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FILE NO. 190531 ORDINANCE O.

[Memorandum of Understanding - Service Employees International Union, Local 1021]

Ordinance adopting and implementing the decision and award of the Arbitration Board

under Charter, Section A8.490-4, establishing the Memorandum of Understanding
between the City and County of San Francisco and the Service Employees International

Union, Local 1021, to be effective July 1, 2019, through June 30, 2022.

NOTE: Unchanged Code text and uncodified text are in plain Arial font.
Additions to Codes are in Szngle-underlzne zz‘alzcs Times New Roman font.
Deletions to Codes are in
Board amendment additions are in double-underlined Arial font.
Board amendment deletions are in strikethrough-Ariat-font.
Asterisks (* * * *)indicate the omission of unchanged Code
subsections or parts of tables.

Be it ordained by the People of the City and County of San Francisco:

Section 1. The Board of Supervisors hereby adopts and implements the decision and
award of the Arbitration Board under Charter Section A8.490-4, establishing the Memorandum
of Understanding ("MOU”") between the City and County of San Francisco and the Service
Employees International Unioh, Local 1021, to bé effective July 1, 2019 through
June 30, 2022.

The Arbitration Board decision and award and the MOU so implemented are on file

with the Clerk of the Board of Supervisors in Board File No. 190531.

Section 2. The Board of Supervisors hereby authorizes the Department of Human

Resources to make non-substantive ministerial or administrative corrections to the MOU.

Mayor Breed
BOARD OF SUPERVISORS Page 1
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Section 3. This ordinance shall become effective upon enactment. Enéctment occurs
when the Mayor signs the ordinance, the Mayor returns the ordinance unsigned or does not
sign the ordinance within ten days of receiving it, or the Board of Supervisors overrides the

Mayor's veto of the ordinance.

APPROVED AS TO FORM: :
DENNIS J. HERRERA, City Attorney

KATHARINE HOBIN PORTER
Chief Labor Attorney

By:

n:\labor\as2019\1900107\01355466.docx

Mayor Breed
BOARD OF SUPERVISORS ‘ Page 2
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Employee Relations CCSF NEGOTIATIONS 2019

City and County of San Francisco SEIU, Local 1021
Department of Human Resources

SEIU Local 1021 Misc. Bargaining Summary

Issue MOU Summary
Section
Wages ILA. Effective 07/01/2019: 3%

Effective 12/28/2019: 1%

Effective 07/01/2020: 3% except that if the March 2020 Joint
Report projects budget deficit for FY 2020-2021 that exceeds
$200 million, base wage adjustment due on July 1, 2020 will be
delayed by 6 months.

Effective 12/26/2020: 0.5% except that if the March 2020 Joint
Report projects budget deficit for FY 2020-2021 that exceeds
$200 million, base wage adjustment due on December 26, 2020
will be delayed by 6 months.

Effective 07/01/ 2021: 3% except that if the March 2021 Joint
Report projects budget deficit for FY 2021-2021 that exceeds
$200 million, base wage adjustment due on July 1, 2021 will be
delayed by 6 months.

Effective 01/08/2022: 0.5% except that if the March 2021 Joint
Report projects budget deficit for FY 2021-2021 that exceeds
$200 million, base wage adjustment due on January 8, 2022 will

be delayed by 6 months.
Equity IIL.D. The following classifications will receive equity adjustments
Adjustments during the term of the MOU:
e 8300 Sheriff’s Cadet (July 1, 2020: 5% increase to the base
rate of pay)

e 2303 Patient Care Assistant (2303 at Step 5 for 2+ years as
of 7/1/19 shall advance to Step 7. 2303 at Step 5 for 1+
year as of 7/1/19 shall advance to Step 6. July 1, 2020:
2303 shall have access to Steps 6 through 10 of the salary
scale.)

e 5322 Graphic Artist (additional 5% salary step for the
Forensic Specialty. Employees shall advance to Step 6
after 1 year of service at Step 5.)

e 8201 School Crossing Guard ($2.00 per hour increase to
the base rate of pay)

e 8208 Park Ranger and 8210 Head Park Ranger (July 1,
2020: 5% increase to the base rate of pay)

e 8211 Supervising Building and Grounds Patrol Officer
(3% increase to the base rate of pay)

SEIU 1021 Misc 2019 Bargaining Summary.docx 3272 Page 1 of 9



Issue

MOU
Section

Employee Relations CCSF NEGOTIATIONS 2019

City and County of San Francisco SEIU, Local 1021
Department of Human Resources

Summary

Bilingual
Premium

IIL.D.

Increase bilingual pay from $40 to $60 per pay period.

In order to be eligible for bilingual pay, employees must be
assigned to perform bilingual services and be certified as bilingual.

The City may require an employee to recertify not more than once
every two years.

Union Security

Procedures for deduction of union dues and fees.

Union will begin to pay administrative fee referenced in
Administrative Code Section 16.90.

Non-
Discrimination

ILA.

Update list of Title IX protected classes.

Clarify election of administrative remedy, and that it does not
foreclose administrative or statutory remedy provided by law.

Stewards

LG.

Union shall furnish accurate list of City-wide shop stewards and
designated officers of the Union every 3 months, beginning
October 1, 2019.

Release time shall normally be made at least 48 hours in advance,
but shall not be unreasonably denied regardless.

Absent special circumstances, not more than one Shop Steward
and one Shop Steward Trainee shall be released to represent an
employee at the same time in the same meeting. If the Union
thinks there are special circumstances warranting more than one
Shop Steward and one Shop Steward Trainee at a particular
meeting, the Union should notify the department forty-eight (48)
hours in advance, and the parties shall mutually agree on the
number of Union stewards released to attend.

Newly-elected stewards shall be allowed 4 hours of paid release
time for Union Steward training within 6 months of appointment
of a Steward. Stewards shall be paid 4 hours of release time for
training of the new CBA within 6 months of the effective date of
this Agreement. The parties shall mutually agree to the number of
Stewards to be released.

Bulletin Boards

LH.

The Department may remove literature that is discriminatory or
violates applicable law immediately and shall notify the Union of
its removal. Upon the City’s request to meet and discuss materials
posted on bulletin boards, the Union shall make itself available to
meet within 48 hours.

Citywide JLMC

Elimination of Citywide Joint Labor Management Committee.

SEIU 1021 Misc 2019 Bargaining Summary.docx 3273 Page 2 of 9



Employee Relations CCSF NEGOTIATIONS 2019

D '?‘E R City and County of San Francisco SEIU, Local 1021

Department of Human Resources

Issue MOU Summary
Section
Reasonable ILA. Require election of remedies for appeal of a reasonable
Accommodation accommodation decision to either the Human Resources Director
or through the grievance process.
Staffing at Jail ILE. Move existing current contract language from the SEIU RN
Health Services contract to the SEIU 1021 Misc. contract for LVNs. (LVNs are
represented by SEIU 1021 Misc.)
Uniforms And IL.S. Update list of classifications/titles.
Equipment

Not more than three replacement uniforms shall be acquired by the
City in any twelve-month period.

Classifications 3302, 8202, 8226, and 8228 at the Fine Arts
Museum

8202, 8226 and 8228 shall be reimburse up to $450.

3302 shall be reimburse up to $250.

2600 and 2700 Series at the Department of Public Health
Employees will be provided five uniforms and one pair of safety
shoes upon hire, and two uniforms and one pair of safety shoes
annually. Employees can request up to two uniform replacements
each year.

8202, 1705, 8217, and 8300 in the Sheriff’s Department,
Institutional Patrol Unit
$600 uniform allowance each year

Sheriff’s Employee Safety Equipment Committee

The Sheriff’s Department and the Union will meet within 60 days
of this Agreement to discuss use and distribution of any and all
equipment that may be necessary in the line of duty.

Protective Clothing for 9220 and 9221
City will provide one pair of safety boots and one high visibility
jacket to each 9220 and 9221.

8217 and 9209 in the Police Department

The Department shall provide two short sleeve shirts, two long
sleeve shirts, two pairs of pants, one foul weather jacket, one
reversible windbreaker/reflective jacket, one belt, one cap, one
pair of boots, one key holder, one rain jacket, and one rain hood.
The Department will replace items every 1 to 5 years, depending
on the item.

For 8217 who successfully complete the Police Department
Bicycle Patrol Training Course, the Department shall provide a
bicycle uniform — one bicycle shirt, one bicycle pants, one pair of

SEIU 1021 Misc 2019 Bargaining Summary.docx 3274 Page 3 of 9



DHR

Employee Relations

City and County of San Francisco
Department of Human Resources

CCSF NEGOTIATIONS 2019

SEIU, Local 1021

Issue MOU Summary
Section

bicycle gloves, and one bicycle helmet instead of the apparel in the
preceding paragraph.
The Department shall also provide pepper spray, safety vests,
traffic safety gloves, whistles, flashlights, and other protective and
traffic control equipment as deemed appropriate. The Department
shall also provide a protective ballistic vest.

Uniform ILT. As-needed employees who are required to wear uniforms shall be

Allowance for paid an annual uniform allowance.

DPH Employees Employees in Classifications 2903, 2908 and 2909 who are
required to have patient contact will be provided five lab coats,
and will be given $125 annual allowance for maintenance.

Diversity, II.BB. Establish Committee on Diversity, Equity, and Inclusion for the

Fairness and (New term of the contract. DHR and SEIU Local 1021 will discuss

Inclusion section) training needs, recruitment, retention, promotional opportunities,

Committee and potential barriers in employment for Union represented
employees.

Require supervisors to take online implicit bias training, fairness
in hiring training, and sexual harassment training.

Category 18 IL.CC. Union and City will meet to monitor and discuss appointments of

Exempt (New employees represented by the Union under Charter Section

Employees Secti 10.104-18 and attempt to reach mutual agreements on

ection) .
recommendations.

Regular Start III.B. All employees in the Department of Public Health shall have one

Time in the regular start time for every day of employment in the same week.

Department of (Does not impact alternate work schedules.)

Public Health

Reassignment II.C. Vacancies shall be posted electronically where practicable.
Grievances may be initiated at Step II of the grievance procedure.

Public Safety III.D. 8237 or 8238 who are required to train and evaluate performance

Communications of probationary 8237 or 8238 employees shall be paid a premium

Premium of 6% of the employee’s base rate. Additionally, 8237 or 8238
who meet and maintain the criteria for the Communications
Training Officers shall be paid a premium of 8% per hour for
those hours when such duties are assigned.

Lead Person II1.D. Increases the premium amount from $5 per day to $10 per day,

Premium

and increases to 2 number of employees one must lead to receive
the premium.

SEIU 1021 Misc 2019 Bargaining Summary.docx
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Employee Relations

City and County of San Francisco
Department of Human Resources

CCSF NEGOTIATIONS 2019

SEIU, Local 1021

Issue MOU Summary
Section

Adult Protective III.D. Update classifications to 2918 and 2914.

Service Unit

Premium

Airport Field [I1.D. Update to include updated 9212 Aviation Security Analyst and

Officer Training 9213 Airfield Safety Officer classifications.

Premium Active employees in 9213 shall receive a one-time lump sum
payment (pay issue on August 20, 2019) by applying the premium
to qualifying hours worked during FY18-19 after the effective date
of the employee’s appointment to 9213.

Radiologic III.D. Create two new classification series — Radiologic Technologists

Technologists (2471 Level 1, Level 11, Level 111, and 2472) and Diagnostic

and Diagnostic Medical Sonographers (2473 Level I, Level I, Level III and

Medical 2474). Provides incentive for additional certifications.

Sonographers

Longevity [IL.D. Employees shall not lose longevity pay as a result of reverting to

Premium an underlying permanent Civil Service appointment due to layoff.

Pressure III.D. Employees who are required to be medically certified by the DPH

Washing in the use of protective equipment in conjunction with the

Premium performance of pressure washing duties shall receive a 5%
premium when assigned and engaged in pressure washing.

Overtime / IILE. Non-“Z” designated employees and 2450 shall be paid in salary

Compensatory unless the employee and Appointing Officer mutually agree to

Time for Non- compensatory time off in lieu of paid overtime.

(13 42

Z” Employees HSA: No overtime cap for 2940 and 2944 employees at the
Department of Aging and Adult Services, and 2914, 2918, 2940,
and 2944 employees at the Family and Children Services.

DPH: No overtime cap for 2574, 2930, 2931, and 2932 employees
at the Comprehensive Crisis Services.

Joint IIL.J. No later than 120 days following the execution of this Agreement,

Commitment to the City and SEIU shall form and jointly petition HSS to

Raise Quality participate in a joint-labor management committee to raise quality

and Lower Costs

and lower costs. The Committee shall meet quarterly to provide
opportunities for review and discuss of HSS contracting strategies,
HSS studies and reports, and ideas for expanded vendor reporting
and accountability, and to review, discuss and advance strategies
to reduce excess health care cost growth.

SEIU 1021 Misc 2019 Bargaining Summary.docx 3276
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Issue

MOU
Section

Employee Relations CCSF NEGOTIATIONS 2019

City and County of San Francisco SEIU, Local 1021
Department of Human Resources

Summary

Recovery of
Overpayment

11.Q.

Remove provision that allowed the City to recover no more than
20% of the total amount in any one biweekly payment; not legally
enforceable.

Jury Duty

IIL.R.

Clarification on employee rights to leave and pay during jury duty.

Grievance
Procedures

IV.A.

Grievances shall now also include:

e basis (specific reason or reasons) and date of grievance as
known at the time of submission

e date of incident giving rise to the grievance

e cxplanation of the harm that occurred

e name, classification, and department of the affected
employee or employees

Termination grievances must be submitted initially at Step II.

Step I: Union shall submit detailed written statement containing
the specifics of the grievance. The immediate supervisor shall
respond in writing within 10 calendar days.

Step II: Union shall now also include the specific reason or
reasons for rejecting the lower step response.

Step III: Union shall now also include the specific reason or
reasons for rejecting the lower step response and advancing to the
next step.

Step IV: Memorialize current City/Union process when the Union
submits a grievance to Step IV.

Each party shall bear its own expenses including legal fees and
costs. Each party expressly waives any right to an award of
attorney’s fees or costs in any grievance proceeding.

Remove provision regarding termination grievances.

Skelly Officer shall not be from the same department as the
employee and not connected with the incident giving rise to the
discipline. (Creation of Citywide Skelly Officers.)

Tuition
Reimbursement

V.B.

Clarify expense reimbursement process.
Unused funds cannot be carried forward year to year.

Increase individual reimbursement from $500 to $1,000 for
represented employees, except 2574 and 2575, which will increase
from $1,500 to $2,000.

Expand eligible expenses for represented employees (i.e., tuition,
registration fees, books, professional conferences, professional

SEIU 1021 Misc 2019 Bargaining Summary.docx 3277 Page 6 of 9



Employee Relations

City and County of San Francisco
Department of Human Resources

MOU
Section

CCSF NEGOTIATIONS 2019

SEIU, Local 1021

Summary

association memberships, professional journal subscriptions,
professional certifications, and licenses relevant to the employee’s
current classification).

20/20 Work
Training
Program

V.E.

July 1, 2019: one-time transfer of the balance in the tuition
reimbursement fund as of June 30, 2019 to the 20/20 program.

20/20 Program shall not exceed $200,000 per FY, except that
expenditures may exceed $200,000 by debiting the funds from
tuition reimbursement until those sums are exhausted.

No later than January 1, 2020, the City and SEIU shall meet to
discuss potential avenues of career advancement, and if mutually
agreed, expand the 20/20 Program.

Training for
Certain
Classifications

V.IL

Eliminate the allocation of $2,500 each fiscal year for the purpose
of training for classes 8142, 8143, 8124, 2975, 8129, 8131, and
8133.

Supervisor
Training

V.N.

(New
Section)

City shall provide supervisors with 24-PLUS training, or
equivalent.

DPH will provide LEAN Certification and EPIC Certification to
DPH supervisors.

Health and
Safety Trainings

V.O.
(New

Section)

City agrees to offer elective training to Union members upon
request and certification by the Appointing Officer or designee
that the training would promote competency in their job
classifications, as well as a safe work environment.

June 30, 2020: the City shall provide training on recognizing,
identifying, and working with persons with mental illness and
developmental disabilities upon the request of the employee.

Health And
Safety

VIA.

Employee has the right to functioning and effective heating,
cooling, and ventilation systems in indoor workspaces.

The Department and Union may discuss additional security
personnel, security escorts to and from public transportation
depots and parking facilities during and proximate to the workday.

City shall make EAP or other counseling service available to the
employee and witnesses of assault.

City shall provide training to all 2706 employees regarding proper
procedures for infectious waste.

SEIU 1021
Represented
Classifications

Attachment
A

Update list of SEIU Local 1021 represented classifications.

SEIU 1021 Misc 2019 Bargaining Summary.docx
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Employee Relations CCSF NEGOTIATIONS 2019

City and County of San Francisco SEIU, Local 1021
Department of Human Resources

Issue MOU Summary
Section
EPIC and DPH DPH and the Union shall meet monthly through implementation of

LEAN Process Supplemental

the EPIC electronic health record system to discuss updates to the
system.

If the LEAN initiative results in significant and adverse impacts to
working conditions of employees, the City will meet and confer.

Airport AIR Update Airport Employee Transit Options Program from a pilot to
Employee Supplemental a permanent program.
Commute All Aj . .
. ows Airport employees to receive a monthly allowance instead
Options of free parking pass.
Program
Policy AIR Update classifications and titles.
Concerning Supplemental
Substance Abuse
Sheriff’s SHF Written counseling does not constitute discipline or performance
Department Supplemental improvement plan
Supplemental

Meet and Confer: No later than August 30, 2019, the parties will
meet and confer on procedures for vacation bid, shift bid, overtime
distribution, and lunch breaks for represented employees at the
Department.

The meet and confer shall conclude after 4 months. Arbitrator
David Weinberg shall retain jurisdiction as neutral through and
until June 30, 2020 if the parties avail itself to the impasse
resolution procedures in Charter Section A8.409-4.

Department of DEM
Emergency Supplemental
Management

Meet and Confer

Meet and Confer: No later than September 30, 2019, the parties
will meet and confer over the following for Classifications 8237,
8238, and 8239: (1) establishment of a pilot program to implement
twelve-hour shifts; (2) amending holiday bidding procedures to
allow lower seniority employees to access holiday slots; and (3)
amending procedures for bidding on vacation during summer
months to allow lower seniority employees to access vacation slots
in June, July and August.

The meet and confer process shall conclude after 4 months from
the date the parties first meet. Arbitrator David Weinberg shall
retain jurisdiction as neutral through and until June 30, 2020 if the
parties avail itself to the impasse resolution procedures in Charter
Section A8.409-4.

Gender Pronoun All

In conformance with Mayor’s Executive Directive on Gender
Inclusivity, removes all gender pronouns and replaces them with
gender neutral terms.

SEIU 1021 Misc 2019 Bargaining Summary.docx 3279 Page 8 of 9



Dlﬁ Employee Relations CCSF NEGOTIATIONS 2019

rl City and County of San Francisco SEIU, Local 1021
Department of Human Resources

Issue MOU Summary
Section
Duration VIL.D. MOU will be in effect July 1, 2019 through and inclusive of June
30, 2022.

SEIU 1021 Misc 2019 Bargaining Summary.docx 3280 Page 9 of 9



PURSUANT TO IMPASSE RESOLUTION PROCEDURES
A8.409-4, CITY AND COUNTY OF SAN FRANCISCO CHARTER

In the Matter of an Interest Arbitration ARBITRATION AWARD

Between

CITY AND COUNTY OF SAN
FRANCISCO,

and

SEIU LOCAL 1021

For the City:

For the Union:

Arbitration Board

Neutral Member:

Union Member:

City Member:

LaWanna Preston
Employee Relations Manager
DHR, City and County of San Francisco

Jonathan Yank, Esq.
Deputy City Attorney

Kerianne Steele, Esq.
Robert E. Szykowny, Esq.
Weinberg, Roger Rosenfeld

David Canham
Regional Director, SEIU 1021

David A. Weinberg
Arbitration Mediation and Conflict Resolution

Vincent A. Harrington Jr.
Kate Howard

PROCEDURAL BACKGROUND

In accordance with the Impasse Resolution Procedures stated in Charter Section

A8.409-4, the parties selected David A. Weinberg as the Neutral Chairperson of the Board

of Arbitration. Kate Howard was selected by the City and County of San Francisco

3281



(hereinafter “City™) to be its Arbitration Board member, and Vincent A. Harrington Jr. was
selected by the Service Employees International Union, Local 1021 (hereinafter “Union”)
to be its Arbitration Board Member.

The Arbitration Board held hearings in the City and County of San Francisco on
April 22, 23, 24, 25, and April 29, 2019. The Arbitration Board also met in private
mediation sessions in accordance with the impasse resolution procedures contained in
Charter Section A8.409-4, on March 21, and April 15-19,2019. After reaching agreements
on a number of issues, the Chairperson directed the parties on April 25, 2019 to submit
their last offer of settlement on each remaining issue in dispute. The parties mutually agreed
to each submit a revised LBFO on the Union Security provision for consideration by the
Board on April 29, 2019. The parties and the Arbitration Board agreed to allow amended
LBFO proposals to be presented to the Board on May 6, 2019 for consideration as the
parties’ final offers for final determination by the Board.

The Board selected whichever last offer of settlement on that issue it finds by a
preponderance of the evidence most nearly conforms to those factors traditionally taken
into consideration in the determination of wages, hours, benefits and terms and conditions
of public and private employment, including but not limited to: changes in the average
consumer price index for goods and services; the wages, hours, benefits and terms and
conditions of other employees in the City and County of San Francisco; health and safety
of employees; the financial resources of the City and County of San Francisco, including a
joint report to be issued annually on the City’s financial condition for the next three fiscal
years from the Controller, the Mayor’s budget analyst and the budget analyst for the Board
of Supervisors; other demands on the City and County’s resources including limitations on
the amount and use of revenues and expenditures; revenue projections; the power to levy
taxes and raise revenue by enhancement or other means; budgetary reserves; and the City’s
ability to meet the costs of the decision of the Arbitration Board. In weighing each proposal
under these factors, the Board also considered the tentative agreements reached by the

parties which are incorporated herein by this reference.
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PART I: ECONOMIC PROPOSALS

The Neutral Chairperson considered the total economic impact contained in the
parties’ final offers and the tentative agreements in making these determinations. Taken as
a whole, the implementation of these economic items contained in the parties’ final offers
will enable the City to recruit and retain employees in a competitive urban environment,
and 1t reflects the need to have employees maintain pace with cost of living increases
particularly when economic conditions are robust. The final economic package will also
begin to address the problems associated with the implementation during the recent
recession of lower wage scales for the new Patient Care Assistant (hereinafter “PCA”)
classification. The evidence presented at the Arbitration supports the perspective that the
City currently, and at least for the next two years will have the resources to support the
requirements of the economic package, as well as support the increasing need for City

services and addressing the challenges of homelessness and housing articulated by the City.

