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€ 11257 a.m.
Master Table Union Counter Proposal — 6/6/23

ARTICLE 7 - PAY PRACTICES

Section 7.1 — Salaries and Payments

Effective-after ratification by the Board of Supervisors (salary ordinance amendment
effective-the first pay peried-after the second-reading by the Board-of Supervisors),all
salaries shall be increased by three percent(3.0%)-and shall be listed in the appendices
attached hereto and made a part hereof.

Effective June 15, 20230, Pay Period 20/14, all salaries shall be increased by three eight
percent (3 9 8%) and shall be listed in the appendices attached hereto and made a part
hereof.

Effective June 14, 20241, Pay Period 21/13, all salaries shall be increased by three nine
eightpercent (3 9- 8%) and shall be listed in the appendices attached hereto and made
a part hereof.

Effective June 13, 20252, Pay Period 22/13, all salaries shall be increased by three-nine
eightpercent (3 9-8%) and shall be listed in the appendices attached hereto and made
a part hereof.

The parties agree that the rates of pay established by this Agreement are
commensurate with those prevailing throughout the County for comparable work as
required by the Charter of the County of Santa Clara.

a) Lump Sum-Payment(s)

1. Effective after ratification by the Board of Supervisors (salary ordinance
amendment effective the first pay period after the second reading by the Board
of Supervisors) current employees-at time of signing of successor contract who
are-in-SElU-represented positions shall receive-a three percent (3%) lump-sum
bonus based on coded status from June 172019 to the first pay period after the
seeond reading by-the Board of Supervisors. The lump-sum-for full-and part
time-employees-will be-based on-base salary-only. The lump-sum-for extra-help
workers will- be based on actual hours worked during that period.

b)-A) An equity realignment for low-paid classifications for which the General Wage
Increase and Unit Realignments will not result in a wage increase of at least $2.00
for the Step 3 Rate of Classification, shall be made to coincide with the General
Wage Increases listed in Section 7.1 above. Al SElU-represented-employees-in-a
paid-status effective Pay-Period-20/26 - (excluding Extra Help)-whose classification
receives atotalof less than 0-61% in-realignments-(inclusive-of allunit realignments;
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equity realignments, and any other special realignments) shall receive-a lump-sum
bonus-based-on-coded status ofone thousand dollars ($1.000.00) per FTE. For the
purpose of -this—lump-sum-bonus, the total amount of realighments shall be
computed by adding the amounts of -all unit, equity, -and-any other realignments.
e)b)
Section 7.2 — Basic Pay Plan [Holding to UP 4/14/23]
The salary schedule consists of classifications and the assigned salary ranges as
provided in the appendices. Each worker shall be paid within the range for his/her class
according to the following provisions, unless otherwise provided in the appendices.

a) Step One
The first step in each range is the minimum rate and shall normally be the hiring
rate for the class. In cases where it is difficult to secure qualified personnel or
a person of unusual qualifications is engaged, the County Executive, may
approve the appointment at the second, third, fourth, or fifth step. If a worker is
hired under the difficult-to-secure-qualified-personnel clause, the County will
move those workers within that same class to the same salary step as that
being received by the new workers. The Union will receive a monthly listing by
class and department of positions hired above the first salary step.

b) Step Two
The second step shall be paid after the accumulation of six (6) months of
competent service at the first step.

C) Step Three
The third step shall be paid after the accumulation of twelve (12) months of
competent service at the second step.

d) Step Four
The fourth step shall be paid after the accumulation of twelve (12) months of
competent service at the third step.

e) Step Five
The fifth step shall be paid after the accumulation of twelve (12) months of
competent service at the fourth step.

f}—Step-Six{Retention Step —excluding Communications Dispatcher H.JH-&
Senior-Communications Dispatcher)
The-sixth-step shall be-paid-After the-accumulation-of-ten (10)-years-of County
Service-a-worker-shall be-paid-an additional- three (3) percent base salary rate.

g —County-Communications Retention-Steps
o Effective-July1.-2023; a-sixth step is established at approximately five
percent—(6%)- above step- five for the existing classifications of
Commupnications Dispatcher H, It and Senior Communications Dispatcher.
the sixth-step-shall-be-paid-after the accumulation of twenty-four (24)

2



months-of service-in-Step-5-

percent (5%) —above —step—six for the —existing—classifications -of
Communications Dispatcher I, HLand Senior Communications Dispateher.
The seventh step-shall-be paid after the accumulation-of twenty-four (24)
months of service in-Step 6.

fh)  Time for Salary Adjustments

Salary adjustments shall be made on the first day of the pay period in which the
required accumulation of months of competent service occurs.

