

Upon receipt of a proper request as indicated in Sections 2
and/or 3 of this rule, the Personnel Board shall cause an
investigation to be made of the entire matter, and schedule a
public hearing thereon within a period not to exceed thirty (30)
days, which may be extended at the request of or with the consent
of the appealing employee.

The Director of Human Resources Management shall notify the
appealing employee, other employees involved, and the Board of
the time, place, and date of the hearing at least five (5) days
prior thereto. Upon the conclusion of the hearing, the Board
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shall cause its findings and recommendations to be prepared in
writing and filed as an official record. The Director of Human
Resources Management shall deliver a certified copy of such
findings and recommendations to the City Manager, the department
head, to the employer affected by such findings and
recommendations, and to all other persons directly involved in
the matter.

Any member of the Board may submit a minority or
supplemental report which shall be attached to the findings and
recommendations of the Board.

If the employee disagrees with the findings and
recommendations of the Personnel Board, the Union may request
that the grievance be referred to arbitration according to the
defini tions and procedures set forth in Section B. , entitled
"Binding Arbitration," below.

B. BINDING ARBITRATION

1. Definition of Grievance for Binding Arbitration

A grievance is defined for the purpose of binding
arbi tration to be any controversy between the City and the
employees covered by this Memorandum of Understanding on (1) any
matter involving the interpretation, enforcement, or application
of a specific provision of this Memorandum of Understanding, or
(2) any action involving the reprimand, demotion, suspension,
dismissal or reduction in pay (i.e. discipline) of an employee
covered by this Memorandum of Understanding. Only a grievance, as
defined in (1) or (2) above, shall be subject to the binding
arbitration procedure and only then in lieu of a Personnel Board
hearing.

2. Request Procedure

A written request for arbitration shall be served on the
City within ten (10) working days after: (1) the City Manager has
delivered to the employee his/her decision on the Personnel
Board's findings and recommendations, in matters involving the
interpretation, enforcement, or application of a specific
provision of this Memorandum of Understanding, or (2) the
delivery of the Personnel Board's agreement with the City
Manger's order of discipline involving the reprimand, demotion,
suspension, dismissal, or reduction in pay of an employee covered
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by this Memorandum of Understanding, or (3) the City Council's
determination on such disciplinary actions.

3. Selection Procedure

(a) An impartial arbitrator shall be selected jointly
by the City and the Union within ten (10) working days of receipt
of the request. By mutual agreement, the parties shall select
the arbitrator. In the event the parties are unable to agree as
to who shall be the arbitrator, they shall request the California
State Conciliation Service to submit a list of five arbitrators.

Each party shall in turn cross off one name on the list; the
first party to cross off a name to be determined by a flip of a
coin. The final name left on such list shall be the arbitrator
The arbitrator shall have access to all written statements and
documents relevant to the grievance. The arbitrator shall render
a decision no later than thirty (30) days after the conclusion of
the final hearing. Such decision shall be in writing and shall
be final and binding on both parties and made in accordance with,
and in conformance to, the terms of this Memorandum of
Understanding. Copies of the decision will be furnished to both
parties.

(b) The arbitrator shall have no authority to add to,
delete, or alter any provision of this Memorandum of
Understanding, but shall limit the decision to the scope,
application and interpretation of the provisions of this
Memorandum of Understanding and shall make no decisions in
violation of existing law.

4. Costs

The fees and expenses of the arbitrator and of a court
reporter shall be shared equally by the City and the employee
covered by this Memorandum of Understanding. Each party,
however, shall bear the cost of its own representation, including
but not limited to the preparation of hearing and post hearing
briefs, if any.

C. DISCIPLINE

1. Any employee who is subjected to a disciplinary hearing
shall be entitled to have present a representative of the Union.