The Chairperson worked with the parties to accept compromises on a variety of the
economic and non-economic issues raised during this process, so as to best meet the needs
of the represented employees and the City. The parties submitted the following issues for
resolution to the Arbitration Board, with their final offer on each issue. The parties
mutually agreed on April 29, 2019 to withdraw their proposals on Callback/Holdover Pay,
after it was originally submitted to the Arbitration Panel, and will revert to the current

MOU language. The remaining issues are as follows:

ISSUE #1- WAGES
Union’s LBFO:
Union Proposal #9 (AMENDED APRIL 24,2019)

ARTICLE III - PAY, HOURS AND BENEFITS
A. WAGES

255. Represented employees will receive the following base wage increases:
Effective July 1, 2019: 4.0%
Effective July 1, 2020: 4.0%
Effective July 1, 2021: 4.0%

I ﬁf‘eeﬁ”e ()E{BBET ]] :H” 4: ;04
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256. All base wage calculations shall be rounded to the nearest whole dollar, bi-weekly
salary.

CITY’S LBFO:
Issue #1: Article IILLA. — Wages

255. Represented employees will receive the following base wage increases:
l ffee%i‘le ()EfebEf l l)‘!()lq- %04
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e eith othor ov |
' ly 1,2019: 3.0 %
Effective December 28, 2019: 1.0 %

3285 5



256.  All base wage calculations shall be rounded to the nearest whole dollar, bi-weekly
salary.

RULING:  The Panel accepts the City’s final offer on Union Proposal #9, Wages.

The City’s final offer when taking into account their offer on equity adjustments,
most nearly conforms to the requirements listed in the Charter for consideration by the
Arbitration Board. The proposal offered by the City was sufficient to keep pace with the
recent Consumer Price Index (hereinafter “CPI™), to continue to be a regional leader on
wages and benefits, as well as considering the wages, hours, benefits and terms and
conditions of other employees in the City and County of San Francisco; and met the other
factors to be considered by the Board as listed in the Charter. While the Union’s offer
clearly met the needs of the employees in their Unit, the City’s offer most conformed to all

the Chalte:—ajj

David Weinberg, Neutral Chcdnpm son- Concur
May 7, 2019

Lt e —

Kate Howard, C:Ly Panelist,/concur/dissent

VAo bt opines

Vincent A. Harrington Jr., Union Panelist, concur d ssent

ISSUE #2-EQUITY ADJUSTMENTS
Union’s LBFO:

City Counter #1 to UP014 — Restoration of Deskilling Classifications and UP015 - Pay
Equity (2303/2302 Only)

UNION COUNTER - APRIL 24, 2019

ARTICLE Il - PAY, HOURS AND BENEFITS
D. ADDITIONAL COMPENSATION & PREMIUM PAY

3286 6



Step 2303 Steps ~ Hourly
2302 _Stepd 10 37.9500
2302 — Step 4 9 361500
2302 _Step3 8 34,4250
2302 —Step 2 7 327750
2302 _Stepl ] 31,2250
2303 —Step 5 5 30.1500
2303 —Step 4 4 28.7250
_ 2303 _Step3 3 27.3625
2303 — Step 2 2 26.0625
2303 — Step 1 1 24.8125

. Fo

r nle.anjngumb_enun_dass_mi
01N |) n tNnc¢ Ids i _d AX

City’s LBFO Equity Adjustment — 2303 Patient Care Assistant:

Issue #12: Article III.D. — Pay Equity — 2303 Patient Care Assistants
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2303
Step 2303 Steps ~ Hourly
2302 —Step 5 10 37,9500
_ 2302-Stepd 2 36.1500
2302 —Step 3 8 34,4250
2302 -Step2 Z 32.7750
2302 _Stepl 6 31,2250
_ 2303 -Steps 3 30.1500
_ 2303-Stepd 4 28,7250
2303 —Step 3 3 27,3625
_ 2303-Step2 2 26,0625
2303 —Step 1 1 24.8125

RULING: The Panel accepts the City’s final offer on Equity Adjustment 2303
PCA.

The City’s final offer is most consistent with the requirements stated in the Charter,
and listed in the Procedural Background to this Award. The City’s final offer made
significant progress to address those classifications which were under market, and it began
to address the problems created when the City implemented a new lower wage scale for
the Certified Nursing Assistant (“CNA”) classification during the recent recession. The
evidence showed that the work of the new PCA classification is essentially the same as the
higher paid CNA classification, and the Union made a convincing argument that workers
essentially had their compensation reduced with no change in work duties. While it is true
that the PCA classification may not be undercompensated in the regional market, it is not
consistent with good labor relations and basic equity to have employees continue to
perform the same job and have their salaries reduced, except when necessary due to dire
economic conditions. Those conditions no longer exist, and the City’s proposal will begin
to bring those workers in the classification back to their former pay scale, although more
work will need to be done in the coming years beyond this contract period.
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LAl

David Weinberg, Neutral Chairpersori= Concur

Mayé 2019 ,

Kate Howald City Panelist,[Concur dlsscnt

M see atbutets oppitb Jpume™

Vincent A. Hanmg,ton Jr., Union Panelist, concuué{/m)

ISSUE: EQUITY ADJUSTMENT 8208/8210 PARK RANGER CLASS

Union’s LBFO:

Union Proposal #15

City’s LBFO Equity Adjustment — 8208/8210 Park Ranger Class:

Article 11D, — Pay Equity — 8208 Park Ranger and 8210 Head Park Ranger

8208 Park Ranger and 8210 Head Park Rgggg!

of pay,

RULING:  The Panel accepts the City’s final offer on Equity Adjustment
8208/8210, PARK RANGER AND HEAD PARK RANGER.

The City’s final offer is most consistent with the requirements stated in the Charter,
and listed in the Procedural Bd(.kj,l()lllld to this Award. While the Union’s offer came closer
to bringing this classification equal to or above the market, when taking into consideration
the other factess in the Charter and the total costs of the package, the City’s offer was

=10 O

David Weinberg, Neutral Chairperson- Concur
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May 6, 2019

MW/”M

Kate Howard, City Panelist{concurfdissent

]/LM&;/ Lt ﬁ/%‘f/k%ﬁjﬁzwx 2 W«

Vihcent A. Harrington Jr., Union Panelist, conc Idissent

ISSUE: EQUITY ADJUSTMENT 8300 SHERIFF’S CADET

Union’s LBFO:

Union Proposal #15

City’s LBFO Equity Adjustment — 8300 Sheriff’s Cadet:

Article 1T11.D. — Pay Equity — 8300 Sheriff’s Cadet

RULING:  The Panel accepts the City’s final offer on Equity Adjustment 8300.

The City’s final offer is most consistent with the requirements stated in the Charter, .
and listed in the Procedural Background to this Award. While the Union’s offer came closer
to bringing this ¢kaSsifiyation equal to or gbove the market, when taking into consideration

tlm total costs of the package, the City’s offer was
sclected.

David Weinberg, Neutral Chairperson- Concur
May 6, 2019

foh -

Kate Howard, Clit); Panelist, Wdissaint

Vinc€nt A. Harrington Jr., Union Panelist, concyrldissent
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ISSUE: EQUITY ADJUSTMENT 8211 SUPERVISING BUILDING AND
GROUNDS PATROL OFFICER

Union’ LBFO:

Union Proposal #15

pay, (5/6/19)

City’s LBFO Equity Adjustment — 8211 Supervising Building and Grounds Patrol
Officer:
Building

Article T11.D. — Pay Equity — 8211 Supervising Ground Patrol Officer

The panel should reject the Union’s proposal.
RULING:  The Panel accepts the Union’s final offer on Equity Adjustment 8211,

The Union’s final offer is most consistent with the requirements stated in the
Charter, and listed in the Procedural Background to this Award. The equity adjustment is
warranted under this criteria as stated in the Charter.

R

David Weinberg, Neutral Chairperson- Concur
May 6, 2019

he LI —

Kate Howard, City Panelist, concur{dissent

Vincent A. Harrington Jr., Union Panelist@n:uy/lissent
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ISSUE: EQUITY ADJUSTMENT 2706 HOUSEKEEPING FOOD SERVICE
CLEANER
Union’s LBFO:

Union Proposal #15

City’s LBFO Equity Adjustment — 2706 Housekeeping Food Service Cleaner:

Article I111.D. — Pay Equity — 2706 Housekeeper/Food Service Cleaner

The panel should reject the Union’s proposal.
RULING:  The Panel accepts the City’s final offer on Equity Adjustment 2706.
The City’s final offer is most consistent with the requirements stated in the Charter,

and listed in the Procedural Background to this Award. While this classification certainly
performs difficult work, the Union did not have sufficient proof to show this classification

wasz@dl ket or needed an equity adjustment.

David Weinberg, Neutral Chairperson- Concur

May 6, 2019
Z’J/(/f““\m

Kate Howard, City Panelist/concun/dissent

V4" ~ Sy //M W Fpre—
Vincent A. Hamn}:,ton Jr.. Union Panelist, LOHLU]/&: en

e

ISSUE: LONGEVITY PREMIUM

Union’s LBFO:

UP004 — Longevity Premium
UNION PROPOSAL AMENDED APRIL 25, 2019

ARTICLE II1 - PAY, HOURS AND BENEFITS
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358.

359.

ADDITIONAL COMPENSATION AND PREMIUM PAY

Longevity Premium

Effective July 1, 1995- Notwithstanding the provisions of sub-sections (1), (2) or
(3) of Article III.G. SALARY STEP PLAN, after completion of ten (10) years of
service for the City and thereafter in any classification an employee shall be granted

an additional thirtyfifty cents ($.50) ($-36) per hour longevity increment.

Effective July 1, 1997: An employee who voluntarily moves to another
classification shall not be eligible for longevity pay until he/she has served ten (10)
continuous years in the classification. Notwithstanding the preceding sentence, an
employee who currently receives longevity pay shall continue to receive longevity
pay, unless he/she Voluntallly moves to anothe1 c1a551ﬁcat10n M

City’s LBFO:

Article III1.D. — Longevity Premium

358.

359.

Longevity Premium

Effective July 1, 1995- Notwithstanding the provisions of sub-sections (1), (2) or
(3) of Article III.G. SALARY STEP PLAN, after completion of ten (10) years of
service for the City and thereafter in any classification an employee shall be granted
an additional thirty cents ($.30) per hour longevity increment.

Effective July 1, 1997: An employee who voluntarily moves to another
classification shall not be eligible for longevity pay until he/she has served ten (10)
continuous years in the classification. Notwithstanding the preceding sentence, an
employee who currently receives longevity pay shall continue to receive longevity
pay, unless he/she Voluntallly moves to anothel classmcatlon M&M

RULING:  The Panel accepts the City’s final offer on Union Proposal #4,
Longevity Premium.

The City’s final offer is most consistent with the requirements stated in the Charter,

and listed in the Procedural Background to this Award. The Neutral Chairperson believes
this decision best reflects the Charter requirements and the concept that most of the
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economic enhancements should be placed in the general wage scale, those classitications
hat were under market, and the PCA classification, as opposed to the longevity premium.

2y

th
David Weinberg, Neutrat Chairperson- Concur

May 6, 2019

Kate Howard, City Panelist/concur)dissent

LM~ x

. W7 v . . . i
Vincenf A. Harrington Jr., Union Panelist, n:()m:u@t

ISSUE: NOTARY PREMIUM
Union’s LBFO:
Union Proposal #50 (Amended - April 25, 2019)

Notary Premium
(NEW SECTION TO BE ADDED TO ARTICLE III OF MOU)

i i rv by the Appointing Officer or designee shall receive a

City’s LBFO:

Notary Premium

The panel should reject the Union’s proposal.

RULING:  The Panel accepts the City’s final offer on Union Proposal #50, Notary
Premium.

The City’s final offer is most consistent with the requirements stated in the Charter,
and listed in the Procedural Background to this Award. The Neutral Chairperson believes
this decision best reflects the Charter requirements and the concept that most of the
economic enhancements should be placed in the general wage scale, those classifications
that were under market, and the PCA classification, as opposed to the notary premium,
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A bl

David Weinberg, Neutlal The 11)2:501‘1— Concur
May 6, 2019

Vit b —

Kate Howard, City Panelist{concuy/dissent

\A 4{“‘/“‘—% V% %MC?/M&& et

Vincent A. Harrington Jr. Umon Panelist, concur, dlssml

ISSUE: PRESSURE WASHING TRAINING, EQUIPMENT AND PREMIUM
Union’s LBFO:

Union Proposal #45
Pressure Washing Training, Equipment, and Premium

(PROPOSED NEW SECTION TO BE ADDED TO ARTICLE III OF MOU)

Y = g
-

City’s LBFO:

Issue #10: Pressure Washing Training, Equipment, and Premium

The panel should reject the Union’s proposal.

RULING:  The Panel accepts the Union’s final offer on Union #45, Pressure
Washing Premium.

The Union’s final offer is most consistent with the requirements stated in the
Charter, and listed in the Procedural Background to this Award. It is consistent with normal
labor relations that certain positions receive a premium when performing especially
difficult job fi his job meets that requirement.

David Weinberg, Neutral Chairperson- Ccmt@j
May 6, 2019
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Kate Howard, City Panelist, concur@

\ M o

B p= v. | & i P
Vincent A. Harrington JIr., Union Panehst,@nc r/dissent
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PART II: NON-ECONOMIC ISSUES

The parties during this Interest Arbitration process reached many tentative
agreements and narrowed their differences on the remaining outstanding non-economic
issues. The decision of the Arbitration Board on these issues takes into consideration the
factors listed in Charter Section A8.409-4-(d). It is the Chairperson’s view that in interest
arbitration the party seeking a change in the status quo bears the burden to support the need
for change in contractual language.

ISSUE: REGULAR START TIME
Union’s LBFO:

Union Proposal #39 (AMENDED April 25,2019 at 7:45 p.m.)
Regular Start Time

(PROPOSED NEW SECTION TO BE ADDED TO ARTICLE III - PAY, HOURS
AND BENEFITS, B. WORK SCHEDULES)

City’s LBFO:

Regular Start Time

The panel should reject the Union’s proposal.

RULING: The Panel accepts the Union’s final offer on Union #39, Regular Start
Time.

The Union’s final offer is most consistent with the requirements stated in the
Charter, and listed in the Procedural Background to this Award. The Neutral Chairperson
believes that the Union proposal for employees to have notice of their regular, but variable
schedule at the same time as other department employee schedules is reasonable and
supports the delivery of good service to the citizens of San Francisco. The evidence and
testimony at the Hearing indicated that this was not a high burden to place on the
Depar

L Npdy

David Weinberg, Neutral Chﬁi{person- Concur
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May 6, 2019

2 SN

Kate Howard, City Panelist, concurw

/L%{\‘“”/\—-“ " A

Vincent A. Harrington Jr., Union Panelist, doncur/dissent
g )

ISSUE: NO WORK STOPPAGE
City’s LBFO:

Article I.D. — No Work Stoppages
I. D. NO WORK STOPPAGE

14. It is mutually agreed and understood that during the period this Agreement is in
force and effect the Union will not authorize or engage in any strike, sympathy
strike, slowdown, or work stoppage. Represented employees are also bound by the
above. The City agrees not to conduct a lockout against any of the employees
covered by this agreement during the term of this Agreement.

Union’s LBFO:
Union rejects the City proposal CW003 - No Work Stoppage.

RULING:  The Panel accepts the Union’s final offer on City Proposal #3, No Work
Stoppage.

The Union’s final offer is most consistent with the requirements stated in the
Charter, and listed in the Procedural Background to this Award. The Neutral Chairperson
believes that the City has not made a compelling argument for this contractual change to
be implemented by an Interest Arbitrator, and additionally there is a reasonable doubt in
Lht‘: Chaupel son’s mind that such a change would be in accordance with current applicable

[

David Weinberg, Neutral Chairperson- Concur \_
May 6, 2019

Yok Ly~

Kate Howard, City Panelist, concurfdissent
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\/ L/LP\ T

Vincent Harrington, Union Panc—:list&u)m}'/dissent

ISSUE: UNION SECURITY
Union’s LFBO:
Union Counter to City Counter #4 to UP001 — Union Security (4/29/19)(amended
5/6/19)
CW004 — Union Security
ARTICLE I - REPRESENTATION

F. UNION SECURITY

Application
17. Except as provided otherwise herein, and in accordance with applicable federal,
state and local law, the provisions of this Section shall apply to all employees of

the Clty in all cla351ﬁcatmns repr csenlf..d by SEH lh.LUnm.[L J:%HJ—eﬁheH@-kﬂﬂj‘

3299 19



24.

Fach pay period, the Controller shall make membership fee er—serviee—fee
deductions;-as apprepriate; from the regular periodic payroll warrant of each Gity
employee who is a Union member. In order for the Controller to deduct

3300 20



25.

26.

27.

28.

29.

30.

Nine (9) working days following payday the Controller will promptly pay over to
the appropriate Union all sums withheld for membership dues es-servicefees. The
Controller shall also provide with each payment a list of employees paying serviee
fees dues. All such lists shall contain the employee's name, employee number,
classification, department number and the amount deducted. A list of all employees
in represented classes shall be provided to the Union monthly.

Nothing in this Section shall be deemed to have altered the City's current obligation
to make insurance program or political action deductions when requested by the
employee.

The Usnion shall be entitled to collect, through the payroll deduction method,
membership dues, COPE deductions, and any special membership assessments, and
thlough that System may make changes as may be 1equ11ed flom tnne to- tlrnei

the Cont1olle1 app1 opnate written notlce of any changes in ex1st1ng deductions, or

the estabhshment of new bases for deductlonw

At the time of fingerprint processing, the City will provide new permanent and
provisional employees represented by SEIU Local 1021 with a Union-provided
packet of information regarding the Union and-ageney—shep. The Union will
provide this information in sealed envelopes, one of which will be distributed to
each new employee. The City may advise such employees that the packet is being
provided pursuant to a Memorandum of Understanding with the Union and the
contents are neither known nor endorsed by the City.

Employees Exempt-from-Arcency-Shop
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Indemnification
33. The Union agrees to indemnify and hold harmless the City for any loss or damage
arising from the operation of this Agreement.

City’s LBFO:

City Counter #5 to UP001 — Union Security
CW004 — Union Security

ARTICLE I - REPRESENTATION

F. UNION SECURITY

Application
17. Except as provided otherwise herein, and in accordance with applicable federal,

state and local law, the provisions of this Section shall apply to all employees of

the Clty in all cla551ﬁcat10ns 1eplesented by SEIY the Union. I:eeal—e&hei—femﬂy

18.
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Pavroll Deductions
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24,

25.

26.

27.

28.

Each pay period, the Controller shall make membership fee er—serviee—fee
deductions;-as appreptiate; from the regular pertodic payroll warrant of each Gity
enqﬂoyee;yhu is a Lhugn_nunnbﬁr La4u1ku_ﬁn;ihtilﬂnulﬂhu;ﬂlihihui

Nine (9) working days following payday the Controller will promptly pay over to
the appropriate Union all sums withheld for membership dues er-servieefees. The
Controller shall also provide with each payment a list of employees paying serviee
fees dues. All such lists shall contain the employee's name, employee number,

classification, department number and the amount deducted. A list of all employees
in represented classes shall be provided to the Union monthly.

Nothing in this Section shall be deemed to have altered the City's current obligation
to make insurance program or political action deductions when requested by the
employee.
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29.

30.

33.

The Usnion shall be entitled to collect, through the payroll deduction method,
membership dues, COPE deductions, and any special membership assessments, and
th10ugh that system may make changes as may be 1equued from tlme to- tlmei

the Contlollel applopuate written notlee of any changes in ex1st1ng deductions, or

the estabhshment of new bases for deduetlon2 in accordance with procedures

roller’;

At the time of fingerprint processing, the City will provide new permanent and
provisional employees in those units listed in Appendix “A” with a Union-provided
packet of information regarding the Union and-ageney—shep. The Union will
provide this information in sealed envelopes, one of which will be distributed to
each new employee. The City may advise such employees that the packet is being
provided pursuant to a Memorandum of Understanding with the Union and the
contents are neither known nor endorsed by the City.

Indemnification

The Union agrees to indemnify and hold harmless the City for any loss or damage
arising from the operation of this Agreement.

RULING: The Panel accepts the Union’s final offer on Union Proposal #1, Union
Security.
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The Union’s final offer is most consistent with the requirements stated in the

Charter, and listed in the Procedural Background to this Award. The Neutral Chairperson
believes that the final proposals of the parties are very close on this issue, and the remaining
difference regarding the ability to make unilateral changes to the procedures by the
Contr ollcbhu. is not warranted and in concert with stable labor-management relations.

David Weinberg, Neutral @]ﬁau ‘person- Concur

May 6,

[ A

2019

Lh—

Kate Howard, Cify Panelist. concur/dissent

| A

Vincent A. l—‘faumgjton Jr., Union Panelist, @ /d}/dlsscnl

Union

ISSUE: OFFICIAL REPRESENTATIVES AND STEWARDS

’s LBFO:

Union Counter to CP005 — Official Representatives and Stewards (4/25/2019)

ARTICLE I - REPRESENTATION

G.

4]1.

42,

43.

OFFICIAL REPRESENTATIVES AND STEWARDS

Stewards

The Union, through a designated sender, shall furnish the City, to a designated
recipient, with an accurate list of City-wide shop stewards and designated officers

of the Union in areas as designated l‘)y the Union every three (3) months,
beginning October 1, 2019, ter-thereatter—F

U-meﬂ—bﬂa%&&bﬂ%%ﬁ-ﬁﬂﬁﬁdﬂ%en&iﬁ-ﬁhﬁ—ﬁﬁ—&%ﬂﬂy—ﬁﬁe— An employee has no status
as a steward unless the City has received verification in writing from the Union that
the employee is a steward in a given area. Stewards are not authorized to act in
said capacity unless on said list.

The Union recognizes that it is the responsibility of the shop steward to assist in the
resolution of grievances at the lowest possible level.

Upon notification of an appropriate management person, stewards and designated
officers of the Union, subject to management approval, which shall not be
unreasonably withheld, shall be granted reasonable release time to investigate and
process grievances, disciplinary appeals and attend meetings with Management
without loss of pay or benefits. Union Stewards shall advise their first level
supervisors prior to engaging in Union business. Such notification of release time
shall normally be made at least forty-eight (48) hours in advance, but shall not
be unreasonably denied regardless, and shall include the area or work location
where they will be investigating or processing grievances, disciplinary appeals or
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44,

45.

46.

47.

48.

49.

50.

meetings with Management. The Union will attempt to insure ensure that shop

steward 1elease time will be equ1tab1y distributed. W

In emergency situations, where 1mmed1ate dlsc1phna1y actlon must be taken
because of a violation of law or a City departmental rule (intoxication, theft, etc.) a
shop steward shall not unreasonably be denied the right to leave his/her post or duty
to represent the employee.

Except in emergency situations, an investigative, disciplinary or grievance meeting
shall be rescheduled if a Shop Steward is denied release time.

Shop stewards shall not interfere with the work of any employee. A shop steward
may interview an employee during the employee's regular work time in order to
investigate or process a grievance or disciplinary appeal with the approval of the
employee's supervisor, which shall not unreasonably be withheld.

Stewards shall be responsible for the performance of their work load, consistent
with release time approved pursuant to rules established herein.

Stewards shall receive timely notice of and shall be permitted to make appearances
at departmental orientation sessions in order to distribute union materials and to
discuss employee rights and obligations under this Agreement.

Any meeting of shop steward and supervisor shall be held in private surroundings
and shall be held in a quiet and dignified manner.

AH Nnewly-clected Stewards shall be allowed four (4) hours paid release time for
Union Steward training within six (6) months of appointment of a Steward. In
addition, four (4) hours paid release time shall be paid for alt Stewards for training
regarding the p10V1s1ons of the new Collectwe Bargaining Ag1eement _within six

City’s LBFO:

Issue #4: Article 1.G. — Official Representatives and Stewards

G.