Section 7.3 — Effect of Promotion, Demotion or Transfer on Salaries

a)

b)

Promotion
Upon promotion, a worker's salary shall be adjusted as follows:

1. For a promotion of less than ten percent (10%), the salary shall be
adjusted to the step in the new range which provides for a corresponding
percentage in increase salary.

2. For a promotion of ten percent (10%) or more, the salary shall be adjusted
to the step in the new range which provides for ten percent (10%)
increase in salary, or to the first step in the new range, whichever is
greater.

Demotion

Notwithstanding the provisions of Section 7.2, upon demotion of a worker with
permanent status in his/her current class, his/her salary shall be adjusted to the
highest step in the new class not exceeding the salary received in the former
class.

Transfer

Upon transfer to a classification in the same pay range, the salary shall remain
unchanged.

No Loss of Time-In-Step

Notwithstanding the provisions of Section 7.2, no salary adjustment upon
promotion, demotion, or transfer shall effect a loss of time acquired in the former
salary step, and such time as was acquired in the former salary step shall be
included in computing the accumulation of the required months of service for
eligibility of the worker for further salary increases.

Seniority Rights

Parental and industrial injury leaves of more than thirteen (13) pay periods;
leaves of absence of more than two (2) pay periods; and suspensions shall not be
counted as time spent in a salary step in computing eligibility of the worker for
further salary increases.



Voluntary Demotion

In the event of a voluntary demotion required by a work-connected illness or
injury and a resulting disability, the salary of the worker shall be placed at the
step in the salary range which corresponds most closely to the salary received
by the worker as of the time of injury. In the event that such voluntary demotion
would result in a salary loss of more than ten percent (10%), the worker's new
salary shall be set at the rate closest to, but not less than ten percent (10%)
below his/her salary as of the time of injury.

Section 7.4 — Part-Time Work [Agree with 4/14/23 County Proposal — TA ]

a)

Salary Ranges

The salary ranges provided in the attached appendices are for full-time service
in full-time positions, and are expressed in dollars per the number of working
days in a biweekly pay period. If any position is established on any other time
basis, the compensation for such position shall be adjusted proportionately.

Benefits
Workers filling part-time positions of half-time or more shall receive all other
benefits of this Agreement except as listed below:

1. Those workers who elect to be covered by either the County’s insurance
package (medical, dental, vision and life) or medical coverage only shall
authorize a payroll deduction for the appropriate prorated cost.

2. Workers may withdraw from the insurance package (medical, dental,
vision and life) or medical coverage only-at-any-time when they have a
qualifying event. Workers may enroll in the County’s insurance package
or medical coverage only upon entering part- time, upon changing from
any increment of part-time to any other increment of part-time or to full-
time, or once per year during the County-wide insurance window.

S Any worker who becomes a part-time worker as a result of layoff from a
full- time position will continue to receive full-time benefits until such time
as he/she is offered a full-time position in his/her current classification or
higher.

4. Any worker in a part-time status who pays for the insurance package
(medical, dental, vision and life) or medical coverage only shall have
his/her pay adjusted for the additional pro-rated premiums consistent with
any hours worked above their coded status the previous month.

Split Codes

The County shall provide a minimum of two hundred (200) full-time codes to be
filled on a half-time basis at any one time. The County shall provide an additional
eleven (11) full-time codes to be filled on a half-time basis at any one time for
Social Services Unit. The location and choice of these codes will be determined
on a departmental basis. Requests for split codes shall not unreasonably be
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denied. Reasonable denial shall include, but not be limited to, demonstration
that the work is not divisible, demonstration that qualified partners, if needed,
are not available, or that the two hundred (200) available codes are filled.
Workers shall make a written request for a split code to their immediate
supervisor. If the request is denied, it shall be reviewed by their department head
and they shall receive a written response. If the worker is not satisfied with the
decision of the department head, the worker, through the Union, may proceed
in the manner listed in Article

8.3 of this Agreement.

Variations of Part-Time Work

The County may establish positions at 1/2, 3/5 and 3/4 positions. In addition the
County may establish positions in configurations that are less than full time but
at least one half-time at the Santa Clara Valley Health and Hospital System,
except for Public Health Nursing.

Filling Part-Time Codes

Within each department workers working fewer hours shall be offered any
established or vacated higher hours level coded positions before new workers
are hired into them. In addition, within the Santa Clara Valley Health and
Hospital System, workers in less than full-time positions shall be offered
established or vacated full-time positions before new workers are hired into
them. In order to be offered the full-time position, the worker must advise the
appointing authority in writing annually.