If an employee is subject to a demotion, suspension,
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dismissal, or reduction in pay, the City shall provide the
employee with a written notice stating the reason (s) for the
disciplinary action, make available the documents upon which the
disciplinary action is based, and conduct a disciplinary meeting
known as a "Skelly" meeting. If the aggrieved employee disagrees
wi th any subsequent disciplinary action taken, such employee
shall have the right to present the matter to the Personnel Board
under the "Personnel Rule" set forth in Section A.3 of this
Article. By mutual agreement, the parties may waive any step in
the disciplinary appeal procedure, including the Personnel Board.

If an employee is subject to a reprimand, the City shall
provide the employee with a copy of the written reprimand stating
the reason (s) for the disciplinary action. The employee may
appeal such reprimand to the next highest step according to the
time limits in the "Personnel Rule" set forth in Section A.3 of
this article.

No disciplinary action or reprimand may be implemented more
than six months after the alleged inappropriate behavior has come
to the attention of a management representative. Related conduct
may be referenced in a disciplinary action.

2. City Charter

a. If there is a disagreement between the City Manager
and the Personnel Board in the last step of the "Personnel Rule"
in Section A.3, above, the Personnel Board may assign the
disciplinary matter to the City Council as set forth in Section 7
(a) of Article XIII of the Charter of the City.

b. Section 7 (a) of Article XIII of the City Charter
is reproduced below for information purposes only and is not part
of this Memorandum of Understanding

(a) (Amended at election May 13, 1969) to hear
any employee in the Classified Service, upon his/her request, who
has been demoted, suspended, dismissed, or reduced in pay as
follows: No person placed under the Personnel System established
by this Article shall be demoted, suspended if for more than
thirty days in anyone calendar year, dismissed, or reduced in
pay except by order of the Director of Human Resources Management
made upon written charges by the Council, the City Manager or the
head of the department in which such person is employed, and
served upon such person. Whereupon the person so charged shall
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have an opportunity of filing a written answer or explanation of
the charges. Any person demoted, dismissed, suspended, or
reduced in pay may within ten (10) from the date of his
notification of the same, file with the board a written demand
for an investigation and public hearing within a period not to
exceed thirty (30) days in accordance with rules and procedures
established by the Board. After such investigation, the board
may recommend to the City Manager, suspension, modification or
revocation of any order previously made by it suspending,
demoting, or reducing in pay such person. The City Manager must
act on the recommendation within fifteen (15) days. In cases of
contrary action by the City Manager, the Board may submit its
recommendation to the Council. Recommendations of the Board
submitted to the Council may be overridden only by a 2/3 vote of
the Council. (This is not to contravene the employee's right, if
dissatisfied with any order or ruling of the Board, and/or
Council, to appeal to the Superior Court.)

3. Binding Arbitration

If the aggrieved employee disagrees with the determination
of the City Manager after a Personnel Board hearing, or the City
Council issued under Section 7(a) of Article XIII of the City
Charter, the Union may request that the disciplinary action be
referred to arbitration according to the definitions and
procedures set forth in Section B., entitled "Binding
Arbitration," above.

ARTICLE VII - RESOLUTION

A. TERM OF AGREEMENT

This Memorandum of Understanding shall be in full force for
three years commencing July 1, 2004 and ending June 30, 2007.The
parties agree to extend the contract three (3) years through June
30, 2010.

B. CONTRACTING OUT/TEMPORARY EMPLOYEES

1. The City will notify the Union at least thirty (30) days
in advance of any action taken by the City to contract or
subcontract work customarily performed by the members of the
General Employee Bargaining Unit, and the Union shall be provided
an opportunity to discuss with the City any effect of such
contracting or subcontracting upon the members of the bargaining

-56-



City ofRicbmond/SEIU Local 790 2004·2010 Memorandum of Understanding

unit.

2. The City shall not, during the term of this MOU,
contract out any work in the areas of (1) street sweeping, (2)
parks and recreation centers, or (3) libraries. Further, the
City certifies that as of the effective date of this Agreement it
has no intent to contract out any further work in the areas of
street maintenance or "signs and lines."