41.

OFFICIAL REPRESENTATIVES AND STEWARDS

Stewards
The Union, through a designated sender, shall furnish the City, to a designated
recipient, with an accurate list of City-wide shop stewards and designated officers

of the Union in areas as designated by the Union every three (3) months,
beginning October 1, 2019, byJuly1-of each yearand-each-quarter-thereafter—The
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42,

43.

44.

45.

46.

47.

48.

49.

50.

Union-may-submitanamendimentto-the listatany-time: An employee has no status

as a steward unless the City has received verification in writing from the Union that
the employee is a steward in a given area. Stewards are not authorized to act in
said capacity unless on said list.

The Union recognizes that it is the responsibility of the shop steward to assist in the
resolution of grievances at the lowest possible level.

Upon notification of an appropriate management person, stewards and designated
officers of the Union, subject to management approval, which shall not be
unreasonably withheld, shall be granted reasonable release time to investigate and
process grievances, disciplinary appeals and attend meetings with Management
without loss of pay or benefits. Union Stewards shall advise their first level
supervisors prior to engaging in Union business. Such notification of release time
shall normally be made at least forty-eight (48) hours in advance and shall include
the area or work location where they will be investigating or processing grievances,
disciplinary appeals or meetings with Management. The Union will attempt to
insure ensure that shop steward release time will be equitably distributed. A_bs_em

In emergency situations, where 1mmed1ate disciplinary actlon must be taken
because of a violation of law or a City departmental rule (intoxication, theft, etc.) a
shop steward shall not unreasonably be denied the right to leave his/her post or duty
to represent the employee.

Except in emergency situations, an investigative, disciplinary or grievance meeting
shall be rescheduled if a Shop Steward is denied release time.

Shop stewards shall not interfere with the work of any employee. A shop steward
may interview an employee during the employee's regular work time in order to
investigate or process a grievance or disciplinary appeal with the approval of the
employee's supervisor, which shall not unreasonably be withheld.

Stewards shall be responsible for the performance of their work load, consistent
with release time approved pursuant to rules established herein.

Stewards shall receive timely notice of and shall be permitted to make appearances
at departmental orientation sessions in order to distribute union materials and to
discuss employee rights and obligations under this Agreement.

Any meeting of shop steward and supervisor shall be held in private surroundings
and shall be held in a quiet and dignified manner.

AH Naewly-elected Stewalds shall be allowed four (4) houls pald release time for
Union Steward training wi eward. In
addition, four (4) hours pald 1elease t1me shall be p&}é Q;Lgm%dgd fo1 al} Stewa1ds
for training regarding the provisions of the new Collective Bargaining Agreement
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by December 30, 2019. The parties shall mutually acree to the number of

RULING:  The Panel accepts the Union’s final offer on City Proposal #5, Official
Representatives and Stewards.

The Union’s final offer is most consistent with the requirements stated in the
Charter, and listed in the Procedural Background to this Award. The Neutral Chairperson
believes that the final proposals of the parties are very close on this issue, and the remaining
difference regarding unreasonable denial is reasonable and should not produce an excessive
number of disputes or grievances.

" A,

David Weinberg, Neufr Chairperson- Concur
May 6, 2019

Vo i~ —

Kate Howard City Panelist. soncurw

Vincent A. Harrington Jr., Union Panelist{concur/dissent
i

ISSUE: CITY WIDE LABOR MANAGEMENT COMMITTEE

Union’s LBFO:

CP008 - City Wide Labor Management Committee (Amended)

UNION COUNTER OF APRIL 25, 2019

ARTICLE I - REPRESENTATION

K. CITY WIDE LABOR MANAGEMENT COMMITTEE
Stewards

68, The City and the Union understand and agree that it is the objective of all parties to
provide quality services to residents in a work environment that is safe for
employees and in which employees’ concerns about their terms and conditions are
discussed and addressed. To promote these shared goals, the parties agree to

establish a City-Wide Labor Management Committee for SEIU-represented
employees (the “SEIU-City LMC?). This does not replace existing committees.
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69.

a—Membership:-The SEIU-City LMC shall be composed of 12 core members;

6 appointed by the Union and 6 appointed by the City. Additional subject matter
experts shall be permitted to attend meetings as necessary. Bargaining unit
employees shall be released in advance of any meeting for reasonable caucus time
and to attend the meeting, and employees shall not lose any wages or benefits for

their attendance at the meeting.
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City’s LBFO:

Issue #5: Article 1.K. — City wide Joint Labor Management Committee
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RULING:  The Panel accepts the City’s final offer on City Proposal #8, City
Wide Labor Management Committee,

The City’s final offer is most consistent with the requirements stated in the Charter,

WL Prpcedural Background to this Award.

David Weinberg, Neutral Chairperson- Concur
May 6, 2019

/ [ oy
Kate Howard, City Panelist,Wdissent

VI Ab— =

Vincent A. Harrington Jr., Union Panelistéonci /dissent

ISSUE: DEPARTMENT OF EMERGENCY MANAGEMENT SUPPLEMENTAL

City’s LBFO:

Issue #6: 8

and.thﬂlmanmlemLanﬂ.muﬁumcLﬂm following for leﬁﬂfj&atlons 8237, 8238,
ﬂnd B239: ( l_mﬂhhshnmm-uf-d pilot program to implement twelve-hour shifts; (2)

August. The meet and confer process shall conclude after four (4) months from the
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sion_of that foul-month nel iod, if the par ;!gg

procedures in Ch:

jurisdiction as al - ;
through and until June 30, 2020,
Union’s LBFO:

Reject City Proposal 68

RULING:  The Panel accepts the City’s final offer on City Proposal #68,
Department of Emergency Management Supplemental.

The City’s final offer is most consistent with the requirements stated in the Charter,
and listed in the Procedural Background to this Award. The Neutral Chairperson believes
that the City’s proposal will provide a mechanism to resolve cooperatively some of the
Department’s problems and help provide a better and more stable working environment.
The Union i@t object to having the Arbitration Panel retain jurisdiction.

David Weinberg, Neutral Cha;@ﬂson- Concur
May 6, 2019

Kate Howard, City Panelist{concurdissent

\/’ i A

Vincent A. Harrington Jr., Union Panelist, Concur/dissent

This Arbitration Board Award represents the final decision on all remaining issues
that remained at impasse. During this process many items were agreed upon in mediation
and during the negotiation process. The Panel understands that all the previously agreed
upon items are considered resolved and are part of this Arbitration Panel Decision.

‘709(///47

David Weinberg Netftral Chairperson
May 6, 2019

Kate HOW% Cl y Panelist

VincentA. Harrington Jr., Union Panelist
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1
12
13
14
15
16
17
18
19
20
21
2
23
24
25
26
27
28

SEPARATE OPINION OF UNION PANELIST HARRINGTON

L. WAGES

The Panel has adopted the City’s proposal for an 11% increase over the life of the
contract, with various “splits” for the fiscal years, and as well, the so-called “off ramp” language
proposed by the City, rather than the Union’s 12% increase over the life of the Agreement in
three equal installments of 4% due on each July 1st over the term. Although this is a substantial
increase, the City has the capacity to meet the Union’s demand. I dissent from that decision of
the Panel for reasons set forth here.

It is indisputable that the record made before the Panel shows that the City has a clear
ability to pay the Union’s 12% demand, and simply lacks a willingness to do so. A review of
evidence about the general economy, the City’s revenues and expenses, projections contained in
the annual Joint Report, and the evidence produced by the Union’s two experts in municipal
finance and economic analysis shows that the City is in the best financial condition it has ever
been. It has achieved its first AAA bond rating. There is an enormous increase in building
permits for new construction, both residential and commercial in the City. City revenues have
nearly doubled in the last 12 years with an average annual increase of 6.1%. The Union evidence,
which was not in any fashion rebutted by the City, shows that the five year forecasts issued by the
City have routinely underestimated revenues and routinely overstated expenses. Indeed, in the
ten year period from 2008 to 2018, the third year projection reports have misstated the reality of
City revenues by an average of 14%, totaling over that period of time close to 5 billion dollars in
inaccurate projections of revenue. During the period 2009 to the close of 2018, the City’s year-
end general fund balance has grown from 301 million dollars to over 2.2 billion dollars. The
City’s revenue sources for its general fund have also risen from 2009 to 2018 from over a little
more than 2.7 billion to more than 4.9 billion dollars. Over the period of 2007 to the close of
2016, the City’s actual labor costs as a percentage of its expenditures have fallen by more than
3%.

By contrast, the record evidence shows that between 2002 and the end of 2018, employees
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represented by the Union have fallen behind the CPI growth by a cumulative total of 12.6%.
(Union Exhibit 21.) During that same period of time these Union members have suffered layoffs,
furloughs, wage freezes, “de-skilling,” and have given back negotiated wages in order to maintain
the jobs of their sisters and brothers. Now that the City is clearly in a position to pay, these
workers should be paid.

I have personally been involved either as an advocate or panel member in each negotiation
cycle between Local 1021 and its predecessor unions and the City since 1992/93. Throughout
that time the Charter as well as state law has required the parties to “bargain in good faith” on all
matters within the scope of representation. Wages are obviously such a matter. Increasingly,
over the years of my involvement I have seen the City deploy a tactic in bargaining in which it
seeks to “pattern bargain” at each and every table, with specific emphasis on the issue of wages.
The term “pattern bargaining” is not found anywhere in the Charter, and it is not truly applicable
to this labor-management relationship. Pattern bargaining has its greatest utility, one could argue,
in industries with common employers using a common pool of labor. Here “master agreements,”
and common costs benefit both parties and provide stability in the contractual relationship. This
is especially true, for example, in the construction industry. But the City and County of San
Francisco is not a construction industry employer, and its employees are not construction
workers. There are more than 25 tables at which negotiations are now occurring. The bargaining
units established by the City are based on community of interest which recognizes that these units
are each different one from the other. In this particular unit are some of the City’s lowest paid
workers — employees who work in virtually every department of the City. They range from
persons performing custodial duties, hospital duties, to office clerical duties, to social service,
children’s services, and other critical public services. But the City’s pattern bargaining does not
recognize this difference among and between the various negotiating tables.

What has happened in this bargaining, and what has happened increasingly in recent
bargaining cycles is a form of “take it or leave it” bargaining. “Boulwarism” (named after a
General Electric official responsible for bargaining) is a bargaining tactic in which the employer

researches the probable outcome of collective bargaining, and based on that information makes a
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firm settlement offer to the Union on a “take it or leave it” basis. This is not “real negotiation,”
and it reflects no real intent to reach an agreement if possible. This method of fixed, immovable
bargaining is an unfair labor practice under the National Labor Relations Act, Meyers-Milias-
Brown Act and other labor laws. In this bargaining cycle the City once again sought to establish
its pattern at other tables and then impose that pattern at this table. As it has done in the past, it
tried to obtain this “pattern” at tables where smaller numbers of employees are represented, and
then take that pattern to larger tables such as the SEIU table. That is exactly what happened here.
Everyone in this negotiation knew that the City’s last proposal—an 8.5% increase “broken up” in
various ways, was not the City’s real proposal. This was merely a placeholder for the 11%
proposal previously revealed by City representatives to the Public Employee Committee Unions
many days before it appeared at this table. And so it appeared at this table and every other table
unchanged in any respect, and “unchangeable.” This tactic by the City undermines true collective
bargaining. In my judgment, decisions like that made by this Panel on wages here, aid and abet
the City in this “take it or leave it” approach. For all these reasons and many more I dissent to

this aspect of the Award.
II. EQUITY ADJUSTMENTS

On the competing proposals regarding an equity adjustment for the Patient Care Assistants
(PCA) workers, the Panel has also accepted the City’s proposal. I also dissent from this decision
for the reasons set forth below.

Finally, near the end of mediation and the beginning of this arbitration process, the City
put a proposal on the table in response to the Union’s longstanding proposal to rectify the gross
pay differential between PCA workers, and their brothers and sisters in the Certified Nursing
Assistant (CNA) classification. This pay differential had been created in response to the
economic downturn in 2008-2009—ten years ago. Over that time, by the Union’s analysis
presented during the hearing, the City saved over 24 million dollars on the backs of the PCAs due
to the wage reduction imposed on them. The current proposal by the City and the competing
proposal by the Union are substantially similar except in one significant detail. The Union

proposes to eliminate the lowest steps—steps 1 through 3—over the life of the agreement; the
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City rejects that idea. The City proposal as adopted by the Panel will thus perpetuate an entry
level step paid approximately $13 per hour lower than the top step in the wage schedule. In light
of the overwhelming evidence in this record that the PCAs and the CNAs perform the same job,
and the fact that this classification is overwhelmingly dominated by women and persons of color,
the Union finds the continued maintenance of these lower steps to be insupportable, even
unlawful. The Union’s proposal is clearly affordable in light of the City’s economic position, and
the City’s continued insistence on being able to maintain these lower steps will simply invite a
whole new generation of PCAs to be paid less than their brothers and sisters for the same work
for an extended period of time. I therefore dissent from this aspect of the Award.

The Panel adopts the City’s equity proposals for the Park Ranger, Ranger and Head Park
Ranger, rather than the Union’s proposal. Although the City proposes an increase in each of
these classifications, its own survey data presented to the Panel shows that these 5% increases are
below the market differential which the City identified in its surveys. In other words, the City’s
proposal on these issues does not in fact put these employees at market, but continues them at
below market. There is also no justification for the City delaying the 5% increase by a full fiscal
year. For this reason I dissent from that part of the Award.

This is also true of the decision by the Panel to adopt the City’s proposal on the Sheriffs
Cadet equity dispute. Again here, the City’s offer of 5% increase to the base rate of pay fails to
bring the Cadets up to market, based on the City’s own survey which shows them more than 5%
below the market. And the increase should have been awarded in the first year of the successor
MOU. The Panel should have adopted the Union’s proposal which in fact closes the identified
gap. I therefore dissent.

The Panel likewise rejects the Union’s proposal, and adopts the City’s proposal on the pay
equity for the Housekeeper/Food Service Cleaner (2706) classification. The record before the
Panel shows very clearly that these employees are entitled to the pay equity proposal made by the
Union, and an absolute rejection of these proposals is inconsistent with cost of living increases,
change in duties, and the circumstances under which these employees work. The

Housekeeper/Food Service Cleaner classification is also deserving of the requested addition of a
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sixth step to the wage scale. The Housekeepers at Hetch Hetchy now perform the full range of
2708 Custodial duties, after SEIU Local 1021 successfully eliminated the abusive misuse of
Category 16 Temporary Exempt Custodians there. The Food Service Cleaners at the Airport
perform a far broader range of duties than before, such as stripping and waxing floors without
assistance, and covering a much broader range of food courts in the ever-expanding Airport. I
therefore dissent from each of these decisions as well.
III. PREMIUMS

The Panel rejects each of the Union’s premium proposals. I dissent from that decision in
each case. The Union’s proposal to increase the longevity premium from $.30 to $.50 is well
deserved. It has not been adjusted in 20 years. I also reject the Panel’s analysis that “most of the
economic enhancements should be placed in the general wage scale.” That is not consistent with
the history of the bargaining between these parties, and fails to acknowledge that these are very
focused, limited proposals not having general application to the bargaining unit as a whole.
Further, the City has utterly failed to demonstrate an inability to pay. It only demonstrated an
intransigent unwillingness to pay. This is likewise true of the notary premium proposal rejected
by the Panel. By rejecting the Union’s proposal the Panel is essentially permitting the City to
continue to contract out at great expense Notary Public work. This makes no sense under the

Charter and is not consistent with positive labor relations.

IV. NON-ECONOMIC ITEMS

I concur in the Panel’s decision on the remaining so-called “non-economic™ items.

A

Dated: May 7, 2019

VINCENT%. HARRINGTON, JR.
UNION PANELIST
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TENTATIVE AGREEMENT

The parties mutually agree to incorporate the following language in the next Memorandum of
Understanding ("MOU"), effective July 1, 2019. The parties further agree that this tentative
agreement is subject to approval as to form by the City Attorney's Office and is subject to
approval by the Board of Supervisors.

By signing below, the parties agree to recommend approval of this tentative agreement.

SIDE LETTER AGREEMENT TO THE COLLECTIVE BARGAINING AGREEMENT
BETWEEN THE CITY AND COUNTY OF SAN FRANCISCO (“CITY™)
AND SERVICE EMPLOYEES INTERNATIONAL UNION LOCAL 1021 (“UNION™)

Section I1I.M. Retirement of the Agreement between the City and the Union provides that in
addition to paying any required employee retirement contribution, bargaining unit members in
CalPERS shall make a mandatory contribution to effectuate San Francisco Charter Section
A8.409-9 (the “Prop. C Contribution”). The City has notified the Union and employees
represented by the Union that from July 1, 2017 to April 19, 2019, the City under-deducted
employees’ Prop. C Contributions by 1.0%. The City has calculated that employees represented
by the Union owe a total of Seventy-Nine Thousand, Six Hundred Sixty-Eight Dollars, and Sixty
Cents ($79,668.60) (the *“Unpaid Prop. C Contributions”). As part of the economic terms reached
by the parties in negotiating the successor Agreement to be effective July 1, 2019, the City has
agreed to waive collection of the Unpaid Prop. C Contributions. This Unpaid Prop. C Contribution
is recognized as a cost to the City in the successor Agreement.

Tentative Agreement:

FOR THE CITY FOR THE UNION

Q/‘*“/%; f/‘f/” é//‘“ﬂ /C/ i 5/i4/ 20
Carol Isen Date Kerianne Stey 7 Date

Approved As To Form:

//%/MA é/"(/zct

@{’harine Hobin Porter Date
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ARTICLE | - REPRESENTATION

This Collective Bargaining Agreement (hereinafter Agreement) is entered into by the City and County
of San Francisco (hereinafter City) acting through its designated representatives and the Service
Employees International Union, Local 1021 (hereinafter Union).

ARTICLE I - REPRESENTATION
A. RECOGNITION

Classifications Currently Represented

1. The City acknowledges that the Union has been certified by the Municipal Employee Relations
Panel or the Civil Service Commission as the recognized employee representative, pursuant to
the provisions as set forth in the City's Employee Relations Ordinance, for the classifications
listed in Attachment A and employees in these classifications who perform duties for the City
and County of San Francisco. The provisions of this Agreement shall apply to said employees to
the extent authorized by law as provided in Charter Section A8.409-1.

Placement of New Classifications

2. Any non-supervisory, new or amended classification or reclassification not claimed by another
Union and related to SEIU-represented classes shall be automatically assigned to a bargaining
unit represented by SEIU. The current practice as established by the Employee Relations
Ordinance will continue for supervisory classes. The Union will be notified within seven (7)
calendar days of any such assignments.

3. Whenever a new class is created by the Department of Human Resources which is the result of
consolidation or splitting off of one or more former classes, and in those instances when the
duties and responsibilities of the new class(es) are the same or similar to those of the former
class(es), then the bargaining unit assignment and representation shall continue to be the same as
for the former class(es) without notice and appeal procedures required by the CSC Rule and
provisions of the San Francisco Administrative Code.

4. Should there be a dispute regarding appropriate unit assignment of any such classification(s),
such dispute shall be resolved in accordance with the grievance and arbitration procedure.

Applicability of the Agreement to All Newly Recognized Classifications

5. The terms and provisions of this Agreement shall also be automatically applicable to any
classifications for which the Union has become appropriately recognized during the term of this
agreement. Such classifications shall also receive the appropriate differentials and premiums
applicable to related classifications.

6. Issues related to classification descriptions shall be subject to the meet and confer process with
final review by the Civil Service Commission. Issues related to the effects of classification
decisions on hours, wages, terms and conditions of employment shall be subject to negotiations
and interest arbitration.

B. INTENT

7. It is the intent of the parties signatory hereto that the provisions of this Agreement shall become
binding upon adoption or acceptance by the City and ratification by the general memberships of
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10.

12.

13.

14.

15.

the Union or upon a final decision rendered by an arbitration panel pursuant to the interest
arbitration procedure under Charter Section A8.409.

Upon adoption, the provisions of this Agreement shall supersede and control over contrary or
contradictory Charter provisions, ordinances, resolutions, rules or regulations of the City to the
extent permissible by Charter Section A8.409.

In the event the parties reach a tentative agreement, the Employee Relations Director and the
Union negotiating team shall present a full tentative agreement, signed by the Employee
Relations Director and representatives of the Union negotiating team, to the City and the Union
general membership for ratification within sixty (60) days of signing such full tentative
agreement together with their recommendations.

Pursuant to the provisions of the Meyers-Milias-Brown Act, as amended, the City agrees to meet
and confer with the Union in advance regarding any proposed changes in working conditions
within the scope of representation.

MANAGEMENT RIGHTS

Except to the extent there is contained in this Agreement express and specific provision to the
contrary, nothing herein shall be construed to restrict any legal city rights concerning direction of
its work force, or consideration of the merits, necessity or organization of any service or activity
provided by the City. The City shall also have the right to determine the mission of its
constituent departments, officers, boards and commissions; set standards of services to be offered
to the public; and exercise control and discretion over the city's organization and operations. The
City may also relieve employees from duty due to lack of work or funds, and may determine the
methods, means and personnel by which the City's operations are to be conducted.

However, the exercise of such rights does not preclude represented employees or the union from
utilizing the grievance procedure to process grievances regarding the practical consequences of
any such actions on wages, hours, benefits or other terms and conditions of employment.

NO WORK STOPPAGE

It is mutually agreed and understood that during the period this Agreement is in force and effect
the Union will not authorize or engage in any strike, slowdown, or work stoppage. Represented
employees are also bound by the above. The City agrees not to conduct a lockout against any of
the employees covered by this agreement during the term of this Agreement.

OBJECTIVE OF THE PARTIES

It is agreed that the delivery of municipal services in the most efficient, effective and courteous
manner is of paramount importance to the City and its employees. Such achievement is
recognized to be a mutual obligation of the parties to this Agreement within their respective roles
and responsibilities.

Recognizing the challenging fiscal realities facing San Francisco and the State of California, the
parties agree that in order to preserve City services and employment, they must work
cooperatively to identify operational efficiencies, explore additional sources of revenue, and, if
necessary, reduce the size of the City workforce through attrition, retraining and reorganization.

JULY 1, 2019 - JUNE 30, 2022 CBA BETWEEN
CITY AND COUNTY OF SAN FRANCISCO AND SEIU LOCAL 1021

3332



ARTICLE | - REPRESENTATION

16.

17.

18.

19.

20.

21.

22.

The parties further agree that it is in their mutual interest to avoid unnecessary reductions in
direct public services and to prevent existing City employees from becoming jobless and
therefore they mutually agree that they shall focus their efforts to maintain programs and public
service jobs to the fullest extent possible.

UNION SECURITY

Application

Except as provided otherwise herein, and in accordance with applicable federal, state and local
law, the provisions of this Section shall apply to all employees of the City in all classifications
represented by the Union.

Payroll Deductions

Each pay period, the Controller shall make membership fee deductions from the regular periodic
payroll warrant of each employee who is a Union member. In order for the Controller to deduct
membership dues, the Union must certify to the City, in accordance with procedures established
by the Controller’s Office in effect as of April 29, 2019, that the Union has and will maintain
authorizations for the dues deductions, signed by the employees from whose salary or wages the
City will make the dues deductions.