Extra Hours of Work

Absent a Departmental Agreement, no extra help worker shall receive extra
hours when part-time regular employees would like to work extra hours and are
available for such work.

The extra hours will be subject to the following:

extra hours are within the same classification; and

extra hours do not result in overtime; and

are within the immediate work area and assignment; and

extra hours do not create partial coverage issue in assignment that must
be completed by extra help (e.g. part-time worker can only complete 4
hours of a 5 hour assignment or a project that requires continuity; and

5. extra hours are distributed equitably (as much as possible) provided the
part-time worker submits a memo each year stating his/her interest to the
manager for extra hours and provides the appropriate contact information

PON =

Note: When the manager is authorizing extra hours that would result in overtime
pay and those overtime hours do not affect continuity of services as outlined in
#4, then coded workers shall have preference over extra-help workers. Hours
shall be distributed in accordance with Section 8.2(f).



Section 7.5 — Work Out of Classification [Helding te UP-4/14/23 Union moves fo

CCL 5/9/23]

a) Pay
When a worker is temporarily assigned Work Out of Classification to cover
vacant regular codes or absences of other workers, such worker will receive pay
consistent with the promotional pay procedure as set forth in Article 7.3
commencing on the first (1st) such working day.

b) Application to Holiday and Sick Leave
A worker temporarily assigned work out of classification shall receive the pay for:

1 Holidays when the worker is assigned work out of classification the day
prior to and following the holiday.

2. Sick leave absences when the worker is assigned work out of
classification and while absent is not relieved by the incumbent or by
another worker assigned work out of classification in the same position.

6)——Work time-in- Werk Qut of Class assignments-shall be coensidered towards
minimum-qualifications for promotional purposes.

d) Vacant Regular Codes
Work out of classification may be assigned to cover vacant regular codes after
ordinance code provisions for filling such vacancies have been followed and with
approval of the Deputy County Executive.

Section 7.6 — Paychecks

a) Night Workers
The County agrees to provide paychecks for night workers by 12:01 a.m.
on payday.

b) Shortage Errors

Cash advance by the Finance Department to cover all shortage errors over the
amount of one hundred dollars ($100) in worker's paycheck, shall be provided
to workers within twe three (2 3) working days after worker's written notification
of discrepancy to Finance_on the Manual Salary Justification form (or any
successor form) provided by the County. This provision is to cover only those
discrepancies above a net one hundred dollars ($100.00). The County-shall-pay
the shortage error to the worker within three (3) calendar days afterthe-worker's
notification-to-finance—A-worker whe failed-to provide notification-in-the-above
indicated-time limits.—shall-have the shortage error corrected-at-the next pay
period:

EFailure—to—pay—shorage—errors—and/or—pay—retro-active —wages/CalRPERS
contributions-within-two--(2)-working-days -shall- result-in-penalties as outlined
below:




o Five percent (56%) penalties-if- not- paid-by-the -next scheduled-pay-date:

o Ten-percent{(10%)-penalties-if-not reselved-by-the second scheduled-pay
date:

o —Fifteenpercent {15%)-penalties-if not-resolved by-the-third-secheduled-pay
date

o Twenty-percent-(20%)-penalties-if-not reseolved-by-the-fourth-scheduled
pay-date

o Thirty percent-(30%)-penalties-if not-reselved-by-thefifth-scheduled-pay
date

«—Fifty percent (50%)-penalties-if-not-resolved-by-the-sixth-scheduled-pay
date

Any grievance regarding this Article shall be processed beginning with Step three
(3) of the Grievance Procedure.

c) Overpayment Errors
When the County has overpaid a worker by a net one hundred dollars ($100.00)
or more, the County shall provide to the worker notice of the amount of the
overpayment as well as a proposed repayment schedule. If the worker would
like to negotiate a different repayment schedule, the worker must respond to the
County within ten (10) business days of receiving the notice.

If the worker does not respond within ten (10) business days or the worker and
the County do not reach a repayment agreement within thirty (30) business
days, the County shall send the overpayment to DOR (County collections) to be
recouped.

Section 7.7 — Automatic Check Deposit
All workers shall be paid by Automatic Check Deposit unless the worker certifies
he/she does not have a bank account.

Section 7.8 — High Vacancy Classification Retention Pay

Workers shall be paid six-five percent (5 6%) above the employee's base wage, when
a vacancy rate (vacant, funded positions only), over fifteen percent (15%) or (x) of
employees that have worked within the classification for less than six (6) months within
the classification and/or series exists. If at any time a worker vacaites leaves a high
vacancy classification, the benus pay shall be discontinued forthwith.