3. Any seasonal, contract, and/or temporary employee
performing work customarily performed by members of the
bargaining unit (defined for purposes of identification as
employees hired in any of the classes represented herein) shall
not be employed for more than 180 days in any 12 month period
without a specific extension signed by the Parties hereto. The
City will provide formal notification to the employee of his/her
starting and ending employment dates.

4. When competent medical authority (i.e., physician or
psychologist) states that an employee will be unavailable to
return to work within the 180 days specified above, that position
may continue to be filled by a temporary employee up to a maximum
of 270 days.

5. The City shall provide the Union a list of all temporary
and grant workers on the first working day of each month.

6. Grant employees: Grant appointments (full-time or part­
time) in classifications covered by this contract, hired
specifically for projects that are exclusively funded by limited
term grant funds shall be called "Grant Appointments". If and
when the City chooses to create any such positions, the City and
Union will meet and confer prior to the positions being filled.

Persons applying for grant positions must pass minimum standards
for the classification applicable.

These employees will pay union dues and be eligible for all the
benefits employees covered by this agreement receive with the
exception of seniority. Upon termination of the grant the
employee's service will be terminated without the opportunity to
utilize the layoff and bumping procedures.

In the event that a grant is extended beyond its original term or
one year, whichever is shorter, the City will meet and confer
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with the Union regarding incorporating the employee into regular
status with the City or granting a one time extension of the
appointment.

C. AGREEMENTS FURNISHED

A new Memorandum of Understanding incorporating the terms
and conditions of this settlement will be printed with joint
efforts to accomplish this within sixty (60) days following the
execution of this Memorandum of Understanding. The cost of
printing these agreements in a quality acceptable to both groups
will be shared equally by the City and the Union. The salary
schedule will be published as part of the MOU.

D. CONTINUATION OF BENEFITS

Upon the expiration of this Memorandum of Understanding, the
terms and conditions of employment 'negotiated and ratified by the
parties hereto shall continue in effect until agreement is
reached on a new Memorandum of Understanding or the parties
hereto exhaust impasse procedures.

E. FULL UNDERSTANDING

The parties understand that the agreements set forth herein
are final. No change or modifications shall be offered, urged,
or otherwise presented by the Union or the City prior to July 1,
2010; however, nothing herein shall prevent the parties to this
Memorandum of Understanding from meeting and conferring and
making modifications herein by mutual consent.

F. SEPARABILITY OF PROVISIONS

In the event any provisions of this Memorandum of
Understanding are declared by a Court of competent jurisdiction
to be illegal or unenforceable, such finding shall not affect any
other provisions of this Memorandum of Understanding, all of
which other provisions shall remain in full force and effect.
Agency Shop provisions are subject to Government Code Section
3502.5, et. seq.

G. RETROACTIVITY

City agrees that any retroactivity involved in the final
disposition of this Memorandum of Understanding shall apply to
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base salary, overtime, acting pay, and other
compensation unless otherwise stated herein.

forms of

H. NO STRIKE/NO LOCKOUT PROVISION

During the term of this MemOrandum
Union shall not engage in any strike,
slowdown, or job action against the City;
engage in any lockout of Union members.

of Understanding, the
work stoppage, work

and the City shall not

I. UNION BUG

City forms printed in the City of Richmond duplicating shop
shall have a Local 790 "bug" on them. The parties will agree to
the size of the union bug. No additional operational practices
or salaries will be required by the City as a result of this
section.

J. LABOR/MANAGEMENT ORGANIZATIONAL DISCUSSIONS

The City and the Union agree to hold quarterly
Labor/Management Organizational Discussions to address common
goals'of increasing long-term institutionalized cost savings,
maximizing the service provided to Richmond residents, limiting
the need for future layoffs, and ensuring compliance with the
terms of the 2003 mediated layoff grievance settlement. In
addition, the City and the Union will use an outside
facilitator from either the State or Federal Mediation Services
to assist iJ arranging and holding such meetings.