Nine (9) working days following payday the Controller will promptly pay over to the appropriate
Union all sums withheld for membership dues. The Controller shall also provide with each
payment a list of employees paying dues. All such lists shall contain the employee's name,
employee number, classification, department number and the amount deducted. A list of all
employees in represented classes shall be provided to the Union monthly.

Nothing in this Section shall be deemed to have altered the City's current obligation to make
insurance program or political action deductions when requested by the employee.

The Union shall be entitled to collect, through the payroll deduction method, membership dues,
COPE deductions, and any special membership assessments, and through that system, may make
changes as may be required, from time-to-time, subject to the Union providing certification that
it has and will maintain an authorization for the applicable deductions, signed by the employees
from whose salary or wages the City will make the deductions. The Union shall give the
Controller appropriate written notice of any changes in existing deductions, or the establishment
of new bases for deduction, in accordance with procedures established by the Controller’s Office
in effect as of April 29, 2019.

At the time of fingerprint processing, the City will provide new permanent and provisional
employees represented by SEIU Local 1021 with a Union-provided packet of information
regarding the Union. The Union will provide this information in sealed envelopes, one of which
will be distributed to each new employee. The City may advise such employees that the packet
is being provided pursuant to a Memorandum of Understanding with the Union and the contents
are neither known nor endorsed by the City.

Indemnification

The Union agrees to indemnify and hold harmless the City for any loss or damage arising from
the operation of this Agreement.
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29.

30.

OFFICIAL REPRESENTATIVES AND STEWARDS

Official Representatives

The Union may select as many as one employee member of such organization from the
appropriate unit represented by such organization, and one additional such employee member for
each two-hundred and fifty (250) employees in such unit; or fraction thereof, in excess of two-
hundred (200) employees in such unit, to attend, during regular duty or work hours without loss
of compensation, meetings scheduled with the Civil Service Commission, the Department of
Human Resources, the Director of Employee Relations, or designee, when such meetings have
been scheduled for the purpose of city-wide Agreement meeting and conferring on all matters
within the scope of representation affecting such appropriate unit, and to participate in the
discussions, deliberations, and decisions at such meetings. The selection of such employee
members, or substitutions or replacements therefore, and their attendance at meetings during
their regular duty or work hours, shall be subject to the following:

a. The organization's duly authorized representative shall inform in writing
the department head or officer under whom each selected employee member is
employed that such employee has been selected.

b. No selected member shall leave the duty or work station, or assignment
without specific approval of the employee's department head or other authorized
management official.

C. In scheduling meetings, reasonable consideration shall be given to the
operating needs and work schedules of the department, division, or section in
which the employee members are employed.

d. Official representatives who are assigned to evening and night shift work
schedules and who participate in meeting and conferring during day shift hours
shall be released from their regular shift pursuant to the rules established herein.
Official representatives shall not be provided compensatory release time for
participating in meeting and conferring on regular days off except as may be
mutually determined.

Release time for official representatives engaged in meeting and conferring affecting a
department or other work unit of City government shall be determined by mutual agreement.

The rules for release time for City-wide meeting and conferring shall apply.

Stewards

The Union, through a designated sender, shall furnish the City, to a designated recipient, with an
accurate list of City-wide shop stewards and designated officers of the Union in areas as
designated by the Union every three (3) months, beginning October 1, 2019. An employee has no
status as a steward unless the City has received verification in writing from the Union that the
employee is a steward in a given area. Stewards are not authorized to act in said capacity unless
on said list.
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39.

The Union recognizes that it is the responsibility of the shop steward to assist in the resolution of
grievances at the lowest possible level.

Upon notification of an appropriate management person, stewards and designated officers of the
Union, subject to management approval, which shall not be unreasonably withheld, shall be
granted reasonable release time to investigate and process grievances, disciplinary appeals and
attend meetings with Management without loss of pay or benefits. Union Stewards shall advise
their first level supervisors prior to engaging in Union business. Such notification of release time
shall normally be made at least forty-eight (48) hours in advance, but shall not be unreasonably
denied regardless, and shall include the area or work location where they will be investigating or
processing grievances, disciplinary appeals or meetings with Management. The Union will
attempt to ensure that shop steward release time will be equitably distributed. Absent special
circumstances, not more than one Shop Steward and one Shop Steward Trainee shall be released
to represent an employee at the same time in the same meeting. If the Union thinks there are
special circumstances warranting more than one Shop Steward and one Shop Steward Trainee at
a particular meeting, the Union should notify the department forty-eight (48) hours in advance,
and the parties shall mutually agree on the number of Union stewards released to attend.

In emergency situations, where immediate disciplinary action must be taken because of a
violation of law or a City departmental rule (intoxication, theft, etc.) a shop steward shall not
unreasonably be denied the right to leave the shop steward’s post or duty to represent the
employee.

Except in emergency situations, an investigative, disciplinary or grievance meeting shall be
rescheduled if a Shop Steward is denied release time.

Shop stewards shall not interfere with the work of any employee. A shop steward may interview
an employee during the employee's regular work time in order to investigate or process a
grievance or disciplinary appeal with the approval of the employee's supervisor, which shall not
unreasonably be withheld.

Stewards shall be responsible for the performance of their work load, consistent with release
time approved pursuant to rules established herein.

Stewards shall receive timely notice of and shall be permitted to make appearances at
departmental orientation sessions in order to distribute union materials and to discuss employee
rights and obligations under this Agreement.

Any meeting of shop steward and supervisor shall be held in private surroundings and shall be
held in a quiet and dignified manner.

Newly-elected Stewards shall be allowed four (4) hours paid release time for Union Steward
training within six (6) months of appointment of a Steward. In addition, four (4) hours paid
release time shall be paid for Stewards for training regarding the provisions of the new
Collective Bargaining Agreement within six (6) months of the effective date of this Agreement.
The parties shall mutually agree to the number of Stewards to be released at any one time.
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46.

47.

Official Representatives to Retirement and Health Service Board and Civil Service Commission

Meetings

Subject to operational needs, the City shall allow one (1) union representative from SEIU Local
1021 release time in order to attend the Retirement Board and Health Service Board meetings.
Subject to operational needs, the City shall allow one (1) union representative paid release time
in order to attend the Civil Service Commission meetings.

BULLETIN BOARDS, INTEROFFICE MAIL, UNION ACCESS AND LEGAL
MATERIALS

Bulletin Boards

Reasonable space shall be allowed on bulletin boards for use by the Union to communicate with
employees as may be agreed between the Union and the affected department head. The Union
shall not post literature that is discriminatory or violates applicable law. The Department may
remove literature that is discriminatory or violates applicable law immediately and shall notify
the Union of its removal. Upon request of the City to meet and discuss Union materials posted
on bulletin boards, the Union shall make itself available to meet within forty-eight (48) hours.

Inter-Office Mail and Email

To the extent permissible under the law, the Union may make reasonable use of the City's
interoffice mail and email systems to communicate with appointing officers, personnel officers,
stewards and officers of the Union in order to carry out Union representation of unit employees
in administration of the MOU.

Union Access

The Union shall have reasonable access to all work locations to verify that the terms and
conditions of this Agreement are being carried out and for the purpose of conferring with
employees provided that access shall be subject to such rules and regulations immediately below,
as well as to such rules and regulations as may be agreed to by the department and the Union.

The parties agree that Union representatives have a reasonable right of access to non-work areas
(bulletin boards, employee lounges and break rooms) and to hallways, in order to reach non-
work areas to verify that the terms and conditions of this Agreement are being carried out and for
the purpose of conferring with employees. The parties agree that union access to work locations
will not disrupt or interfere with a department’s mission and services or involve any political
activities.

Union representatives must identify themselves upon arrival at a City department. Union
representatives may use Department meeting space with a reasonable amount of notice, subject
to availability.

In work units where the work is of a confidential nature and in which the department requires it
of other non-employees, the department may require that union representatives be escorted by a
department representative when in areas where said confidential work is taking place.

Nothing herein is intended to disturb existing departmental union access policies. Further, the
departments may implement additional rules and regulations after meeting and conferring with
the Union.
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53.

54.

Legal Materials

The City shall provide the Library with the following items, not to exceed fifteen (15) sets, to be
placed at libraries selected by the Librarian: Charter, San Francisco Administrative Code, Annual
Salary Ordinances, Civil Service Rules and this Agreement.

DPH Website and Telephone Hotline

In addition to job vacancy postings on the City website and telephone hotline and as otherwise
obligated in the CBA, DPH will post all DPH job vacancies on the DPH internet website. Posted
information shall include but not be limited to: job classification, shift, days-off and worksite as
available. A telephone hotline will provide a separate non-nursing classification hot line for only
DPH classifications that are open for permanent testing.

VENDING MACHINES

Subject to the requirements of the Charter and Sections 4.2, 4.3, 4.4, 4.6, 4.7 and 4.8 of the San
Francisco Administrative Code, The Union is authorized to establish vending machines in
employee work areas. The Union shall be responsible for their installation and operation and all
costs relating thereto, including maintenance and insurance. Proceeds from sales made through
the vending machines shall be deposited in a special fund under the direction and control of the
Union and allocated exclusively for the benefit of employees' recreation and welfare.

It is the understanding of the Parties that Union will not establish vending machines in the
Recreation and Parks Department that compete with vending machines currently established in
the Department that contribute to the operating revenues of the Department.

Effective July 1, 2014, the Union shall not establish any new vending machines, but the Union
may continue operating vending machines where already established.

DATA

The City shall provide information to the Union electronically, as available, to permit the
evaluation of contract compliance. The information shall be provided within ten (10) calendar
days of a written request to the Employee Relations Department. This shall include, but not be
limited to, Names, department, worksite, classification, seniority, hire date, and status of
represented employees.

The City shall provide to the Union every two weeks a report containing the following
information for all represented employees:

Department

Division

Full Name (last, first, middle initial)

Employee Number

Job Classification

Employment Status (active, leave of absence, leave with pay, suspended, terminated)
Hire Date

Citywide Seniority Date

Salary Step

Wbk W=
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10. Hourly Rate

11. Appointment Type

12. Last Pay Date

13. Bargaining Unit

14. Payroll Deduction Type
15. Payroll Deduction Amount
16. Exemption Type

17. Home Address

18. Home Phone

55. The City and the Union agree that the Collective Bargaining Agreement will be printed with an
index.

Equal Employment Opportunity (Glass Ceilings)

56. The City shall provide to the Union on an annual basis the Work Force Composition Report
(EEO-4).
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ARTICLE II - EMPLOYMENT CONDITIONS
NO DISCRIMINATION

Discrimination Prohibited

The City and Union agree that no person employed or applying for employment shall in any way
be discriminated against because of that person’s actual or perceived race, color, creed, religion,
sex/gender, national origin, ancestry, physical disability, mental disability, medical condition
(associated with cancer, a history of cancer, or genetic characteristics), HIV/AIDS status, genetic
information, marital status, age, political affiliation or opinion, gender identity, gender
expression, sexual orientation, military or veteran status, or other protected category under the
law, or other non-merit factors.

This section is not intended to affect the right of any employee to elect any applicable
administrative remedy for discrimination proscribed herein. In the event more than one
administrative remedy is offered by the City, the Union and the employee shall elect only one.
The election is irrevocable. It is understood that this paragraph shall not foreclose the election
by an affected employee of any administrative or statutory remedy provided by law.

Reasonable Accommodation

The Parties agree that they are required to provide reasonable accommodations for persons with
disabilities in order to comply with the provisions of the Americans with Disabilities Act and the
Fair Employment and Housing Act, as amended by the Prudence Kay Poppink Act. The City
reserves the right to take any action necessary to comply therewith.

If there is a conflict between a proposed accommodation and this Agreement, the City will notify
the Union and, upon request, meet with the Union within ten (10) business days to attempt to
resolve the issue. The parties may extend this time limit by mutual agreement. During the
reasonable accommodation process, an employee has the right, upon request, to Union
representation.

When an employee requests an accommodation pursuant to the ADA and the Fair Employment
and Housing Act, as amended by the Prudence Kay Poppink Act, the City and its Departments
shall meet with the employee and, at the request of the employee, with the employee’s Union
representative. The City/Department will inform the employee and the representative of the
status of the employee’s request for an accommodation and of the resolution of the request. As
necessary, and on a case-by-case basis, the City/Department will meet with the Union
representative to review problems concerning reasonable accommodation.

Departments shall maintain files on formal reasonable accommodation requests that include
information related to: status of accommodation requests and the resolution of closed
accommodation requests.

Following a reasonable period of time after the employee has submitted the information required
for a reasonable accommodation but not later than thirty days, the City shall provide a written
response to the employee's request. The written response shall include an update on the status of
the employee’s request. When the City grants an accommodation, the City shall provide a
written description of the accommodation to the employee. If no accommodation is granted,
upon request the City shall provide a written reason for the denial to the employee. If no
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71.

72.

73.

accommodation in the current assignment is possible, the Employer shall evaluate alternative job
assignments for possible accommodation. While the employee’s request for reasonable
accommodation is pending, the Employer shall make every reasonable effort to provide a
modified work duty assignment pursuant to the provisions of VII. B. Return to Work, of this
Agreement.

A reasonable accommodation decision is appealable to the Human Resources Director or through
the grievance process. The Union and the employee shall elect only one of these appeal options.
The election is irrevocable. If the City determines the Union and/or the employee filed both an
internal complaint and a grievance regarding the same reasonable accommodation decision, the
City shall promptly contact both the Union and the affected employee to notify them that they
must elect one process or another.

Complaints of Discrimination

Discrimination complaints will be treated in strict confidence by both the Union and the City.

Progressive disciplinary action shall be imposed by the City upon any employee found to have
engaged in discriminatory conduct in violation of this section.

No Discrimination on Account of Union Activity

Neither the City nor the Union shall interfere with, intimidate, retaliate, restrain, coerce or
discriminate against any employee because of the exercise of the employee’s rights granted
pursuant to this Agreement, the Employee Relations Ordinance and the Meyers-Milias-Brown
Act. No employee seeking promotion, reassignment or transfer shall in any way be discriminated
against because of their Union activities.

PROBATION

All permanent appointees shall serve a six month probationary period, except as provided below:

1. Employees who move from a part-time to a full-time position within a
classification shall be subject to a three (3) month probationary period in the full-
time position;

2. Employees who move, in a flexible staffing series of classifications,
except to a supervisory position, will have a three (3) month probationary period
in the new position;

3. Employees who move to a new department in the same class or former
class will serve a three (3) month probationary period,

4. An employee who is appointed to a permanent position shall have the
employee’s probationary period reduced by the time served by that employee in
the same classification in the same department, but all such probationary periods
shall be at least three (3) months.

5. When an employee is reinstated to a permanent position in a former class
in a department other than the department in which the probationary period had
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79.

80.

81.

82.

been completed (in the former class) the employee shall serve three (3) months
probationary time.

6. A six (6) month probation will be required following promotion to a
higher classification.

7. When an employee's position changes by permanent transfer to the same
class in another department, by disability transfer, reduction in force due to
technical advances, automation or the installation of new equipment the employee
shall serve three (3) months probation time.

8. When an employee is returned as permanent following layoff, involuntary
leave or resignation to a class or department other than the one left, the employee
shall serve three (3) months probationary time.

0. A current regularly scheduled provisional employee who receives a
permanent appointment in the provisional employee’s class in another department
shall have their probationary period reduced by the time served by that employee
in the same classification, but all such probationary periods shall be at least three
(3) months.

10.  The probationary period for 8237, 8238 and 8239 Public Safety
Dispatchers hired on or after July 1, 2007 shall conclude six (6) months after an
employee’s successful completion of the Department of Emergency Management
training program.

A probationary period may be extended by mutual agreement, in writing, between the Union and
the City.

An employee who is granted a leave while serving a probationary period shall have such
probationary period extended by the period of such leave in order to complete the required
period of service. Disability leave shall extend the probationary period in all cases.

Any employee who is returned to duty to a position in another department after layoff or
displacement, and who has displaced an incumbent in such position, is entitled to an introductory
meeting with the new department. The purpose of the meeting is to review the job duties and
expectations for the new position and to provide the timeline and framework for training and
orientation. After thirty (30) days, the employee is entitled to a review of the employee’s
performance. If the employee is not meeting standards, the supervisor will meet with the
employee and, upon request, the union representative, to identify ways for the employee to bring
the employee’s performance to a satisfactory level.

CONTRACTING OUT OF WORK

Due to the size of the bargaining unit and the diversity of the classifications and employees
within the unit, which enable the employees to perform various services in the diverse
communities served by the City, the Mayor and the Union agree that, for the term of this
Agreement, the Mayor shall instruct the City's Department Heads over whom he has budgetary
authority that:
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90.
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94.

Department heads shall not initiate and the Mayor shall not approve requests to contract out any
routine work currently performed by existing employees represented by the Union; and

Department heads shall not lay off current bargaining unit members or eliminate existing
bargaining unit positions as a result of contracting out.

This instruction shall not in any way affect (i) existing contracts (which shall include proposed
contracts funded with monies appropriated in the 1996-97 budget), (ii) renewals, amendments or
extensions of those contracts, or (iii) new contracts either for services already contracted out or
arising from the City's receipt of new and/or additional federal, state, or grant funds designated
for new or unique programs. However, such funds shall not include growth in general fund or
enterprise revenues in force and effect at the time of the signing of this Agreement.

The Mayor agrees that it is not the intent of the City to use the contracting out process to avoid
prevailing wages, compliance with MBE/WBE requirements, or payment of health or other
benefits.

Notwithstanding any other provision of this section, the Mayor may propose pursuant to the
City's standard procedures to contract out work currently performed by existing City employees
(a) where external funding sources require the use of outside third parties to perform services; or
(b) in emergency situations, as determined by the Mayor and upon a majority vote of the Board
of Supervisors.

Should the Mayor determine that the restrictions contained in this section unduly interfere with a
department's or the City's ability to provide appropriate services to the diverse communities
within the City, the Mayor and the Union agree to meet in order to resolve the concerns. If the
Mayor and the Union cannot mutually agree, the matter shall be submitted to an arbitrator,
selected pursuant to the provisions of Article IV (Grievance Procedure) of this Agreement, who
shall decide the issue of whether a proposal to contract out work may be initiated by the Mayor.

The City agrees that it will not assign work currently performed by SEIU-represented employees
to any other bargaining unit.

The City agrees that only City employees are authorized to hire, fire, execute performance
evaluations, and discipline SEIU-represented employees.

Required Notice to the Union on Prop J Contracts

The City shall deliver to the Union no later than sixty (60) days prior to issuing any "Invitation
for Bid" or "Request for Proposal" a report explaining the proposed change, an explanation of
reasons for the change, and the effect on represented classes.

The Union shall respond within twenty-one (21) days from the date of receipt of the above
information with a request to meet.

The City agrees to discuss and attempt to resolve issues relating to:

Possible alternatives to subcontracting;
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Questions regarding current and intended levels of service;
Questions regarding the Controller's certification pursuant to Charter Section 10.104(15);

Questions relating to possible excessive overhead in the City's administrative-
supervisory/worker ratio;

Questions relating to the effect on individual worker productivity by providing labor
saving devices; and

Questions regarding services supplied by the City to the Contractor.

The City agrees that it will take all appropriate steps to ensure the presence at said meetings of
those officers and employees (excluding the Board of Supervisors) of the City who are
responsible in some manner for the decision to contract out so that the particular issues may be
fully explored by the Union and the City.

Non-Prop J (Personal Services Contracts)

At the time the City issues a Request for Proposals (“RFP”’)/Request for Qualifications (“RFQ”),
or sixty (60) days prior to the submission of a non-Prop J (personal services contract) request to
the Department of Human Resources and/or the Civil Service Commission, whichever occurs
first, the City shall notify the Union of any non-Prop J (personal services contracts), including a
copy of the draft personal services contract summary form, where such services could potentially
be performed by represented classifications.

If the Union wishes to meet with a department over a proposed non-Prop J (personal services
contract), the Union must make its request to the appropriate department within twenty-one (21)
days after the Union’s receipt of the department’s notice.

Upon the request of the Union, the City agrees to discuss and attempt to resolve issues relating
to:

Possible alternatives to subcontracting;
Questions regarding current and intended levels of service;

Questions relating to possible excessive overhead in the City’s administrative-
supervisory/worker ratio;

Questions relating to the effect on individual worker productivity by providing labor
saving devices; and

Questions regarding services supplied by the City to the Contractor.

Upon request by the Union, the City shall make available for inspection any and all pertinent
background and/or documentation relating to the service contemplated to be contracted out.
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The City agrees that it will take all appropriate steps to ensure the presence at said meetings of
those officers and employees (excluding the Board of Supervisors and other boards or
commissions) of the City who are responsible in some manner for the decision to contract out so
that the particular issues may be fully explored by the Union and the City.

The City shall also provide advance notice of at least sixty (60) days to the Union of all
amendments to existing non-Prop J contracts valued at more than $100,000 where such services
could potentially be performed by represented classifications. At the request of the Union, the
City shall meet to discuss with the Union the topics set forth above, in paragraphs 104 through
108.

The Mayor agrees to instruct department heads over whom he has budgetary authority not to
initiate non-Prop J contracts for a term exceeding one (1) year, except as otherwise approved by
the Mayor, after notice to and consultation with the Union. This provision shall apply only to
contracts for services which could otherwise be performed by represented classifications.

The City agrees to provide the Union with notice(s) of departmental commissions and Civil
Service Commission meetings during which proposed personal services contracts are calendared
for consideration, where such services could potentially be performed by represented
classifications.

Joint Labor Management Committee on Personal Service Contracts

The City and the PEC shall form a joint labor management committee on personal service and
construction/maintenance contracts to do the following:

1. Review areas of General Fund and Enterprise PSCs and other city
contracts, including construction/maintenance contracts, affecting members with
the goal of ensuring appropriate use of Civil Service classifications.

2. Explore establishing workload forecasting by city departments.

3. Review PSC processes, form(s) and tracking of PSCs, and RFP
notice requirements and recommend improvements.

4. Existing committees set out in individual union MOUs shall
continue as sub-committees under this provision but shall take on specific areas of
concern so as to avoid redundant efforts. Parties agree to set meeting agendas in
advance to increase efficiency.

The Committee will be comprised of eight (8) members of the PEC and eight (8) City
representatives. Release time is to be provided for work of this Committee. The Committee will
complete its work by June 30, 2012.

Grants

The City shall deliver to the Union a summary of any proposed grant agreement no later than
sixty (60) days prior to the submission of the proposed grant agreement to any departmental
commission or other approving authority for authorization to enter into any such agreement, the
essential services of which could be performed by SEIU-represented classifications.
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It is not the intent of the City to use the grant issuance process to avoid application of the
subcontracting limitations of this Agreement.

Upon the request of the Union, the City agrees to discuss and attempt to resolve issues relating
to:

Possible alternatives to subcontracting;
Questions regarding current and intended levels of service;

Questions relating to possible excessive overhead in the City’s administrative-
supervisory/worker ratio;

Questions relating to the effect on individual worker productivity by providing labor
saving devices; and

Questions regarding services supplied by the City to the Contractor.

Volunteers, SWAP, CAL WORKS., CAAP Workfare, Or Others Not Covered By This
Agreement

The City shall not use paid or unpaid volunteers, SWAP, CAL WORKS, CAAP Workfare, or
similar programs to displace Bargaining Unit employees. The City will not keep authorized
budgeted positions vacant, nor is it the intent of City Departments to initiate the reduction of the
number of budgeted positions, for the purposes of using Volunteers, SWAP, CAL WORKS,
CAAP Workfare or similar programs.