Dated: ~~. 9,:;ltrJ7
City of Richmond:

~~
Leslie-K~ight ---= '

~,,--~lum ~urces Director

, Larson
Humah e urces Personnel
Office

(

EI Local

Pat Marra
SEIU Local 790 Vice-President
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ATTACHMENT A

Accountant I
Accountant II
Accounting Assistant I
Accounting Assistant II
Administrative Aide
Administrative Secretary
Administrative Technician
Administrative Trainee
Assistant Engineer
Assistant Planner
Asst. Public Works Inspector
Auditorium Leadworker
Automotive Body Mechanic
Bookmobile Driver/Library Assistant
Building Inspector
BUilding Trade Worker I
BUilding Trade Worker II
Building Trade Worker III
Business License Specialist
Buyer
Carpenter
Cashier
Chief of Party
Combination Code Inspector
Combination Equipment Mechanic
Combination Equipment Mechanic Lead Worker
Combination Welder
Communication Dispatcher I
Communication Dispatcher II
Community Develop. Asst. I/II
Community Development Construction Rep. I/II
Crime Analysis Assistant
Curator's Assistant
Duplicating/Mail Assistant
Electrician
Employment Program Spec. I
Employment Program Spec. II
Equipment Operator
Equipment Parts Specialist
Equipment Service Worker
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Fam1ly L1teracy Spec1a11st
F1eld Ma1ntenance A1de
Gardener
Graph1cs Illustrator
Groundskeeper-Gardener
Hous1ng F1nance Rep_ I/II
Hous1ng Groundskeeper
Hous1ng Inspector
Hous1ng Lead Groundskeeper
Hous1ng Manager/Exam1ner
Hous1ng Program Spec1a11st I
Hous1ng Program Spec. II
Hous1ng Program Spec. III
Hous1ng Rehab1l1tat1on Spec1a11st
Hous1ng Representat1ve I
Hous1ng Representat1ve II
Industrial Waste Inspector
Ja1ler
Job Developer
Jun10r Eng1neer
Jun10r Eng1neer1ng A1de
Jun10r Eng1neer1ng Drafter
Jun10r Planner
Learn1ng Center Manager
L1brar1an I
L1brar1an II
L1brary Ass1stant I
L1brary Assistant II
L1brary Assoc1ate
Ma1ntenance Clerk
Ma1ntenance Leadworker
Ma1ntenance Worker I
Ma1ntenance Worker II
Mar1na Attendant
MIS Techn1c1an
Museum Curator
Off1ce A1de
Off1ce Ass1stant I
Off1ce Ass1stant II
Off1ce Specia11st
Pa1nter
Parks Construct1on & Ma1nt. Worker
Payroll Coord1nator
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Planning Technician I/II
Police Assistant
Police Clerk
Police Community Relations Aide
Police Property Technician
Police Report Transcriber
Purchasing Assistant
Recreation Program Coordinator
Resident Housing Manager
Secretary
Senior Accounting Assistant
Senior Building Inspector
Senior Duplicating Mail/Asst.
Senior Engineering Aide
Senior Engineering Drafter
Senior Industrial Waste Insp.
Senior Library Assistant
Senior Office Assistant
Senior Public Works Inspector
Senior Treatment Plant Operator
Sewer Maintenance Lead worker
Sewer Maintenance Operator
Sewer Maintenance Worker I/II
Stationary Engineer
Storekeeper
Survey Instrument Operator
Traffic Technician
Treatment Plant Maint. Mech.
Treatment Plant Maint. Mech. Leadworker
Tree Leadworker
Urban Planner
Utility Lead Worker
Utility Worker I/II
Volunteer Tutor/Learner Coord.
Work Experience Coordinator
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ATTACHMENT B.

DEFINITIONS

CATASTROPHIC LEAVE: An employee suffering from a severe
illness or injury expected to incapacitate the employee for an
extended period or a similar illness or injury to a spouse,
minor child or parent may apply for catastrophic leave. To be
eligible, the employee must have been an employee of the City
for at least one year and have exhausted all sick, vacation,
and compensatory leave. The employee must also not be
receiving any other leave payments such as workers compensation
or long term disability. Application for catastrophic leave
must be made through the employee's Department Head. Employees
may donate their vacation leave to the catastrophic leave bank
to be used by a qualified employee.

CLASSIFICATIONS: A group of positions sufficiently similar
with respect to their duties and responsibilities that (a) the
same descriptive title may be used to designate the positions
allocated to the classification (class), (b) the same basic
minimum qualifications as to education and experience may be
required of all incumbents, (c) the same selection devices may
be used to screen qualified employees, and (d) the same salary
rate or range can apply with equity under substantially the
same working conditions.

EMERGENCY RETIREMENT: In the event an employee is suffering
from a terminal illness, he/she can initiate an emergency
retirement to ensure the maximum benefits to his/her family.
Employees wishing to initiate an emergency retirement must
contact the Human Resources Management Department for
assistance in obtaining and filling out the appropriate PERS
forms.

FINGERPRINTING: As required by California Public Resources
Code Section 5163 certain employees who work with or around
children must be fingerprinted and have their records checked
with the Department of Justice. This will occur upon initial
hire or when an employee's assignment is changed so that he/she
falls under the Law's requirement.

IMMEDIATE FAMILY: The immediate family of an employee shall
include: wife, husband, mother, father, grandmother,
grandfather, sister, brother, Child, father-in~law,
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mother-in-law, brother-in-law, sister-in-law, stepchild,
stepfather, stepmother, legal guardian, grandchildren, aunt,
uncle, domestic partner, as defined, and all minors living as
a member of the family. In unusual cases, the City Manager may
make exceptions to these restrictions.

Domestic partners are two adults who have chosen to share one
another's lives in an intimate and committed relationship of
mutual caring, who live together, and who have agreed to be
jointly responsible for basic living expenses incurred during
the domestic ~artnership.

REASSIGNMENT: A department head may reassign an employee from
one position to any other position in the same classification
in his/her department.

REGISTERED DOMESTIC PARTNER: For purposes of this MOU, when
referred to herein the term "Registered Domestic Partner" shall
mean a person who meets the criteria specified in Section 297
of the Family Code of the State of California and who is duly
registered as such by the California Secretary of State's
Office.

TEMPORARY EMPLOYMENT:
employment is limited to
270 days if the employee
illness.

Temporary full-time or part-time
a maximum of 180 calendar days or up to
be replaced is unable to return due to

TRANSFER: An employee's voluntary request to move to another
department or a position within their department within the same
classification. Such transfers require the department head's
approval. If the move is from one department to another, the
transfer will require both department heads' approval.

TUBERCULOSIS TESTING: As required by California Public Resources
Code Section 5164 certain employees who work with or around
children are required to be tested for tuberculosis. The County
Health Department will determine what remedial actions are
necessary if an employee tests positive.

WORKERS COMPENSATION CLAIM: If an employee is injured on the job
or becomes ill due to work related conditions, the employee must
report this to his/her supervisor as soon as possible. The
supervisor will provide the employee with the necessary claim
forms and a pamphlet on employees' Workers Compensation rights.
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For more information, see section III.B.lO. of this MOU and the
City's Health and Safety Manual.
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ATTACHMENT C.

WEINGARTEN RIGHTS

The Supreme Court has ruled that an employee is entitled to
have a Union representative present during any interview which
may result in discipline. These are called your Weingarten
Rights.

1. You must request that a Union representative be called into
the meeting.

2. You must have a reasonable belief that discipline will
result from the meeting.

3. You have the right to know the subject of the meeting and
the right to consult your Union representative prior to the
meeting to get advice.

4. Do not refuse to attend a meeting if a steward is requested
but denied. The Union suggests you attend the meeting and
repeatedly insist upon your right to have a Union
representative present. If this fails, the Union suggests that
you not answer any questions and take notes.
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ATTACHMENT D.