Each quarter the City will supply the Union an accounting, by department and work location, of
the hours worked by CAL WORKS, CAAP or SWAP workers.

Sworn Police Officers

The City may temporarily assign sworn police officers to perform bargaining unit work in the
event of an emergency situation or for short-term purposes in order to comply with the medical
restrictions upon the police officer. These assignments shall not be made for the purpose of, or
with the affect of, holding vacant, and unfilled, bargaining unit positions, or to displace SEIU-
represented employees.

Severance/Retraining

Represented employees shall have one (1) week of severance pay for each year of permanent
service. If a permanent employee is to be laid off because of subcontracting, the employee shall
select one of the following irreversible options.

1. Take severance in one payment eliminating automatic recall rights;

2. Take severance as regular bi-weekly payments; retraining if offered by the
City; placement on re-call list until severance is exhausted in which event the
employee's automatic recall rights are eliminated;
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3. Utilize City-wide bumping rights according to the provisions elsewhere in
this agreement. If employee is placed on the holdover list the employee shall
receive severance pay for any period in which the employee suffers a loss of pay
according to this severance entitlement.

LAYOFF

Department of Public Health

Management shall notify the Union in writing at least forty (40) working days before the
elimination and reduction of DPH service which has an impact on bargaining unit members’
wages, hours or working conditions. The parties shall begin to meet and confer concerning all
issues relevant to the scope of representation within fifteen (15) working days of a request to
meet and confer by the Union. Pursuant to this process, upon the request of the Union,
management will expeditiously provide in writing, all existing information concerning such a
proposed service change.

60-Day Minimum Notice

Any employee whose position is to be eliminated due to lack of funds shall be notified, in
writing, with as much advance notice as possible but not less than sixty (60) days prior to the
effective date of the layoff, with the exception that if a special grant is unexpectedly terminated,
the City shall provide not less than thirty (30) days’ notice prior to the effective date of layoff.
The Union shall receive copies of any layoff notice.

Minimum Notice for Displacements

The City will provide no fewer than ten (10) business days’ notice to employees who are subject
to displacement due to layoffs. To the extent this notice period extends beyond the date the
displacing employee is to start in the position, the employee who is to be displaced will be placed
in a temporary exempt position in the employee’s classification and department for the
remainder of the notice period.

The provisions of this Section shall not apply to "as needed" or intermittent employees or
employees hired for a specific period of time or for the duration of a specific project.

Request to Meet & Confer

Prior to any layoff, the City shall meet and confer upon the written request of the Union after
receipt of a copy of the notice specified in paragraph 136, to consider any proposal(s) advanced
as an alternative to layoff and/or on the impact of such layoff.

Citywide Seniority in Classification

Layoff of employees shall be by inverse order of seniority in a classification City-wide. The five
(5) year rule for City-wide bumping rights shall no longer apply.

Employees displaced by layoff shall be placed on the hold over list per CSC rules.

Retraining & Alternative Employment Opportunities

Retraining Program. In order to avoid layoffs, the City will provide an employee targeted for
layoff (hereafter "an affected employee") the opportunity to participate in a
reorientation/retraining program. The City shall bear the full costs of any retraining program.
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Retraining programs shall be developed through the Joint Training, Retraining and Career
Development Committee set forth in Article V.G. All employees who have a minimum of
twenty-four months of seniority shall be eligible to participate in the reorientation/retraining
program. If the availability of funds is limited, disputes among affected employees will be
resolved on the basis of City seniority.

Vacancies. Upon completion of the bumping process, an affected employee shall have priority
to select one of any existing vacancies for which the employee may qualify upon completion of
training within a reasonable period of time, not to exceed six months. (Subject to the approval of
the Civil Service Commission.)

Positions to be Filled. When a position has been designated for a retraining candidate, that
position shall be "held open" for no more than six (6) months, unless extended by mutual
agreement. The City may fill the existing vacancy on a temporary basis in order to continue City
services.

Severance

An employee who is laid off shall receive two weeks' pay for each year of service. An employee
who accepts severance pay shall forfeit all holdover rights. If an employee accepts severance
pay and retires within two (2) years of accepting the severance pay, the employee shall reimburse
the City for the full amount of the severance pay.

For all layoffs or displacements effectuated by the layoff of permanent civil service (PCS)
employees, employees may elect to take severance pay, even if there is a vacant available
position or a position occupied by a less senior incumbent in the class from which the employee
is laid off, or a position to which the employee has reinstatement rights, as long as the person
who elects severance pay forfeits and waives the opportunity to be placed, to displace a less
senior incumbent, or to be reinstated, and waives all holdover rights to which the employee may
be entitled as provided in paragraph 145.

Layoff notices shall advise employees notified of layoff the option to elect severance pay, and
the notices shall advise employees that they may have displacement and/or reinstatement, and
holdover rights. The notice shall advise the employee that the employee has fourteen (14)
calendar days after receipt as defined by State law (e.g., allowing maximum of 5-days for notice
by mail if notice is not given in any other manner) to make an election. The employee receiving
a layoff notice shall, upon request, receive information regarding the employee’s place on the
seniority roster(s) in the employee’s own classification and in previous underlying
classifications. Within fourteen (14) calendar days after receiving such layoff notice as
described above, the employee shall make an irrevocable election among the employee’s options.

Internal Job Placement Committee

In the event the City issues layoff notices to seventy-five (75) or more SEIU-represented
employees in a fiscal year, the City and SEIU shall convene an internal job placement committee
(IJPC) within ten (10) days. The committee shall consist of no more than 10 representatives
from each party, including a representative from the Mayor’s Office and DHR. The committee
shall be co-chaired by the Mayor’s senior management designee and a designee of SEIU. For
the first ninety (90) days after its establishment, the committee shall meet at least once a week
unless mutually agreed otherwise. Members of this committee shall be on City-paid release time
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while at [JPC meetings. The mission of the committee shall be to use its best efforts to maintain
City employment for all SEIU-represented employees facing layoff or displacement.

The IJPC shall be responsible for identifying alternative employment within the City for
employees facing layoff or displacement. In addition to conferring regarding near-list
opportunities and vacancies for employees facing layoff or displacement, the committee shall
make recommendations to the City regarding the following subjects and any other alternatives
that it may identify which the City will make all reasonable efforts to implement:

1. Savings that can be used to create jobs from existing budgeted and authorized vacant
positions;
ii. Opportunities to utilize EDD workshare or similar arrangements as an alternative to

planned layoffs; including but not limited to a pilot EDD workshare program; and

iii. Maintenance of existing positions funded by reductions in overtime expenditures related
to bargaining unit work.

STAFFING LEVELS

Upon request of the Union, if there is a reduction in the workforce that impacts working
conditions, the City agrees to meet and confer on the impact of such reductions on the remaining
workforce to the extent required by MMBA.

The City agrees to meet and confer in good faith upon request and endeavor to reach agreement
on workload standards. Such meetings may include discussions of appropriate work for one
person and relevant state guidelines. The City agrees to provide any written information on
staffing levels in a given department upon written request to the Employee Relations Division
with any reproduction costs above a single copy to be paid by the Union.

The City, realizing that staffing reductions could result in increased workload pressures upon the
remaining employees, shall use its best efforts to avoid mandatory overtime to the maximum
extent possible. Upon request of an employee, the City shall meet to discuss work priorities
and/or workload reductions and/or alternatives to mandatory overtime. The employee may have
a representative of the employee’s choice at such meeting.

The City will develop and provide Assignment Despite Objection forms for use by healthcare
workers to document concerns regarding staffing levels and working conditions.

Staffing at Jail Health Services
These minimum levels of direct care, by LVNs, will be budgeted for each 24-hour period:

County Jail Monday-Friday Weekends-Holidays
County Jail #2 40 Hours 48 Hours
County Jail #4 24 Hours 16 Hours
County Jail #5 40 Hours 32 Hours

These levels of direct care, by LVNSs, will be deemed optimal staffing for each 24-hour period:
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County Jail Monday-Friday Weekends-Holidays
County Jail #2 64 Hours 64 Hours
County Jail #4 40 Hours 32 Hours
County Jail #5 64 Hours 64 Hours

The City shall make reasonable efforts to maintain optimal staffing levels. Notwithstanding the
foregoing, deviations from optimal staffing levels are not subject to the grievance procedure.

REIMBURSEMENT OF WORK-RELATED EXPENSES

Mileage

The City shall provide City vehicles for the use of City employees while traveling in the course
of their duties for the City. In the event such vehicles are not available, the appointing officer
may request employees to use their own vehicle for City business. Employees using their own
vehicle for City business shall be reimbursed for expenses incurred at the rate allowed by the
Internal Revenue Service and shall be adjusted to reflect changes in this rate on the date it
becomes effective, as the changed rates are announced by the Internal Revenue Service and for
all necessary parking and toll expenses.

Parking Expense

When an employee is required to use a vehicle to get to a location other than the employee’s
regular worksite in the performance of work-related duties, the City shall cover or reimburse
parking expenses provided that the employee complies with all departmental parking and parking
reimbursement policies and/or procedures.

Damaged or Stolen Property

Reimbursement for property damaged, destroyed or stolen in the line of duty is administered
through the provisions of Administrative Code Sections 10.25-1 through 10.25-9.

An employee who qualifies for reimbursement of such damaged, destroyed or stolen property
shall submit a claim to the employee’s department head with all available documentation not
later than thirty (30) calendar days after the date of such alleged occurrence. An employee shall
be entitled to the appropriate reimbursement no later than one hundred-twenty (120) days
following the submission of such claim. Reimbursement may be delayed if the employee does
not submit the appropriate documentation.

Meals

City employees shall, subject to the procedures established by the Controller, be reimbursed for
the reasonable and actual costs of meals upon presentation of receipts in the following
circumstances:

When an employee is required by the employee’s department to attend a meeting at which a meal
is served and such meal is billed to the employee;

When an employee is traveling overnight out of the City on City business.

When an employee works longer than ten (10) hours at a remote location, the City shall provide
the employee with a meal or pay the employee the current per diem rate for the meal.
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FINGERPRINTING
The City shall bear the full cost of fingerprinting whenever such is required of the employee.

PHYSICAL FITNESS JOINT LABOR-MANAGEMENT COMMITTEE

Upon request of the Union, the City shall establish a Joint Labor-Management Committee to
study employee health education programs, availability of City and private facilities for physical
fitness activities, and funding sources for the implementation of a City-wide occupational health
promotion program. The Committee shall be comprised of representatives from the Mayor, the
Board of Supervisors, the Chief Administrative Officer, Department of Public Health, the Health
Service System, the Recreation and Park Department, six (6) representatives from SEIU. Its
committee members appointed by the Union shall serve on released time.

COMMUTER BENEFITS
Employees may participate in any commuter plan provided by the City.

WELFARE REFORM

No current bargaining unit employee shall be displaced by a person hired as a result of any
agreed upon public apprenticeship program.

Participants in a public apprenticeship program who are working as apprentices to classifications
represented by the Union shall be represented by the Union and shall be covered by this
Agreement.

New classifications containing public apprenticeship participants or other workers employed in a
program designed to address welfare reform which perform a substantial amount of work
performed by Union-represented employees shall be assigned to a bargaining unit represented by
the Union.

PARKING FACILITIES

Upon request of the Union, the Employee Relations Division shall approach the Mayor, the
Board of Supervisors and/or other appropriate parties of interest in order to attempt to provide
sufficient, secure parking facilities for employees at the department in question. Included in such
discussions may be the development of a shuttle service; patrol and escort service and/or the
building of a parking structure. The Employee Relations Division will invite departmental
representatives to participate in such discussion as necessary.

For the duration of this Agreement, the monthly rate for basic employee parking at the
Department of Public Health (DPH) will not exceed the price of a MUNI FastPass “A”, plus $10
for SEIU-represented employees covered by this Agreement. Sufficient parking shall be
provided to all employees who purchase a parking permit.

At all other Department operated and controlled parking facilities, the monthly rate for basic
employee parking for SEIU represented employees covered by this Agreement will not exceed
rates in effect as of June 1, 2004 or the price of a MUNI FastPass “A”, plus $10, whichever is
higher.

JULY 1, 2019 - JUNE 30, 2022 CBA BETWEEN
CITY AND COUNTY OF SAN FRANCISCO AND SEIU LOCAL 1021

3340



ARTICLE Il - EMPLOYMENT CONDITIONS

177.

178.

179.

180.

181.

182.

183.

184.

185.

186.

187.

188.

The Union does not waive its rights to advocate within the legislative process regarding any
proposal to increase employee parking rates.

EMPLOYEE SUGGESTION PROGRAM

City and Union agree to publicize the Employee Suggestion Program and to encourage
represented workers to submit cost saving suggestions for consideration and possible awards.

Worker Initiated Cost Abatement Program

To encourage City employees to submit improvements in the management and operation of the
City and County in order to sustain and improve services, increase nontax revenues, reduce
inefficiency and improve the quality of work life, the City and its Departments shall implement
an Employee Suggestion Program as described in the San Francisco Administrative Code,
Article VIII, Sections 16.108 through 16.117a (as approved on 6/24/82) with the following
changes:

The Program may be utilized by all employees.

Proposals to reduce City or Departmental services are not appropriate for consideration
under this Program.

SEIU may appoint one (1) departmental employee to serve on such committees as
established in the Administrative Code. Union appointees will serve on paid release time.

The amount of award granted to an employee shall be from $50 to $100, or 10% of the
savings to the City or Department resulting from implementation of the suggestion in the
first year following adoption of the suggestion, whichever is greater.

Awards shall not be considered compensation for services rendered.
Employees submitting suggestions shall be protected from any form of retribution.

INDEMNIFICATION AND DEFENSE OF CITY EMPLOYEES

The City shall defend and indemnify an employee against any claim or action against the
employee on account of an act or omission in the scope of the employee's employment with the
City, in accord with, and subject to, the provisions of California Government Code Sections 825
et seq and 995 et seq. Nothing herein is deemed to supersede referenced state law.

THE RIGHT TO PRIVACY IN THE WORKPLACE

Employees subject to this Agreement shall have a reasonable expectation of privacy and to be
secure from unreasonable searches and seizures the employee’s person and the employee’s work
area to the extent provided by law.

PEACE OFFICER STATUS

The City and the Union shall meet and confer with regard to any actions taken as a result of the
PUC study completed on June 30, 2004 concerning 7470 Watershed Keepers and 7220
Watershed Keeper Supervisors to the extent such actions are within the mandatory scope of
bargaining.
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AUTOMATIC RESIGNATION

Absence from duty without proper authorization for any period of time up to and including five
(5) or less working days may be cause for disciplinary action by the Appointing Authority.

Absence from duty without proper authorization in excess of five (5) continuous working days
may constitute abandonment of the position and may be recorded as an automatic resignation.
The employee shall be notified by certified mail of this action, prior to the effective date of the
automatic resignation.

UNSATISFACTORY RESIGNATION

The City agrees that in the event an employee resigns with services designated as unsatisfactory,
the City shall not provide information to any inquiry or referral regarding the resignation other
than that the employee has resigned, except as required by law.

ADDITIONAL PART-TIME EMPLOYMENT

There shall be no limit on outside employment, or service as an independent contractor, imposed
upon any employee covered by this agreement, unless such employment can be shown to create a
conflict of interest with the employee’s City employment.

UNIFORMS AND EQUIPMENT

Except as otherwise provided in this Agreement, the City shall provide and maintain uniforms as
specified below for the workers in the listed classifications:

1406 Senior Clerk (DPH Psychiatry only)
1428 Unit Clerk (DPH Psychiatry only)
2706 Housekeeper/Food Service Cleaner
2708 Custodian

2716 Custodial Assistant Supervisor

2718 Custodial Supervisor

3302 Admission Attendant (in REC only)
3210 Swimming Instructor/Pool Lifeguard
3208 Pool Lifeguard

3209 Swimming Instructor

3213 Aquatics Facility Assistant Supervisor
3215 Aquatics Facility Supervisor

3278 Recreation Facility Assistant

3283 Recreation Specialist

3286 Recreation Coordinator

3289 Recreation Supervisor

7270 Watershed Keeper Supervisor

7392 Window Cleaner (in AIR only)

7470 Watershed Keeper

8201 School Crossing Guard

8202 Security Guard

8204 Institutional Police Officer

8207 Building and Grounds Patrol Officer
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8208 Park Ranger

8210 Head Park Ranger

8226 Museum Guard

8228 Senior Museum Guard
8249 Fingerprint Technician |
8250 Fingerprint Technician II
8251 Fingerprint Technician III
8274 Police Cadet

9212 Aviation Security Analyst
9213 Airfield Safety Officer

Uniforms are to be provided and maintained if required by a department, or if already given to
employees in a classification, or for classes added by the agreement of the parties.

During the term of this Agreement, the parties may mutually agree to add additional
classifications to this list.

Grievances related to the City’s obligation to provide uniforms may be initiated at the third step
of the grievance procedure. Unresolved grievances shall be submitted to Expedited Arbitration.
Nothing herein shall be construed to limit the City’s liability or obligation to provide appropriate
uniforms per California or Federal law, statute, ordinance or relevant licensing agencies.

The departments shall meet and confer with the Union regarding the style and color of new
uniforms provided under this section.

Uniform Specifications

Specifications for uniforms subject to this Agreement including prescribed items, optional items,
and rain gear, shall be prepared by the Appointing Officer, after consultation with the Union and
the Purchaser but such specifications must not be so narrowly drawn as to prevent or
unreasonably prohibit competitive bidding and must take relevant safety and environmental
concerns into consideration.

Termination or Change of Employment: Return of Uniforms

Upon termination of employment or upon change to a position which does not require wearing of
uniforms, each employee having in the employee’s possession uniform items provided by City
must return such items, in good condition, reasonable wear and tear excepted.

Replacement of Uniforms

Replacements for uniforms shall be acquired by purchase or lease by the City and furnished to
the members as indicated in this Agreement as the items wear out. Not more than three uniforms
shall be acquired by the City in any twelve-month period for the use of one employee
enumerated herein unless another section of this Agreement specifically states otherwise,
provided however, that any employee entitled to a uniform allowance under this Agreement shall
be furnished two replacement shirts or blouses in any twelve-month period or a full or partial
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replacement of the uniform when the department determines that the uniform has been damaged
in the course of the employee's duties for the City.

Uniforms for 3302 Admission Attendants, 8202 Security Guards, 8226 Museum Guards and
8228 Museum Security Supervisors at the Fine Arts Museum

Employees in classes 3302 Admission Attendant, 8202 Security Guard, 8226 Museum Guard
and 8228 Museum Security Supervisor at the Fine Arts Museum shall continue to purchase their
own uniforms and submit receipts for reimbursement to the Department according to existing
departmental practices. The reimbursement amount for 8202 Security Guard, 8226 Museum
Guard and 8228 Museum Security Supervisor shall be up to $450. The reimbursement amount
for 3302 Admission Attendant shall be up to $250.

Uniforms and Equipment for 2600 and 2700 Series Employees at the Department of Public
Health

Employees in class series 2600 and 2700 at the Department of Public Health who are required to
wear uniforms will be provided five uniforms and one pair of safety shoes upon hire and will be
provided two uniforms and one pair of safety shoes annually each subsequent year. In addition,
employees can request up to two uniform replacements each year due to wear and tear. The
Department or the Union can request to meet to discuss issues regarding uniforms.

Uniforms and Equipment for 8204 Institutional Police Officer, 8202 Security Guard, 1705
Communications Dispatcher II., 8217 Community Police Services Aide Supervisor, and 8300
Sheriff’s Cadets Assigned to the Sheriff’s Department, Institutional Patrol Unit

Beginning in fiscal year 2006-2007 and continuing for the duration of this Agreement, the City
agrees to provide to 8204 Institutional Police Officers a uniform allowance each year in the
amount of Eight Hundred dollars ($800). The City will pay the uniform allowance in the payroll
that includes September 1 of each year. Represented employees must be on duty status or
approved leave on each September 1 to be eligible for the uniform allowance. Any eligible
employee hired on or after March 1 will receive fifty percent (50%) of the uniform allowance
that year.

For the term of this Agreement, the City agrees to provide to 8202 Security Guard, 1705
Communications Dispatcher II, 8217 Community Police Services Aide Supervisor, and 8300
Sheriff’s Cadets a uniform allowance each year in the amount of Six Hundred dollars ($600).
The City will pay the uniform allowance in the payroll that includes September 1 of each year.
Represented employees must be on duty status or approved leave on each September 1 to be
eligible for the uniform allowance. Any eligible employee hired on or after March 1 will receive
fifty percent (50%) of the uniform allowance that year.

Sheriff’s Employee Safety Equipment Committee

Within sixty (60) days of the effective date of this Agreement, the Sheriff’s Department and
representatives of the Union shall meet for the purposes of reaching agreement on the use and
distribution of any and all equipment that may be necessary in the line of duty for all SEIU
represented classifications employed in the Sheriff’s Department. Items to be discussed shall
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include, but not be limited to, bulletproof vests, pepper spray and restraint devices. This
committee shall meet on an ongoing basis as needed. All agreements shall also include
procedures for implementation of such equipment as well as training in appropriate use in
accordance with all local, state and federal regulations and current best practices. This
committee shall expire on June 30, 2021.

Ammunition Allowance for 8204 Institutional Police Officers Assigned to the Sheriff’s
Department

The City will provide an adequate amount of ammunition per month, as determined by the
Sheriff, for each 8204 Institutional Police Officer assigned to the Sheriff’s Department to
practice in order to qualify. As of the execution of the Agreement, the Sheriff has determined
that amount to be 100 rounds per month.

Protective Clothing

Employees assigned to work in the covered channels or on machinery located below the water
line in the sedimentation or grit tanks of a sewage treatment plant shall be furnished with
protective clothing, uniforms or work clothes and laundry connected with this employment
without charge. Employees whose normal duties require them to work in the rain shall be
provided with rain gear, including a coat, hat or hood, pants, and overshoes or rain boots.

Protective Clothing for 9220 Aviation Security Operations Supervisor and 9221 Airport
Operations Supervisor

The City will provide one pair of safety boots and one high visibility jacket, as specified by the
San Francisco International Airport, to each 9220 Aviation Security Operations Supervisor and
9221 Airport Operations Supervisor. The safety boots and high visibility jackets shall only be
worn for work purposes.

Protective Vests for 8208 and 8210 Park Patrol Officers

If provided a protective vest by the City, an 8208 or 8210 Park Patrol Officer shall wear the
protective vest while in uniform, unless directed otherwise by the employee’s supervisor.
Replacement of a protective vest shall be made upon its expiration date.

Uniforms for 7470 and 7270 Watershed Keeper/Supervisor

The San Francisco Public Utilities Commission shall provide four (4) short sleeve shirts, four (4)
long sleeve shirts, four (4) pair pants, one (1) foul weather jacket, one (1) belt, two (2) coveralls,
two (2) caps, one (1) key holder, one (1) rain jacket and one (1) rain hood and other items
determined appropriate by the Appointing Officer or designee. Employees shall also receive one
(1) pair of boots annually. In accordance with Department policy, employees shall either receive
a voucher, request the purchase through a requisition, or submit receipts for reimbursement of up
to Two Hundred dollars ($200) for purchasing boots. Employee safety due to environmental
extremes and remote duty locations shall be considered in the selection of the items listed.
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The Department shall replace items according to each division’s specifications and as authorized
by the Appointing Officer or designee every twelve (12) months.

Any items determined by the Appointing Officer or designee to be damaged in the course of duty
will be replaced and will not count towards the yearly replacement.

Uniforms for 8201 School Crossing Guards

The San Francisco Municipal Transportation Agency shall provide safety vest, cap, gloves,
safety sign and protective equipment as deemed appropriate by the Appointing Officer or
designee. This equipment shall be replaced by the Department when it is damaged in the course
of the employee’s duties for the City. Upon request of the Union, the Department will meet to
discuss the type and allowances of equipment to be issued.

Uniforms for 8217 Community Police Services Aide Supervisor and 9209 Community Police
Services Aide in the Police Department

The Department shall provide two (2) short sleeve shirts, two (2) long sleeve shirts, two (2) pairs
of pants, one (1) foul weather jacket, one (1) reversible windbreaker/reflective jacket, one (1)
belt, one (1) cap, one (1) pair of boots, one (1) key holder, one (1) rain jacket, and one (1) rain
hood and other items determined appropriate by the Appointing Officer or designee. The
Department will consider employee safety due to environmental extremes and outdoor duty
locations in the purchase of items listed. The Department will replace issued uniforms and
equipment every 1 to 5 years, depending on the item.

For 8217 Community Police Services Aide Supervisors who successfully complete the Police
Department Bicycle Patrol Training Course, the Department shall provide a bicycle uniform
consisting of one (1) bicycle shirt, one (1) pair of bicycle pants, one (1) pair of bicycle gloves,
and one (1) bicycle helmet instead of the apparel in the preceding paragraph.

The Department shall also provide pepper spray, safety vests, traffic safety gloves, whistles,
flashlights, and other protective and traffic control equipment as deemed appropriate by the
Appointing Officer or designee.

The Department shall provide a protective ballistic vest to employees in classification 8217
Community Police Services Aide Supervisor and 9209 Community Police Services Aide. The
Police Services Supervisor/Aide shall wear the protective vest while in uniform, unless directed
otherwise by the employee’s supervisor.

UNIFORM ALLOWANCE FOR DEPARTMENT OF PUBLIC HEALTH EMPLOYEES

Employees who are required to wear and supply their own uniform or lab coat or smock in the
course of their duties and who are employed on September 1 of any year covered by this
Agreement, shall be paid an annual uniform allowance of two hundred fifty dollars ($250), or, in
the case of lab coats or smocks, two hundred dollars ($200) no later than December 1 of each
year.
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Lab Coats

Employees in classifications 2903 Hospital Eligibility Worker, 2908 Senior Hospital Eligibility
Worker and 2909 Hospital Eligibility Worker Supervisor who are required to have patient
contact will be provided with five (5) lab coats. Each employee will be given a maintenance
allowance of one hundred twenty-five dollars ($125) per year.

Employees shall be furnished two (2) replacement lab coats in any twelve-month period. Lab
Coats shall also be replaced by the department when a lab coat has been damaged in the course
of the employee's duties for the City.

COMFORT STANDARDS

The City agrees to encourage departments and the Union to meet and confer on providing
adequate lounge, locker and comfort facilities.

As part of any new funding proposals for new construction or renovations, City departments will
include requests for funding designated non-work areas for the purpose of providing a location
for employees to take their breaks.

DEPARTMENT OF HUMAN SERVICES / DEPARTMENT OF AGING AND ADULT
SERVICES CASELOADS

The City and the Union agree that high workload can adversely impact worker’s ability to
perform quality work. The Department of Human Services and the Union and the Department of
Aging and Adult Services and the Union agree that caseload size in excess of agreed upon
caseload standards shall be considered a mitigating factor in performance appraisals and in
performance-based disciplinary actions. In all cases, in the absence of agreed upon caseload
standards, the California Department of Social Services recommended standards shall prevail.

Within sixty (60) days of execution of this Agreement, the Department of Aging and Adult
Services and the Union will meet, pursuant to Article VIII.A. of this Agreement, for the purpose
of reaching agreement on caseload standards for the Adult Protective Services Division.

Within sixty (60) days of execution of this Agreement, the Department of Human Services and
the Union will meet and confer for the purpose of reaching agreement on caseload standards for
the following programs in the order listed, in accordance with Article VIII.A. of this Agreement:
Family and Children’s Services Division, Food Stamps, Medi-Cal, CAAP, CalWorks, and THSS.
The Union and the Department agree that availability of funding shall be taken into consideration
in establishing agreed upon standards.

When the Union or the Department believes that there is a substantial change in workload, either
party may request to meet in accordance with Article VIIL.A. of this Agreement, for the purpose
of reaching agreement on acceptable means of resolving workload issues.

If any changes occur in State and/or Federal regulations during the term of this Agreement that
impact program complexity and workload burden, the Department and the Union shall meet, in
accordance with Article VIILLA. of this Agreement, to review the changes for the purpose of
reaching agreement on acceptable means of resolving workload issues.
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The Department agrees to distribute workload among workers in each program on as equitable a
basis as possible, and agrees to provide the Union with quarterly statistical information
developed by the Department for monitoring workload distribution. The Department agrees to
meet, upon request by the Union, to discuss issues related to workload. The criteria for equitable
distribution of cases shall include, but not be limited to, such considerations as case complexity
(including, but not limited to, unique client needs, acute crisis oriented nature of a case,
multifaceted services), difficulty and issues related to bilingual caseloads.

PUC HOUSING
The parties agree, subject to the approval of the PUC to the following provisions:

Bargaining Unit members in classes 7470 and 7270 occupying PUC housing presently reserved
for employees deemed essential by the PUC shall be subject to the following:

a. Rental rates at Hetch Hetchy shall remain at “$50 per room” (i.e., $50 per
bedroom plus two rooms).

b. Effective July 1, 2000, Bay Area Housing rental rates shall be “$100 per
room.” Beginning on July 1, 2001, and annually for the duration of the contract,

the rents shall be adjusted for changes to the cost of living as reflected in the
S.F./Oakland CPI-U Annual Average.

C. For Hetch Hetchy housing, all utilities shall be billed at $60 per month.
For Bay Area housing, payment of all utilities shall be the responsibility of the
employee. Provided however, that electricity shall only be billed where meters
are in place. Employees will not be billed for heating costs in facilities that are
not insulated. Water shall only be billed where meters are in place and water is
potable.

d. Payment of all taxes associated with occupancy are the responsibility of
the employee.

e. All bargaining unit members renting PUC housing shall be subject to
signed leases, in the form presently utilized by the PUC. Such leases are not
subject to the grievance procedure, but are subject to any applicable law.

f. No bargaining unit member currently residing in PUC housing shall be
displaced during the life of this collective bargaining agreement while employed
in the 7470 or 7270 classification at that location. Vacancies shall be offered on
the basis of departmental seniority and the required special needs of each location.
All things being equal, seniority shall be the determining factor.

A joint labor-management committee shall be established, with two (2) representatives from the
Union and two (2) from the PUC. The purpose of the Committee shall be to discuss and make
recommendations regarding assignments and maintenance of PUC housing. No recommendation
will be considered or made by the Committee that conflicts with the paragraph above.
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DISASTER SERVICE WORKERS

All City employees are designated Disaster Service Workers, in accordance with California
Government Code 3100-3109. The City agrees to meet and confer on the impact of any plan it
adopts that assigns particular responsibilities to employees covered by this Agreement. To the
extent required by local, state and federal law, the City will make reasonable accommodation for
employees with disabilities.

TEAM NURSING

No later than September 1, 2010, the City agrees to meet with the Union to discuss the Team
Nursing models at Laguna Honda Hospital and the Behavioral Health Center, including but not
limited to the use of per diem Registered Nurses (P-103s) to do bargaining unit work.

REORGANIZATION

The City agrees not to effectuate any new reorganization plan that lays off more than 10
employees in a represented classification while assigning the work formerly performed by those
laid off employees to a similar number of new positions in a classification with a lower pay
grade.

As required by MMBA and/or this Agreement, the City and Union will meet and confer over the
impact of any work reorganization that results in a layoff, and will at that time consider whether
alternatives to layoffs exist.

Nothing in this Agreement shall waive or prejudice the right or position of the City or the Union
with respect to layoffs and rights granted by Charter, the Civil Service Commission, this
Agreement, or state law.

UTILIZATION OF PROP F AND TEMPORARY EXEMPT EMPLOYEES

The Human Resources Director agrees to work with City departments to ensure proper
utilization of Proposition F and temporary exempt (“as needed”) employees when such positions
would more appropriately or efficiently be filled by permanent employees. In addition, the City
will notify holdovers in represented classifications of any recruitment for exempt positions in
their classifications.

For the period July 1, 2010 through June 30, 2012 only, the City agrees that no “Prop F” (retired)
employees will be utilized in any SEIU citywide classification in which there are holdovers.

COMMITTEE ON DIVERSITY, FAIRNESS AND INCLUSION

The City and the Union are committed to ensuring a diverse, equitable, and inclusive City
workforce. For the term of this Agreement (effective July 1, 2019 — June 30, 2022), there shall
be a Committee on Diversity, Equity, and Inclusion established to discuss issues in the
workplace for City employees represented by the Union related to diversity and an equitable and
inclusive City workplace. The parties shall make reasonable efforts to hold the Committee’s first
meeting not later than October 1, 2019.

The Committee on Diversity, Equity, and Inclusion shall meet not less than every two months,
except by mutual agreement, to discuss issues related to training needs, recruitment, retention,
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and promotional opportunities, such as potential barriers in employment for City employees
represented by the Union. The City shall release up to a maximum of six (6) Union members to
participate in the Committee on Diversity, Equity and Inclusion.

The City shall make reasonable efforts to ensure the following:

a. All supervisors covered by this Agreement shall be provided the City’s online implicit
bias training prior to June 30, 2022.

b. In accordance with Executive Directive 18-02, all employees covered by this Agreement
who participate on hiring panels must take the City’s “Fairness in Hiring” online training.

c. All supervisory employees covered by this Agreement shall be provided the City’s
Sexual Harassment Prevention Training once every two years.

By no later than December 1, 2019, DHR shall provide the Union with information on its
checklist and supplemental training on disciplinary principles for all departments to ensure
consistency and fairness in administration of discipline.

The City shall make available on its website annual reports on discipline, probationary releases,
and Performance Improvement Plans prepared pursuant to the Mayor’s Executive Directive 18-
02 Ensuring a Diverse, Fair, and Inclusive City Workforce. Upon request of the Union and
mutual agreement of the parties, the City shall provide additional reports on workforce
demographics for employees represented by the Union, to the extent such reports do not violate
employee privacy.

CATEGORY 18 COMMITTEE

The City and Union shall form a Category 18 Committee of four (4) members appointed by the
Union and four (4) members appointed by the City, which shall convene monthly upon request
of the Union to monitor and discuss appointments of employees represented by the Union under
Charter Section 10.104-18 (Category 18 employees) and attempt to reach mutual agreements on
recommendations. This provision shall expire on June 30, 2022.
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ARTICLE III - PAY, HOURS AND BENEFITS
A. WAGES

254. Represented employees will receive the following base wage increases:

Effective July 1, 2019: 3.0%
Effective December 28, 2019: 1.0 %

Effective July 1, 2020, represented employees will receive a base wage increase of 3.0%,
except that if the March 2020 Joint Report, prepared by the Controller, the Mayor’s
Budget Director, and the Board of Supervisors’ Budget Analyst, projects a budget deficit
for fiscal year 2020-2021 that exceeds $200 million, then the base wage adjustment due
on July 1, 2020, will be delayed by approximately six (6) months, to be effective
December 26, 2020.

Effective December 26, 2020, represented employees will receive a base wage increase
of 0.5%, except that if the March 2020 Joint Report, prepared by the Controller, the
Mayor’s Budget Director, and the Board of Supervisors’ Budget Analyst, projects a
budget deficit for fiscal year 2020-2021 that exceeds $200 million, then the base wage
adjustment due on December 26, 2020, will be delayed by approximately six (6) months,
to be effective close of business June 30, 2021.

Effective July 1, 2021, represented employees will receive a base wage increase of 3.0%,
except that if the March 2021 Joint Report, prepared by the Controller, the Mayor’s
Budget Director, and the Board of Supervisors’ Budget Analyst, projects a budget deficit
for fiscal year 2021-2022 that exceeds $200 million, then the base wage adjustment due
on July 1, 2021, will be delayed by approximately six (6) months, to be effective January
8,2022.

Effective January 8, 2022, represented employees will receive a base wage increase of
0.5%, except that if the March 2021 Joint Report, prepared by the Controller, the Mayor’s
Budget Director, and the Board of Supervisors’ Budget Analyst, projects a budget deficit
for fiscal year 2021-2022 that exceeds $200 million, then the base wage adjustment due
on January 8, 2022, will be delayed by approximately six (6) months, to be effective
close of business on June 30, 2022.

255.  All base wage calculations shall be rounded to the nearest whole dollar, bi-weekly salary.

B. WORK SCHEDULES
Normal Work Schedules
1. Normal Work Day

256. A normal work day is a tour of duty of eight (8) hours completed within not more than
nine (9) hours.

257. If an alternative work day of either ten (10) or twelve (12) hours is, or has been,
established by mutual agreement, the shift shall be considered normal for the affected
employees.
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2. Normal Work Week

258. A normal work week is a tour of duty comprised of fixed consecutive scheduled days of
work and fixed consecutive days off within a period of seven (7) days.

259. Alternative work weeks can be established by mutual agreement. Employees shall have
two consecutive days off except by mutual agreement of the parties.

3. Exceptions
260. a. The 20-20 education programs
261. b. Specially funded training programs to be determined by the parties;
262. c. 6-Day work week for educational and training courses.

Represented employees may, on a voluntary basis, with approval of the
appointing officer, consistent with scheduling requirements, work a forty-
hour week in six (6) days when required in the interest of furthering the
education and training of the employee;

263. d. Inability to work due to inclement weather or unusual circumstances.
Employees shall receive no compensation when properly notified (two (2)
hour notice) that the work applicable to the classification is not available
because of inclement weather conditions, shortage of supplies, traffic
conditions, or other unusual circumstances. Employees who are not
properly notified and report to work and are informed no work applicable
to the classification is available shall be paid for a minimum of two (2)
hours.

264. Employees who begin their shift and are subsequently
relieved of duty due to the above reasons shall be paid a minimum of four
(4) hours, and for hours actually worked beyond four (4) hours, computed
to the nearest one-quarter (1/4) hour.

265. e. City-Wide Voluntary Reduced Work Week

Employees in any classification, upon the recommendation of the
appointing officer and subject to the approval of the Human Resources
Director, may voluntarily elect to work a reduced week for a specific
period of time. Such reduced work week shall not be less than twenty (20)
hours per week nor for less than three (3) continuous months during the
fiscal year. Pay, vacation, holidays and sick pay and any other benefits
shall be reduced (computed proportionately) in accordance with such
reduced work week.

266. f. City-Wide Voluntary Time Off Program
Employees in any classification, with the approval of the appointing
officer, may voluntarily elect to work a reduced work week, or take unpaid
hours of days off, for a specific period of time with no negative impact on
other terms and conditions of employment.
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Requests for voluntary time off may only be denied for
operational reasons. When there are conflicting voluntary unpaid time off
requests for the same day(s) or time period, and more than one employee
cannot be granted time off due to operational needs, the request of the
more senior employee shall prevail.

Employees who have requested time off and who have
obtained approval of such requests shall not have their time off altered or
eliminated without their consent.

Employees who voluntarily take unpaid time off shall
continue to accrue vacation, retirement and sick leave credits at the same
rate as if they were in a paid status for the period of their unpaid time off
up to a maximum of twenty (20) days per year.

Seniority, holiday pay, retirement and other benefits of
employment shall not be negatively impacted due to an employee's
participation in the voluntary time off program.

Disputes over the application of this section regarding the
approval for certain days or hours off shall be submitted to a standing
panel of three (3) people (one appointed by the Union, one by the City,
and one by mutual agreement) for resolution in a timely manner.

g. There shall be no mandatory unpaid administrative leave (furlough) of any
duration for represented employees.

h. Alternatives to Normal Work Schedules or Flextime
Upon request of the Union to any City department the department head
shall meet and confer with the Union on proposals offered by the union or
the department relating to alternative scheduling of working hours for all
or part of a department.

Notwithstanding any changes agreed to under this section,
the work year shall continue to be two thousand eighty (2080) hours (2088
in leap years) and that overtime shall be earned on a daily and/or weekly
basis, provided, however, the Union and the affected department may
mutually agree on cost equivalent alternative scheduling practices.

Part-time Work Schedules
A part-time work schedule is a tour of duty less than forty (40) hours per week.

Salaries for part-time services shall be calculated upon the compensation for normal work
schedules proportionate to the hours actually worked.
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Work Schedule Changes

The City can change work schedules with two (2) weeks advance notice unless operational
exigencies require otherwise. However, a schedule of an individual employee shall not be
temporarily changed to avoid paying an individual employee overtime.

It is agreed that pursuant to the exercise of management rights, normal work schedules may be
changed without mutual agreement, subject to compliance with other provisions of this
Agreement. However, it is agreed that the effects of consequences of such changes are subject to
the meet and confer obligation to the extent required by state law.

The parties mutually reaffirm the language of this section that alternative work weeks beyond
those described in this Agreement may be instituted only after mutual agreement of both of the
parties.

Lunch and Break Periods
At the request of the Union or the City, City departments will meet and confer regarding the
scheduling of break and lunch periods for unit members. Existing departmental practices with
respect to break and lunch periods shall continue unless modified after the conclusion of the
meet and confer process.

Rotating Days Off

Upon request by the Union for rotating days off in a department, management will meet and
confer with the Union over the definition and scheduling of rotating days off. In the event an
agreement is reached, elections shall then be conducted within the department to determine the
manner in which days off are to be scheduled (fixed or rotating).

Shift Bidding

Shift bidding for all represented classes shall continue by current practice. Upon the written
request of the Union, a Department shall negotiate with the Union to establish or to revise a shift
bidding procedure. The determination of the shift bidding procedure shall be by mutual
agreement. All shift bid postings shall include the following information: the nature of the
assignment, days off, work location, and duration of the bid. The shift bidding procedure shall
incorporate the principles of seniority. This provision shall not be applied in an arbitrary or
capricious manner.

Regular Start Time in the Department of Public Health

All employees in the Department of Public Health shall have one regular start time for every day
of employment in the same week (Saturday to Friday), including but not limited to “variable
shift” employees. If an employee has voluntarily requested an alternate work schedule that does
not meet this requirement, and the City has granted that request, the voluntary alternate work
schedule shall not be subject to the requirements of this section.

REASSIGNMENT

When a department seeks to fill a permanent vacancy or temporary vacancy lasting one (1) year
or more, the department shall utilize the following procedure:

JULY 1, 2019 - JUNE 30, 2022 CBA BETWEEN
CITY AND COUNTY OF SAN FRANCISCO AND SEIU LOCAL 1021

3364



ARTICLE Il - PAY, HOURS AND BENEFITS

285.

286.

287.

288.

2809.

290.

291.

292.

293.

294.

295.

Such vacancies shall be posted, including electronically where practicable. Posting of vacancies
shall include shifts, hours, position, assignments, days off and work location and shall be posted
for at least one week in the department's personnel office(s), on official bulletin boards and at
other mutually agreed upon locations.

Reassignment: the department will reassign one of the three most senior qualified applicants
from within the class and department who have applied within the one week posting period,
taking into consideration applicable ADA requirements.

If fewer than three qualified employees express interest in the reassignment, the position shall be
filled by either choosing the least senior qualified employee in the class and department or some

other means authorized by CSC rules.

The reassignment shall be based on objective criteria and shall not be arbitrary or capricious.

Selection criteria: in filling a vacancy, the department may consider the candidate's knowledge,
skills and abilities when determining whether or not the candidate is acceptable for the position.
If no candidate is accepted for the position, the department may use other means authorized by
CSC rules to fill the position.

The name of the candidate selected shall be posted for a one week period.

Grievances arising from this section may be initiated at the second step of the grievance
procedure. Unresolved grievances shall be submitted to Expedited Arbitration.

Absent mutual agreement, an employee may not be voluntarily reassigned pursuant to this
provision more than twice in a two (2) year period.

ADDITIONAL COMPENSATION & PREMIUM PAY

Night Duty

Employees shall be paid eight percent (8%) more than the base rate for each hour worked
between 5:00 pm and 7:00 am if the employee works at least one (1) hour of the employee’s shift
between 5:00 pm and 7:00 am, except for those employees participating in an authorized flex-
time program and who voluntarily work between the hours of 5:00 pm and 7:00 am.

Employees shall be paid ten percent (10%) more than the base rate for each hour worked
between the hours of midnight (12:00 a.m.) and 7:00 a.m. provided that the employees’ regular
shift includes at least five (5) hours between the hours of midnight (12:00 a.m.) and 7:00 a.m.

Shift Differential for Swing and Night Duty- Radiology and Pharmacy

For classes:

2450 Pharmacist

2454 Clinical Pharmacist

2467 Diagnostic Imaging Technologist |
2468 Diagnostic Imaging Technologist II
2469 Diagnostic Imaging Technologist I1I
2470 Diagnostic Imaging Technologist [V
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297.

Any shift immediately following a regular day shift or commencing during any period of a day
shift shall be considered a swing shift and employees working on such shift shall be paid at ten
percent (10%) above the regular day shift. A subsequent shift shall be known as a night shift and
shall be paid at fifteen percent (15%) above the regular day rate (twenty percent (20%) for 2450
Pharmacist and 2454 Clinical Pharmacist).

Night Duty - Public Health

The following Classes with working shifts designated by the Department of Public Health to be
evening and night shifts shall be paid eight percent (8%) above the regular day shift as set forth
herein, excepting those employees participating in an authorized flextime program and who
voluntarily work during hours otherwise designated as an evening or night shift:

1404 Clerk

1406 Senior Clerk

1424 Clerk Typist

1426 Senior Clerk Typist

1428 Unit Clerk

1429 Nurses Staffing Assistant

1431 Senior Unit Clerk

2302 Nursing Assistant

2303 Patient Care Assistant

2305 Psychiatric Technician

2306 Senior Psychiatric Orderly

2310 Surgical Procedures Technician
2312 Licensed Vocational Nurse

2314 Public Health Team Leader

2390 Central Processing & Distribution Technician
2392 Senior Central Processing & Distribution Technician
2402 Laboratory Helper

2406 Pharmacy Helper

2408 Senior Pharmacy Helper

2409 Pharmacy Technician

2416 Bacteriological Laboratory Assistant
2420 Histology Technician

2424 X-Ray Laboratory Aide

2430 Medical Evaluations Assistant

2440 Veterinary Laboratory Technologist
2514 Orthopedic Technician I

2515 Orthopedic Technician II

2520 Morgue Attendant

2522 Senior Morgue Attendant

2536 Respiratory Care Practitioner

2537 Respiratory Care Practitioner I1
2574 Clinical Psychologist

2583 Home Health Aide

2585 Health Worker I

2586 Health Worker II
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2587 Health Worker 111

2588 Health Worker IV

2604 Food Service Worker

2606 Senior Food Service Worker
2618 Food Service Supervisor

2619 Senior Food Service Supervisor
2622 Dietetic Technician

2650 Assistant Cook

2652 Baker
2654 Cook
2656 Chef
2736 Porter

2738 Porter Assistant Supervisor

2740 Porter Supervisor I

2760 Laundry Worker

2770 Senior Laundry Worker

2780 Laundry Worker Supervisor

2903 Eligibility Worker

2908 Hospital Eligibility Worker

2909 Hospital Eligibility Worker Supervisor
2912  Senior Social Worker

2920 Medical Social Worker

2930 Psych Social Worker

2931 Marriage, Family & Child Counselor
7303 Barber

7324 Beautician

298. During the term of this Agreement, the parties may mutually agree to add additional
classifications to this list.

299. Employee shall be paid ten percent (10%) more than the base rate for each hour worked between
the hours of midnight (12:00 a.m.) and 7:00 a.m. provided that the employees’ regular shift
includes at least five (5) hours between the hours of midnight (12:00 a.m.) and 7:00 a.m.