BUILDING INSPECTORS' CERTIFICATIONS

Proponent Agency

ICBO"
ICBO

ICBO/IAEI 2

ICBO
IAPM0 3

IAPMO
ICBO
ICBO
ICBO

ICBO
ICBO
IFCI 4

ICBO
ICBO
ICBO
ICBO
ICBO

certification Title

Building Inspector
Building Code Accessibility/
Usability Specialist
Electrical Inspector
Plumbing Inspector
Plumbing Inspector
Mechanical Inspector
Mechanical Inspector
Combination Dwelling Inspector
Light Commercial Combination
Inspector
Plans Examiner
Uniform Fire Code Inspector
company Officer Fire Code
Inspector
Structural Masonry
Structural Steel and Welding
Spray-applied Fireproofing
Reinforced Concrete
Prestressed Concrete

IInternational Conference of Building Officials

'International Association ofElectrlcal Inspectors

'International Association of Plumbing and Mechanical Officials

'International Fire Code Institute
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IAEI
AACE 5

AACE
NCPPI 6

NCPPI

IFCI

CACE

SCACEO

5American Association of Code Enforcement

Electrical Inspector Plan Review
Housing Inspector
Zoning Inspector
Elevator Inspector
CABO One and Two Family Dwelling
Inspector
Underground Storage Tank
Certification

Code Enforcement Inspector
(Class Name)
(Class Name)

'National Certification Program for Construction Code Inspectors
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Addendum to the MOU

Civilian Probationary Review Board

1) Policy: The Chief of Police shall establish, within the Police
Department, a Civilian Probationary Review Board which shall
review, on a monthly basis, the performance of civilian
probationary employees.

2) Authority:

a. The Civilian Probationary Employee Review Board shall
have the authority to review and comment upon all
evaluations of civilian probationary employees, both in
terms of the process prescribed in this policy and the
manner of its use. The Board shall recommend any
necessary change in the training process or use of
evaluations.

b. The Board shall have the authority to summon any civilian
probationary employee, trainer, or supervisor to appear
before the Board in relation to any review/hearing
process.

c. The Board shall have the authority to return evaluations
for revision and/or clarification when deemed
appropriate.

3) Function: The Civilian Probationary Review Board shall review
all civilian probationary employees to include: Weekly
evaluations packages, any other evaluations materials,
disciplinary actions or written documents related to the
civilian probationary employee.

4 ) Civilian Employee Review Board Appearances: In addition to
review of written documents, the Board shall have the option to
summon the civilian probationary employee to appear before the
Board anytime during the training process. The Board shall
summon the civilian probationary employee to appear after
completion of the training process.

a. Twelfth Month and Eighteenth Month Final Appearance: This
appearance is mandatory for non-sworn probationary
employees. For non-sworn employees making their twelfth
month appearance (eighteenth month for Communications
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Dispatchers), the Board will make a final recommendation
to the Chief of Police of either retention with permanent
status or rejection from probation.

b. Rejection Appearance (Hearing):

i. At the direction of the Chief, the Civilian Employee
Review Board shall meet to review a recommendation
for rejection of a civilian probationary employee at
any time during the probation period. The Board
shall review any and all available documentation
relating to the rejection recommendation.

ii. The Board may also
supervisors involved in
recommendation for the
inquiry.

summon trainers and/or
any way with the rejection
purpose of making further

iii. The Board, upon completion of interviews and review,
shall summon the civilian probationary employee in
question to appear before the Board. The Board shall
ensure that the employee is made aware of the
recommendation for rej ection and the cause (s) for
it. The employee shall then be given the opportunity
to respond to any inquiries from Board members and
explain his/her position. The probationary employee
must be notified at least two (2) days before the
hearing.

iv. Upon conclusion of the appearance by the employee in
question, the Board shall, in closed session, mkke a
determination as to a final recommendation and
forward it to the Chief.