Charge Nurse Premium

300. 2312 LVNs and 2305 LPTs at both Laguna Honda Hospital and the Behavioral Health Center
who are assigned in writing the duties of a charge nurse shall receive a five percent (5%)
premium for that assigned shift.

Charge Pharmacist Premium

301. The parties agree to the establishment of a “Charge Pharmacist Premium” of five percent (5%)
for Class 2450 Pharmacists assigned in writing to perform the duties of a Charge Pharmacist for
an assigned shift. The parties agree to meet and discuss, prior to the implementation of this
premium, the specific duties and responsibilities of this assignment.
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Preceptor Pay for Licensed Vocational Nurses in Jail Health Services

Class 2312 Licensed Vocational Nurses (LVNs) working in Jail Health Services who are
assigned in writing to perform preceptor duties will be paid $10 per day for the duration of the
assignment.

The Department and the Union agree to meet and discuss, no later than December 31, 2014,
formalizing a program and process for preceptorships for newly employed LVN and LPT staff.
Preceptorships are defined as an organized instructional program in which designated members
of the existing LVN/LPT staff facilitate the integration of newly employed or reassigned clinical
nurses to their role and responsibilities in the assigned work setting.

Extended Tour of Duty

An extended tour of duty shall be a tour of duty of eight (8) hours' work completed within eleven
(11) consecutive hours but extended over more than nine (9) hours. There shall be only one split
in any tour of duty. Employees on an extended tour of duty shall be paid for time actually
worked and shall be paid fifty percent (50%) above their base rate after the ninth (9th) hour.
These provisions shall not apply to executive, administrative or professional employees.

Exception - employees of Camp Mather who during the summer season work a tour of
duty of eight (8) hours completed within thirteen (13) consecutive hours shall be paid five
dollars ($5.00) per day above the compensation to which they are otherwise entitled.

Bilingual Pay

Subject to Department of Human Resources approval, employees who are certified as bilingual
and who are assigned to perform bilingual services shall receive a bilingual premium of sixty
dollars ($60) per pay period. For purposes of this section, “bilingual” means the ability to
interpret and/or translate non-English languages including sign language for the hearing impaired
and Braille for the visually impaired, and “certified” means the employee has successfully passed
a language proficiency test approved by the Director of Human Resources.

Effective January 1, 2020, at the City’s discretion, the City may require an employee to recertify
not more than once every two years to continue receiving a bilingual premium.

Supervisory Differential Adjustment

Compensation of a supervisory employee whose schedule of compensation is set herein shall be
adjusted subject to the following conditions:

1. The supervisor, as part of the regular responsibilities of the supervisor’s
class supervises, directs, is accountable for and is in responsible charge of the
work of a subordinate or subordinates.

2. The supervisor/subordinate relationship is approved by the Appointing
Officer, Chief Administrative Officer, board or commission, where applicable,
and is a matter of record based upon review and investigation by the Department
of Human Resources.

3. The classifications of both the supervisor and the subordinate are
appropriate to the organization and have a normal, logical relationship to each
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other in terms of their respective duties and levels of responsibility and
accountability in the organization.

4. The compensation schedule of the supervisor is less than five percent (5%)
or one (1) full step over the compensation schedule, exclusive of extra pay, of the
employee supervised.

5. The adjustment of the compensation schedule of the supervisor shall be to
the nearest compensation schedule representing, but not exceeding five percent
(5%) or one (1) full step over the compensation schedule, exclusive of extra pay,
of the employee supervised. If the application of this section adjusts the rate of
pay of an employee in excess of the employee’s immediate supervisor, the pay of
such immediate supervisor shall be adjusted to an amount One Dollar ($1.00)
biweekly in excess of the base rate of the supervisor’s highest paid subordinate,
provided that the applicable conditions under this section are also met.

6. Compensation adjustments are effective retroactive to the beginning of the
current fiscal year or the date in the current fiscal year upon which the employee
became eligible for such adjustment under these provisions.

Standby Pay

Employees who, as part of the duties of their positions are required by the appointing officer to
stand by when normally off duty to be instantly available on call for immediate emergency
service for the performance of their regular duties, shall be paid twenty-five percent (25%) of
their regular straight time rate of pay for the period of such standby service, except that
employees shall be paid ten percent (10%) of their regular straight time rate of pay for the period
of such standby service when outfitted by their Department with an electronic paging device or
an alternate communication device that functions in that area, and the employee voluntarily
accepts said standby service. When such employees are called on to perform their regular duties
in emergencies during the period of such standby service, they shall be paid while engaged in
such emergency service the usual rate of pay for such service as provided herein.
Notwithstanding the general provisions of this section, standby pay shall not be allowed in
classes whose duties are primarily administrative in nature.

No employee shall be compensated for standby service unless the appointing officer assigns said
employee to such standby service.

DPH-SFGH Standby Pay, Trauma Response Members

Trauma Response Members (classes 2467, 2468, 2469, 2470 and 2310) who, as part of the duties
of their positions are required by the appointing officer to standby when normally off duty to be
instantly available on call for immediate Trauma Service, shall be paid fifty percent (50%) of
their regular straight time rate of pay for the period of such standby service, except on
recognized holidays when they shall be paid seventy-five percent (75%) of their regular straight
time rate of pay.

When such employees are required to return to the worksite during the period of standby service,
they shall be paid at the appropriate rate for hours worked.
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Callback/Holdover Pay
1. Call-Back/Call-in/Holdover Provision

Employees called back or called in to their work locations, except those at remote
locations where City-Supplied housing has been offered, shall be granted a minimum of
four (4) hours pay at the applicable rate or shall be paid for all hours actually worked at
the applicable rate, whichever is greater. The employee's workday shall not be adjusted
to avoid the payment of this minimum.

Full-time employees who are held over to work after having worked their regularly
scheduled shift shall be paid one and one-half (1-1/2) times their regular rate of pay for
all time from the end of their regularly scheduled shift until they are relieved.

2. Rest Period (Callback and Holdover)

Every full-time employee required by the City to work overtime shall have an unbroken
rest period of at least twelve (12) hours between shifts, and of at least fifty-five (55)
hours between shifts when said employee is off on the weekend or two (2) consecutive
days off, and of at least thirty-one (31) hours between shifts when said employee is off on
a holiday or on a single day off. All hours worked within the above rest periods shall be
paid at the rate of time and one-half (1-1/2) or in compensatory time at the rate of time
and one-half (1-1/2).

This provision may be waived on the request of said employee and the approval of the
appointing officer or appropriate designated representative. Employees on callback or
holdover resume their regular work schedule on the day after callback or holdover. If the
employee’s regular schedule calls for the employee to come in within eight (8) hours
after callback or holdover, the employee has the option to not work or work at time and
one- half (1-1/2) until the employee has twelve (12) consecutive hours' rest time.

Employees mandatorily held over for an overtime assignment and employees called back
shall be eligible for the rest period as provided above.

Referral Unit

Employees in general clerical and personnel clerical classes assigned to the Referral Unit of the
Department of Human Resources (except the Unit Supervisor) shall receive fifty cents ($.50) per
hour in addition to the regularly established salary rates.

Public Safety Communications Premium

Employees in the classification 8238 Public Safety Communications Dispatcher and 8237 Public
Safety Communications Technician, who are required to train and evaluate performance of
probationary 8238 or 8237 employees on-the-job, shall be paid a premium of six percent (6%) of
the employee’s base rate per hour for those hours, or portions thereof, when such duties are
assigned. Said training and evaluation shall be performed in accordance with the standards
established by the San Francisco Emergency Communications Department. In the event that
8237 and 8238 employees meet and maintain the criteria for the Communications Training
Officers (CTO’s), established by the Emergency Communications Department (ECD), they shall
be paid a premium of eight percent (8%) per hour for those hours, or portions thereof, when such
duties are assigned.
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Lead Person Premium

Employees shall be entitled to a ten dollars ($10.00) per day premium when designated by their
supervisor and authorized in writing by the Appointing Officer or designee as a lead person
when required to perform a majority of the following duties: plan, design, sketch, layout, detail,
estimate, order materials or take the lead on any job when at least three employees are working
together and one acts as the lead person.

Underwater Diving Pay

Employees shall be paid ten dollars ($10.00) per hour more than the base hourly rate, exclusive
of any additional compensation for other assignments, when assigned and actually engaged in
duties and operations requiring underwater diving.

Security Guard

When a Security Guard (8202) is assigned to the museums and performs the duties of a Museum
Guard (8226), said employee shall receive the rate of pay of a Museum Guard (at a comparable
step) for the period of time so assigned and performing appropriate duties for an entire shift.

Out Of Class Work
Acting Assignment Pay

An employee assigned in writing by the Department Head or designee to perform a substantial
portion of the duties and responsibilities of a higher classification shall be entitled to out of class
pay after the tenth (10th) work day (within a sixty (60) working-day period) of such an
assignment, retroactive to the first (1st) day of the assignment.

Employees who believe they have been assigned to do the work of a higher classification,
whether in writing or not, and do not receive such pay must file an out of class pay claim with
the Department Head within forty-five (45) working days of such alleged assignment.

The Department Head or designee shall review the claim and shall either approve and submit the
claim for payment, or deny the claim. In cases of denial, the Department Head or designee shall
state the reason for denials. Denials may be based on either of the following:

1. The Department Head disagrees that the assignment is out of class or;

2. The Department Head considers the assignment improper, in which case
the assignment shall be terminated, but the employee's pay claim will be honored.

Denials based on (1) above are appealable through the grievance procedure of this Agreement.

Upon written approval by the Department Head or designee, an employee shall be authorized to
receive an increase of one salary step above the employee's base salary (except for employees
who are at the top step, who shall receive at least five percent (5%) more than their base rate) but
which does not exceed the maximum step of the salary schedule of the class to which
temporarily assigned. Such pay shall be retroactive to the first day of such assignment.
Premiums based on percent of salary shall be paid at a rate which includes the out of class pay.

JULY 1, 2019 - JUNE 30, 2022 CBA BETWEEN
CITY AND COUNTY OF SAN FRANCISCO AND SEIU LOCAL 1021

33411



ARTICLE Il - PAY, HOURS AND BENEFITS

336.

337.

338.

339.

340.

341.

342.

343.

344.

345.

Employees shall not normally be required to perform the duties of a higher classification.

Work assignments of employees shall not be changed for the sole purpose of evading the
requirements of providing acting pay to an employee who would otherwise be eligible.

Requests for classification or reclassification review shall not be governed by this provision but
shall be submitted to the Civil Service Commission whose determination is final and not subject
to the grievance procedure.

Volunteers, SWAP, CAL WORKS., CAAP Workfare, or others not covered by this agreement

Employees who supervise or direct the work of volunteers, or CAL WORKS, CAAP Workfare,
SWAP workers or other similar programs shall be paid a differential of five percent (5%) above
their base hourly rate. (See Article II. Contracting Out, paragraph numbers 128 to 129).

Medi-Cal Screen/Process Premium

Employees in class 2903 Eligibility Worker who are assigned to screen and process Medi-Cal
applications at the Department of Public Health shall receive the rate of pay assigned to Class
2908 Hospital Eligibility Worker. Such assignment shall be certified by the Appointing Officer
or designee of the Department of Public Health.

Premium Pay for 2940/2944 Court Liaisons

The 2940/2944 positions assigned to Court Liaisons Unit shall receive a premium of two and one
half percent (2.5%) of their base salary.

Premium Pay for Emergency Response Protective Service Workers

The City agrees that because of the complexity of emergency response assignments in the Family
& Children’s Services Division of the Department of Human Services, Class 2940 Protective
Services Workers and Class 2944 Protective Services Worker Supervisors assigned to
emergency response positions shall be paid a premium of 5% above their base pay.

Adult Protective Service Unit Premium

Adult Protective Service unit employees occupying 2918 Human Services Agency Social
Worker and 2914 Social Worker Supervisor positions shall receive a ten percent (10%) premium
above their base salary.

Airport Field Officer Training Premium

Airport employee(s) in the 9209 Community Police Service Aide, 9212 Aviation Security
Analyst, 9213 Airfield Safety Officer, 9202 Airport Communications Dispatcher and 1706
Telephone Operator classifications who are assigned by the Appointing Officer or designee to
train employees in their respective classifications shall receive a premium of two ($2.00) dollars
per hour above their base wage, for each hour they are assigned as a Field Training Officer.

Assignment shall be by seniority among qualified employees. The department shall determine
the qualifications of the assignment. The determination of qualifications shall not be arbitrary.
The assigned training and evaluations shall be performed in accordance with the standards
established by the department.
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Employees in the 9212 Aviation Security Analyst and 9213 Airfield Safety Officer classification
holding a position in the training section pursuant to the current practice of the department shall
also receive this premium for each hour they are designing and developing training materials and
training employees in the Airfield Safety series of classes, which shall include interns and
trainees, and other City employees.

Included in the pay issued on August 20, 2019, active employees in classification 9213 Airfield
Safety Officer shall receive a one-time lump sum payment calculated by applying the Airport
Field Training Officer premium to qualifying hours (meeting the requirements for that premium)
worked during fiscal year 2018-2019 after the effective date of their appointment to
classification 9213.

Airport Traffic Division Premium

Employees in classification 9209 (Community Police Services Aide) who are assigned to the
Airport Traffic Division and who have completed required training will receive a two percent
(2%) premium above their base hourly wage for such duty. Required training is provided by the
Airport and includes First Aid, CPR, AED, Anti-Terrorism Training, and other training
reasonably related to the employee’s job duties.

District Station Premium

Employees in classification 9209 (Community Police Services Aide) who are assigned to a
district station will receive a five percent (5%) premium for the duration of the employee’s
assignment to a district station.

2467, 2468, 2469 and 2470 (Diagnostic Imaging Technologist Series)

2467 Diagnostic Imaging Technologist I, 2468 Diagnostic Imaging Technologist II, 2469
Diagnostic Imaging Technologist III, and 2470 Diagnostic Imaging Technologist IV shall
advance to Step 7 upon completion of thirty-six (36) months of service at Step 6.

Radiologic Technologists and Diagnostic Medical Sonographers

2471 Radiologic Technologist I/II/IIT
Class 2471 Radiologic Technologist I/II/IIT has three levels.

e Level I — Requires no modality certifications
e Level Il — Requires certification in one or more modalities
e Level Il — Requires certification in two or more modalities

A modality is a unique imaging technique for diagnosis.
New Appointments

Employees shall be assigned to a Level based upon the operational needs of the department and
employee certification in the requisite modalities.

Employees shall be appointed to a Step in the assigned Level based on the requisite years of
radiologic technologist experience as set forth below. Each Level shall include the following
salary Steps: Level I — Steps 1-7; Level II — Steps 2-8; and Level III — Steps 3-9.
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Years of Experience
Step I II 111
1 0 - -
2 1 1 -
3 2 2 3
4 3 3 4
5 4 4 5
6 5 5 6
7 8+ 6 7
8 - 9+ 8
9 - - 9+

Change in Assignment

355. Subject to the approval of the Appointing Officer and the operational needs of the department, a
Level I employee who possesses the requisite Level II qualifications and who is assigned the
Level II duties shall be assigned to Level II and appointed at the Step corresponding to the
requisite years of experience.

356. Subject to the approval of the Appointing Officer and the operational needs of the department, a
Level II employee who possesses the requisite Level III qualifications and who is assigned the
Level III duties shall be assigned to Level III and appointed at the Step corresponding to the
requisite years of experience.

2472 Radiologic Technologist Lead

357. Employees shall be appointed to a Step based on the requisite years of radiologic technologist
experience as set forth below.

Years of
Step Experience
1 4

N (N[ AW
O OO0 | |O\ [

10+

2473 Diagnostic Medical Sonographer I/II/I11
358.  Class 2473 Diagnostic Medical Sonographer I/II/III has three Levels.

e Level I — Requires certification in one or more modalities
e Level II — Requires certification in two or more modalities
e Level Il — Requires certification in three or more modalities
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A modality is a unique imaging technique for diagnosis.

New Appointments
Employees shall be assigned to a Level based upon the operational needs of the department and
employee certification in the requisite modalities.

Employees shall be appointed to a Step in the assigned Level based on the requisite years of
sonography experience as set forth below. Each Level shall include the following salary Steps:
Level I — Steps 1-7; Level II — Steps 2-8; and Level III — Steps 3-9.

Years of Experience
Step I II 111
1 0 - -
2 1 1 -
3 2 2 3
4 3 3 4
5 4 4 5
6 5 5 6
7 6+ 6 7
8 - 7+ 8
9 - - 9+

Change in Assignment

Subject to the approval of the Appointing Officer and the operational needs of the department, a
Level I employee who possesses the requisite Level II qualifications and who is assigned the
Level II duties shall be assigned to Level II and appointed at the Step corresponding to the
requisite years of experience.

Subject to the approval of the Appointing Officer and the operational needs of the department, a
Level II employee who possesses the requisite Level III qualifications and who is assigned the
Level III duties shall be assigned to Level III and appointed at the Step corresponding to the
requisite years of experience.

2474 Diagnostic Medical Sonographer Lead

Employees shall be appointed to a Step based on the requisite years of sonography experience as
set forth below.

Years of
Step Experience
1 4

N |\ [ B (W N
O |O0 |3 |O\ [\

10+
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4215 Assessor-Recorder Senior Office Specialist

Employees in classification 4215 Assessor-Recorder Senior Office Specialist who possess a
valid County Recorders’ Association of California (CRAC) Recordable Document Examiner
certificate and have completed 12 months of service at Step 5 in this classification, shall be
eligible to receive Step 6, if assigned to the Recorder’s unit.

Longevity Premium

Effective July 1, 1995- Notwithstanding the provisions of sub-sections (1), (2) or (3) of Article
III.G. SALARY STEP PLAN, after completion of ten (10) years of service for the City and
thereafter in any classification an employee shall be granted an additional thirty cents ($.30) per
hour longevity increment.

Effective July 1, 1997: An employee who voluntarily moves to another classification shall not
be eligible for longevity pay until the employee has served ten (10) continuous years in the
classification. Notwithstanding the preceding sentence, an employee who currently receives
longevity pay shall continue to receive longevity pay, unless the employee voluntarily moves to
another classification. Employees shall not lose longevity pay as a result of reverting to an
underlying permanent Civil Service appointment due to layoff.

POST and/or Educational Premium Pay (Medical Examiner Investigator series)

Employees in classifications 2577 Medical Examiner’s Investigator I, 2578 Medical Examiner’s
Investigator II, and 2579 Medical Examiner’s Investigator III who possess and maintain a valid
Intermediate POST Certificate shall receive a premium equal to four percent (4%) of their base
rate of pay.

Employees in classifications 2577 Medical Examiner’s Investigator I, 2578 Medical Examiner’s
Investigator II, and 2579 Medical Examiner’s Investigator III who possess and maintain a valid
Advanced POST Certificate shall receive a premium equal to six percent (6%) of their base rate
of pay. Any employee who receives the 6% premium shall not receive the 4% premium
described in paragraph 368.

8238 Public Safety Communications Dispatcher and 8239 Senior Police Communications

Dispatcher

Effective July 1, 2014, base wages for classifications 8238 Public Safety Communications
Dispatcher and 8239 Senior Police Communications Dispatcher shall be increased by four
percent (4%), in exchange for deleting the Law Enforcement, Fire, and Medical Call Taking and
Radio Dispatch Premium contained in the July 1, 2012 — June 30, 2014 CBA.

2450 Pharmacist and 2454 Clinical Pharmacist

All employees shall advance to Step 6 upon completion of twenty-four (24) months of service at
Step 5.

Retention Bonus: Full-time non-exempt employees hired on or after July 1, 2014 shall receive a
$5,000 retention bonus upon completion of thirty-six (36) months of service. Such employees
shall receive an additional $5,000 retention bonus upon completion of sixty (60) months of
service. Part-time employees shall be entitled to the retention bonus on a pro-rata basis.
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The Retention Bonus shall not be considered compensation for the purpose of computing
retirement benefits.

9202, 9203 and 9204 (Airport Communications Series)

Effective July 1, 2006, base wages for classifications 9202, 9203 and 9204 (Airport
Communications series) shall be increased by eleven percent (11%).

A. New Hire Bonus: Full-time, non-exempt employees hired on or after July 1, 2007 shall be
eligible to receive a $1,000 new hire bonus upon completion of training. No individual
employee may receive more than one such payment.

The New Hire Bonus shall not be considered compensation for the purpose of computing
retirement benefits.

B. Referral Bonus: Effective July 1, 2007, employees in class 9202, 9203 and 9204 who
refer a new applicant to the department in classification 9202 or 9203 shall be eligible to
receive a referral bonus of $1,000 upon that candidate’s successful completion of
training. To qualify, the referring employee must verify that the employee has made at
least three contacts with the applicant prior to the start date of the training. For purposes
of this provision, a “new applicant” is an individual who has not previously applied for a
position in any of the following classifications: 9202, 9203 and 9204.

The Referral Bonus shall not be considered compensation for the purpose of computing
retirement benefits.

Human Services Agency Classifications 2905 Senior Eligibility Worker, 2912 Senior Social
Worker, and 9703 Employment & Training Specialist 2

Effective July 1, 2014, the salary steps for 2905, 2912, and 9703 shall be adjusted to be the same
as the current respective 2903, 2910, and 9702 salary steps, with the following differences:

a. Three salary steps shall be added above the 5-step range. The new top step for classes
2905, 2912, and 9703 will equal the current top step of classes 2905, 2912, and 9703,
respectively.

b. Two salary steps shall be added below the 5-step range.

Effective July 1, 2014, for incumbents in classes 2903, 2910, and 9702 at the Human Services
Agency who are appointed to 2905, 2912, and 9703, respectively, upon appointment, those
employees shall advance to the appropriate salary step as follows:

a. Employees receiving Acting Assignment pay as of May 7, 2014, shall advance to Step 10
in the respective new salary range.

b. Excluding the employees covered above, employees who have been at Step 5 of 2903,
2910, and 9702, for more than a year shall advance to Step 9 in the respective new salary
range.

c. Employees who have been at Step 5 of 2903, 2910, and 9702 for less than a year shall
advance to Step 8 in the respective new salary range.
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d. Employees who are at Step 4 of 2903, 2910, and 9702 shall advance to Step 7 in the
respective new salary range.

e. Employees who are at Step 3 of 2903, 2910, and 9702 shall advance to Step 6 in the
respective new salary range.

f. Employees who are at Step 2 of 2903, 2910, and 9702 shall advance to Step 5 in the
respective new salary range.

g. All other employees shall advance through the new salary ranges in accordance with
Article IILI (Seniority Increments) of this agreement.

Effective July 1, 2014, all new employees hired into classes 2905, 2912, and 9703 shall advance
through the salary range in accordance with Article III.I (Seniority Increments) of this
agreement, except that all employees shall advance to Step 5 upon completion of six (6) months
of service at Step 4 in the respective new salary ranges.

The City agrees to propose and advocate to the Civil Service Commission that incumbents in
2903, 9702, and 2910 in the Human Services Agency, receive civil service status in classification
2905, 9703, and 2912, respectively. Further, the Union agrees not to challenge the following
department only designations:

e 2905,2912 and 9703 (HSA only classes)
e 2903 (DPH only class)

2940 and 2944 (Protective Service Workers)

In addition to the current Salary Step Plan, all employees in class 2940 Protective Service
Worker and 2944 Protective Service Supervisor shall receive a sixth (6™) step increase of five
percent (5%) one year after receiving the Step Five increase.

2604 and 2606 (Food Service Workers)

Effective July 1, 2014, an additional salary step will be added to 2604 Food Service Worker and
2606 Senior Food Service Worker classifications. Incumbents in Class 2604 or 2606 who have
been at Step 5 of the current salary range for more than one (1) year as of that date shall advance
to Step 6 effective the first payroll date after July 1.

8300 Sheriff’s Cadet

Effective July 1, 2014, the base wage for 8300 Sheriff’s Cadets shall be converted from a flat
rate to a five-step salary range, with the entry step equal to the current flat rate, and each
additional step at 5% increments above the prior step. Each incumbent Cadet shall be placed on
the appropriate step based on the below formula and thereafter shall advance through the steps
per Article IIL.I:

0-less than 1 year of service in classification 8300 shall be placed on the entry step.
1-3 years of service in classification 8300 shall be placed on the second step.
3+ years of service in classification 8300 shall be placed on the third step.

Effective July 1, 2020, employees in Classification 8300 Sheriff’s Cadets shall receive a five
percent (5%) increase to the base rate of pay.
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7268 Window Cleaner Supervisor

Effective July 1, 2014, the base wage for 7268 Window Cleaner Supervisor shall be increased by
the amount necessary to place the compensation range on a salary grade 10% above the salary
grade for 7392 Window Cleaner.

Retirement Restoration Payment

For employees who retire prior to the end of this Agreement and for whom their final
compensation for retirement purposes was impacted by the unpaid legal holidays or a wage
adjustment in lieu of unpaid legal holidays in Fiscal Years 2009-2010 or 2010-2011 described in
Article III.G. of the parties’ 2006-2011 Agreement, the City will provide restoration pay
equaling the pensionable value of the unpaid legal holidays or wage adjustment described in
Article III.G. of the parties’ 2006-2011 Agreement, for the period used by the applicable
retirement system to determine the employee's final compensation for retirement purposes.

Relief for Individual Employees

The parties’ 2010-2012 Agreement created the “Layoff Impact Premiums” for certain employees
in the following classes who were impacted by layoffs or reductions in hours during FY 2008-
2009 and FY 2009-2010:

1424 Clerk Typists

1428 Unit Clerks

2302 Nursing Assistants (May and November 2009 layoffs)
1444 Secretary 1

1446 Secretary 11

1426 Senior Clerk Typists

8202 Security Guard

8226 Museum Guard

Effective the close of business on June 30, 2012, individual employees who are (a) in classes
1424, 1426, 1428, 1444, 1446 and 2303 and (b) who are listed in Attachment B of this
Agreement will receive base wages consistent with their pre-layoff classification.

Effective the close of business on June 30, 2012, in lieu of the Layoff Impact Premiums
described in paragraph 389, the City will make available full-time status to individual employees
who are (a) in classes 8202 and 8226 and (b) who are listed in Attachment C of this Agreement;
and thereafter, said employees shall be ineligible to receive the Layoff Impact Premiums. Those
employees who accept full-time employment will be scheduled consistent with the full-time
status.

Any past or future credit to which the City may be entitled to claim under the Settlement
Agreement of September 2011 for picking up the bargaining unit “Layoff Impact Premium”
effective July 1, 2012, is fully extinguished by the terms of this Agreement.

Effective July 1, 2014, the City shall begin paying the Layoff Impact Premium to Certified
Nursing Assistants (2302) listed in Attachment B who were laid off on February 21, 2009 and
subsequently rehired into the Patient Care Assistant classification (2303).
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Effective July 1, 2014, Patient Care Assistants (2303s) who were hired at Mental Health
Rehabilitation Facility (“MHRF”)/Behavioral Health Center (“BHC”) on or before July 1, 2008
will begin being paid a five percent (5%) differential for all hours worked in a skilled nursing

facility, rehabilitation facility, acute care facility, trauma center, clinic or any City facility other
than the BHC.

3278 Recreation Facility Assistant

Effective on or after October 10, 2015, the City will establish classification 3278 Recreation
Facility Assistant with the following five salary steps and hourly rates:

Step 1: $15.0000
Step 2: $15.5000
Step 3: $16.0000
Step 4: $16.8000
Step 5: $17.6375

Incumbents in classification 3279 Recreation Leader (as of the date classification 3278 is
established) who receive appointments in classification 3278 shall be appointed as follows:

o Employees appointed TEX shall be appointed at Step 3.
J Employees appointed PCS shall be appointed at Step 4.

All other appointees to classification 3278, including incumbents in classification 3279 who
were appointed to class 3279 after the date the City establishes class 3278 who are appointed to
class 3278 shall be appointed at Step 1, unless the Appointing Officer uses the appointment
above entrance provision of this Agreement. Employees who are appointed PCS to class 3278
prior to July 1, 2016, shall advance to Step 2 on July 1, 2016 and advance through all subsequent
salary steps at one year periods. Employees appointed PCS to class 3278 on or after July 1,
2016, shall advance to the next step upon one year of service. Step advancement for TEX
employees is subject to the other provisions of this Agreement.

Effective July 1, 2016, and in lieu of the general wage increase scheduled for that date under
section III.A. of this Agreement, the City shall adjust the salary steps and hourly rates for class
3278 Recreation Facility as follows:

Step 1: $15.0000
Step 2: $15.7500
Step 3: $16.5375
Step 4: $17.3625
Step 5: $18.2375

2303 Patient Care Assistant

Effective July 1, 2020, all 2303 Patient Care Assistants shall have access to Steps 6 through 10
of the salary scale.
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2303

Step 2303 Steps Hourly
2302 — Step 5 10 37.9500
2302 — Step 4 9 36.1500
2302 — Step 3 8 34.4250
2302 — Step 2 7 32.7750
2302 —Step 1 6 31.2250
2303 — Step 5 5 30.1500
2303 —Step 4 4 28.7250
2303 — Step 3 3 27.3625
2303 — Step 2 2 26.0625
2303 —Step 1 1 24.8125

Current incumbents in class 2303 who have been at Step 5 for two (2) years or more of service as
of July 1, 2019 will advance to Step 7 on July 1, 2019. Current incumbents in class 2303 who
have been at Step 5 for one (1) year or more of service as of July 1, 2019 will advance to Step 6
on July 1, 2019. Employees at Step 5 with less than one (1) year of service at Step 5 as of July 1,
2019 shall advance to Step 6 on their anniversary date. All other employees will advance to the
next step pursuant to Article III. I. Seniority Increments.

Employees currently receiving the Layoff Impact Premium shall remain at Step 10.

5322 Graphic Artist

Effective July 1, 2019, the City will add an additional 5% salary step to classification 5322
Graphic Artist for the Forensic Specialty. Employees in classification 5322 Graphic Artist in the
Forensic Specialty shall advance to Step 6 after one (1) year of service at step 5.

8201 School Crossing Guard

Effective July 1, 2019, employees in Classification 8201 School Crossing Guard shall receive a
two dollar ($2.00) per hour increase to the base rate of pay.

8208 Park Ranger and 8210 Head Park Ranger

Effective July 1, 2020, employees in Classifications 8208 Park Ranger and 8210 Head Park
Ranger shall receive a five percent (5%) increase to the base rate of pay.

8211 Supervising Building and Grounds Patrol Officer

Effective July 1, 2019, employees in Classification 8211 Supervising Building and Grounds
Patrol Officer shall receive a three percent (3%) increase to the base rate of pay.

Pressure Washing Premium

Employees who are required to be medically certified by the Department of Public Health in the
use of protective equipment in conjunction with the performance of pressure washing duties shall
receive a five percent (5%) premium when assigned and engaged in pressure washing.
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OVERTIME COMPENSATION

Overtime is hereby defined to mean time worked in excess of eight (8) hours per day or forty
(40) hours per week except those electing to work ten (10) or twelve (12) hour work days. In the
event an employee elects to work a ten (10) hour day, for example, the employee shall begin
earning overtime rates after ten (10) hours. Legal holidays shall count as time worked for the
purpose of computing overtime.

Assignment of Overtime

When an overtime assignment must be made, the most senior qualified employees shall be given
the first opportunity to volunteer for the overtime assignment. If there is an insufficient number
of volunteers, assignment may begin with the least senior employees able to do the work.

Any employee working in excess of the regular or normal work day or week shall be
compensated at the overtime rate of one-and-one-half times the base hourly rate which shall
include a night differential if applicable.

Overtime compensation so earned shall be computed subject to all the provisions and conditions
set forth herein.

Overtime shall be distributed on a voluntary, rotational basis. The rotation shall begin with the
most senior qualified employee in the classification, in the department or in the facility and
continue down through the seniority list which shall be provided to the Union upon request.
Overtime shall be equalized among all volunteers on an annual basis. Each department shall
provide its overtime records to the Union Steward upon request. Appointing Officers shall give
as much notice as possible of available overtime to be worked.

Whenever possible, available overtime shall be posted a minimum of two (2) weeks in advance.
This posting shall include the name of the first eligible employee to sign up for said overtime.
The posting shall also include a cut-off date and time for signing up. Once the sign-up has been
completed, the names of the employees who are to work the overtime shall be posted. In the
event of an insufficient number of volunteers, employees shall be drafted to work the overtime
by reverse seniority.

All contact attempts made for offering overtime shall be documented. Upon request, this
information will be made available to the Union.

For the purposes of this provision, the evaluation of an employee's qualifications shall not be
arbitrary.

Overtime for Non-"Z" Employees
1. Overtime Pay or Compensatory Time
Non "Z" designated employees and employees in Class 2450 Pharmacist who work or,
who are suffered to work overtime shall be paid in salary unless the employee and

Appointing Officer mutually agree to compensatory time off in lieu of paid overtime.
Compensatory time shall be earned at the rate of time and one-half (1-1/2).
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2. Maximum Accrual of Compensatory Time

Employees occupying non-"Z" designated positions may not accumulate a balance of
compensatory time earned in excess of 240 hours calculated at the rate of time and one
half (1-1/2). Those employees occupying positions designated as “L” shall not
accumulate in excess of four hundred eighty (480) hours calculated at time and one-half.

3. Use of Compensatory Time

Non-"Z" and "L" designated employees shall be allowed to take any accrued
compensatory time upon request to the employee’s supervisor. Requests for use of
accrued compensatory time off shall not be unreasonably denied. At the employee's
option, any accrued compensatory time off shall be paid at the end of the fiscal year. If
the employee does not exercise such option, accrued compensatory time will be carried
over to the next fiscal year.

4. Pay out of compensatory time for non-"Z" and "L" class employees at termination
of employment

Any compensatory time earned but not used at the time of an employee's termination of
employment shall be paid in cash.

Overtime for "Z" Employees

Employees occupying positions determined to be exempt from the Fair Labor Standards Act and
designated by a "Z" shall not be paid for overtime worked but shall be granted compensatory
time off at the rate of one-and-one-half times for time worked in excess of normal work
schedules. Unused accrued compensatory time will be carried over to the next fiscal year.

Overtime for Emergency Response at the Human Services Agency and Department of Public
Health

Human Services Agency

Employees who are assigned to timely respond to reports of abuse involving children, elders, and
adults with disabilities 24 hours a day are entitled to earn overtime for work outside of regularly
assigned hours when responding to these emergencies. This provision applies to:

1) 2940 Protective Services Workers and 2944 Protective Services Supervisors at the
Department of Aging and Adult Services; and

2) 2914 Social Worker Supervisors, 2918 HSA Social Workers, 2940 Protective Services
Workers, and 2944 Protective Services Supervisors at the Family and Children Services
Program.

Department of Public Health

Comprehensive Crisis Services employees who are assigned to provide emergency psychiatric
intervention and crisis back-up services outside of Comprehensive Crisis Services’ hours of
operation are entitled to earn overtime for work outside of regularly assigned hours when
responding to these emergencies. This provision applies to:

1) 2574 Clinical Psychologists;
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2) 2930 Behavioral Health Clinicians;

3) 2931 Marriage, Family and Child Counselors; and
4) 2932 Senior Behavioral Health Clinicians.
HOLIDAYS

Designation of Holidays

Except when normal operations require, or in an emergency, employees shall not be required to
work on the following days hereby declared to be holidays for such employees:

January 1; the day designated for observation of Martin Luther King, Jr.'s Birthday; the third
Monday in February (Presidents’ Birthday); the last Monday in May; July 4; first Monday in
September (Labor Day); the second Monday in October; November 11; Thanksgiving Day; the
Day After Thanksgiving; December 25; and any day declared to be a holiday by proclamation of
the Mayor, the Governor of the State of California or the President of the United States.
Provided, if January 1, July 4, November 11 or December 25 falls on a Sunday, the Monday
following is a holiday.

Floating Holidays

Employees shall receive floating holidays totaling thirty-two (32) hours off per fiscal year (pro-
rated for eligible part-time employees) selected by the employee, subject to the approval of the
Appointing Officer. Employees with twenty (20) or more years of City Service shall receive
eight (8) additional floating holiday hours, for a total of forty (40) hours per fiscal year. Floating
Holidays may be taken in hourly increments up to and including the number of hours contained
in the employee’s regular shift. Floating holidays received in one fiscal year but not used may be
carried forward to the next succeeding fiscal year. The number of floating holidays carried
forward to a succeeding fiscal year may not exceed the total number of floating holidays
received in the previous fiscal year.

Saturday Holidays

In the event a legal holiday falls on Saturday, the preceding Friday shall be observed as a
holiday; provided, however, that except where the Governor declares that such preceding Friday
shall be a legal holiday, each department head shall make provision for the staffing of public
offices under the Department Head’s jurisdiction on such preceding Friday so that said public
offices may serve the public as provided in San Francisco Administrative Code Section 16.4.
Those employees who work on a Friday which is observed as a holiday in lieu of a holiday
falling on Saturday shall be allowed a day off in lieu thereof as scheduled by mutual agreement
with the appointing officer within one (1) calendar year of the date of the holiday.

Holiday Compensation for Time Worked

Employees required by their respective appointing officers to work on any of the above-specified
or substitute holidays, excepting Fridays observed as holidays in lieu of holidays falling on
Saturday, shall be paid extra compensation at the rate of time and one-half (1-1/2) the usual rate
of pay for all regularly scheduled hours worked; provided, however, that at an employee's
request and with the approval of the appointing officer, an employee may be granted
compensatory time off in lieu of paid overtime at the rate of time and one-half (1 1/2).
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Ten (10) and twelve (12) hour employees shall receive full holiday compensation for the
regularly scheduled shift worked on a holiday.

No designated "Z" employee shall receive overtime pay for working on a holiday. All such
overtime shall be compensated in the form of compensatory time accrued. Provided however
that “Z” employees may, at the end of each fiscal year, choose to receive a cash payment in lieu
of accrued compensatory time for each holiday worked during the fiscal year.

Holidays for Employees on Work Schedules Other Than Monday Thru Friday

Employees assigned to seven (7) day-operation departments or employees working a five (5) day
workweek other than Monday through Friday shall be allowed another day off if a holiday falls
on one of their regularly scheduled days off. Employees whose holidays are changed because of
shift rotations shall be allowed another day off if a legal holiday falls on one of their days off.

Employees regularly scheduled to work on a holiday which falls on a Saturday or Sunday shall
observe the holiday on the day it occurs, or if required to work shall receive holiday
compensation for work on that day. Holiday compensation shall not be paid for work on the
Friday preceding a Saturday holiday nor on the Monday following a Sunday holiday.

If the provisions of this section deprive an employee of the same number of holidays that an
employee receives who works Monday through Friday, the employee shall be granted additional
days off to equal such number of holidays. The designation of such days off shall be by mutual
agreement of the employee and the appropriate supervisor with the approval of the appointing
officer. In no event shall the provisions of this section result in such employee receiving more or
less holidays than an employee on a Monday through Friday work schedule. Departments will
use their best efforts to grant each employee qualifying for paid holidays at least one (1) of the
following two (2) holidays off: Christmas Day and the following New Year's Day.

Such days off must be used in the current or next fiscal year after the day off has been earned.

Holiday Pay for Emplovees Laid Off

An employee who is laid off at the close of business the day before a holiday who has worked
not less than five (5) previous consecutive workdays shall be paid for the holiday.

Employees Not Eligible for Holiday Compensation

Persons employed for holiday work only, or persons employed on a part-time work schedule
which is less than twenty (20) hours in a biweekly pay period, or, except as provided in
paragraph 479 (Benefits for Non-Permanent employees) of this Agreement, persons employed on
an intermittent part-time work schedule (not regularly scheduled), or persons on leave without
pay status both immediately preceding and immediately following the legal holiday shall not
receive holiday pay.

Part-time Employees Eligible for Holidays

Part-time employees who regularly work a minimum of twenty (20) hours in a biweekly pay
period shall be entitled to holidays on a proportionate basis.

Regular full-time employees are entitled to 8/80 or 1/10 time off when a holiday falls in a
biweekly pay period, therefore, part-time employees, as defined in the immediately preceding
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paragraph, shall receive a holiday based upon the ratio of 1/10 of the total hours regularly
worked in a biweekly pay period. Holiday time off shall be determined by calculating 1/10 of
the hours worked by the part-time employee in the biweekly pay period immediately preceding
the pay period in which the holiday falls. The computation of holiday time off shall be rounded
to the nearest hour.

The proportionate amount of holiday time off shall be taken in the same or next fiscal year in
which the holiday was provided. Holiday time off shall be taken at a time mutually agreeable to
the employee and the appointing officer.

Time Off for Voting

If an employee does not have sufficient time to vote outside of working hours, the employee may
request so much time off as will allow time to vote, in accordance with the State Election Code.

SALARY STEP PLAN AND SALARY ADJUSTMENTS
Salary Step Plan

Appointments to positions in the City and County service shall be at the entrance rate established
for the position except as otherwise provided herein.

1. Promotive Appointment in a Higher Class

An employee who is a permanent appointee following completion of the probationary period or
an employee who has served six (6) months of continuous service, and who is appointed to a
position in a higher classification, deemed to be promotive by the Department of Human
Resources shall have the employee’s salary adjusted to a step in the promotive class as follows:

a. If the employee is receiving a salary in the employee’s present
classification equal to or above the entrance step of the promotive class, the
employee's salary in the promotive class shall be adjusted to two (2) steps to the
closest step representing a ten percent (10%) increase in the salary grade over the
salary received in the lower class but not above the maximum of the salary range
of the appropriate classification.

b. If the employee is receiving a salary in the employee’s present
classification which is less than the entrance step of the salary range of the
promotive classification, the employee shall receive a salary step in the promotive
class which is closest to an adjustment of ten percent (10%) above the salary
received in the class from which promoted. The proper step shall be determined
in the biweekly salary grade and shall not be above the maximum of the salary
range of the promotive class.

2. Provisional to Promotive

Consistent with the Temporary Employees' Agreement attached hereto, a provisional appointee
who accepts appointment to a promotive position from a regular eligible list shall have the
employee’s salary in the promotive appointment based on the salary in the employee’s regular
civil service next lowest rank position from which the employee gained promotive eligibility,
except as herein provided.
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If the following conditions are met, the salary in the promotive appointment shall be not less than
the salary received under provisional appointment:

a. That the employee was serving under permanent provisional appointment
for at least six (6) months immediately prior to accepting such regular promotive
appointment.

b. That the employee received a salary above the entrance rate of the
compensation schedule in the permanent limited tenure appointment.

c. That if the salary steps in the provisional class and the regular promotional
class do not match, the employee shall be advanced to the salary step in the
compensation schedule nearest that received in the provisional appointment.

d. Further increments in the compensation schedule in the regular promotive
class shall be based on the date of permanent appointment to the regular

promotional appointment.

3. Nonpromotive Appointment

When an employee accepts an appointment in a class having the same or lower salary grade, the
employee shall be placed at the step nearest to, but not less than their current salary, not to
exceed the maximum of the salary grade.

4. Appointment Above Entrance Rate

Appointments may be made at any step in the salary grade under any one of the following
conditions:

a. A former permanent City employee, following resignation with service
satisfactory, is being reappointed to a permanent position in the employee’s
former classification.

b. Loss of compensation would result if appointee accepts position at the
normal step.
C. A severe, easily demonstrated and documented recruiting and retention

problem exists, such that all city appointments in the particular class should be
above the normal step.

d. The appointee possesses special experience, qualifications and/or skills
which, in the Appointing Officer's opinion, warrants appointment above the
entrance rate.

e. If a new employee is hired above Step 1 under section (4)(c) above, all
incumbents in the same classification shall be advanced to the same step at which
the new employee is hired. In this case, the incumbents shall maintain their
original anniversary date in the class for future step increases.
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The Appointing Officer seeking such Appointment Above Entrance, through a designated
sender, shall submit a written notice to a designated recipient for the Union.

5. Appointive Position

An employee whose position is affected by the provisions of II.D. Layoff of this Agreement and
is thereupon appointed to another appointive position shall receive a salary in the second position
based upon the relationship of the duties and responsibilities and length of prior continuous
service.

6. Reappointment Within Six Months

An employee who resigns and is subsequently reappointed to a position in the same classification
within six (6) months of the effective date of resignation shall be reappointed to the same salary
step that the employee received at the time of resignation.

Compensation Adjustments
1. Prior Fiscal Year Promotion

When an employee promoted to a higher classification during a prior fiscal year receives
a lesser salary than if promoted in the same class and from the same salary step during
the current fiscal year, the employee’s salary shall be adjusted on July 1 to the rate the
employee would have received had the employee been promoted in the current fiscal
year.

The salary and anniversary increment date shall be adjusted for any employee promoted
from one class to a higher classification who would receive a lesser salary than an
employee promoted at a later date to the same classification from the same salary step in
the same base class from the promotional examination was held.

2. Salary Increase in Next Lower Rank Classification

When a classification that was formerly a next lower rank in a regular civil service
promotional examination receives a salary schedule higher than the salary schedule of the
classification to which it was formerly promotive, the rate of pay to an employee who
was promoted from such lower class shall be equivalent to the salary the employee would
have received had the employee remained in such lower class.

3. Flat Rate Converted to Salary Range

An employee serving in a class in the prior fiscal year at a flat rate which flat rate is
changed to a compensation schedule number during the current fiscal year shall be paid
on the effective date of such change the step in the current salary schedule closest to, but
not below, the prior flat rate and shall retain the original anniversary date for future
increments, when applicable.

4, Continuation of Salary Step Earned Under Temporary Appointment

When an employee is promoted under temporary appointment to a higher classification
during a prior fiscal year and is continued in the same classification without a break in
service in the current fiscal year, or is appoi