5) Civilian Employee Review Board Composition: the Civilian
Probationary Employee Review Board shall include seven (7)
civilian employee members and be diverse in its ethnic
composition. A quorum shall consist of a minimum of five (5)
voting members.

a. Chairperson (l-Captain): The chairperson of the Board
shall be a Captain appointed by the Chief of Police.
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b. Board Members (2-Supervisors/Managers): The Chief of
Police shall appoint two (2 ) civilian supervisors or
managers.

c. Board Members (5-Civilian Employees): The Chief of Police
will appoint five (5) non-supervisory civilian police
employees to serve as members of the Probationary Review
Board.

d. Training Section Sergeant: The Training Section Sergeant
shall serve in an advisory capacity to the Board and
shall be responsible for assembling submitted material
and summoning personnel to appear before the Board. The
Training Section Sergeant shall assemble all evaluations
and related materials received during the period
following the last Board meeting.

6) Board Meetings:

a. The Board shall meet whenever directed by the Board
Chairperson or upon recommendation from the Training
Section Sergeant.

b. Civilian Probationary Review Board members
discuss any sensitive information or issues
board members unless directed to do so by
Chairperson or Chief of Police.

shall not
wi th non­
the Board

c. Distribution of "Employee Performance Evaluations" shall
be coordinated to best coincide with meetings of the
Board.

d. Final Probationary Performance Evaluations for civilian
police employees are to be distributed forty-five (45)
days before the employee's anniversary date. The affected
Bureau Commander will ensure its return to the Support
Services Bureau at least ten (10) days before the
employee's anniversary date.

7) Documentation of Board Meetings:

a. The meeting of the Board shall be documented by the
Training Sergeant. In her/his absence, the responsibility
will be that of the chairperson or her/his designee. A
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file of those reports shall be maintained by the
Training Section.

b. All materials reviewed by the Board shall be returned to
the Support Services Bureau or forwarded to their
respective repositories.

c. The Chairperson of the Board shall submit to the Chief of
Police a synopsis of the meeting.

-72-



City ofRichmondlSEIU Local 790 2004 - 2010 Memorandum of Understanding

ADEN DUM TO THE MOU

CITYWIDE SERVICE QUALITY COMMITTEE

The parties recognize that the primary goal of the City and its employees is to provide quality
and efficient public service to Richmond residents, businesses, and visitors.

Therefore, SEIU Local 790 and the City shall form a committee to work together in good faith
to assess, monitor and improve service delivery for the residents of the City of Richmond.
The committee will include representatives of SEIU Local 790 and Local 21, and shall be
broadly representative of the various City departments, and shall be chaired by the City
Manager or designee. The committee shall meet regularly, at least once per quarter, to assess
how well City services are delivered and to:

o review appropriate work and performance standards
o recommend revisions to such standards
o monitor productivity of work units, and
o recommend steps for improvement in productivity and service delivery

The committee shall operate by consensus. A maximum of five representatives of SEIU Local
790 (two standing members and three subject matter experts) and five representatives of Local
21 shall participate in the committee.

The committee shall issue a report on a semi-annual basis.

The City retains its prerogative to maintain and modify performance standards and individual
performance.
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SIDE LETTER TO MEMORANDUM OF UNDERSTANDING
BETWEEN

UNITED PUBLIC EMPLOYEES, LOCAL 790

AND

CITY OF RICHMOND

The City and the Union will meet to discuss creation of 4/10
and/or 9/80 schedules on a pilot basis for mutually agreed upon
small scale trial areas. The pilot projects will begin by
July 1, 1996 and last for a six month trial period. Written
terms and conditions will be developed for the pilot project as
were developed for similar scheduling for Dispatchers in the
Police Department.

Larry Hendel, Representative
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SIDE LETTER TO MEMORANDUM OF UNDERSTANDING

BETWEEN

UNITED PUBLIC EMPLOYEES, LOCAL 790

AND

CITY OF RICHMOND

City and Union will meet and confer to develop a Local 790
classification to perform many of the responsibilities
currently carried out by temporary Maintenance Aides. This new
classification will be developed by July 1, 1996.

Larry Hendel, Representative
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