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Master Table Union Counter PACKAGE
Proposal — 6/14/23

Section 3.2 — Union Deductions - Union proposes CCL

a) Condition of Employment
All workers in the unit(s) who have authorized Union dues in effect on the
effective date of this Agreement shall have such deduction continued and shall
be made only upon signed authorization from the worker only after the Union
certifies to the County a list of workers who have authorized such deduction(s).

As allowed by law, the County shall deduct from the worker's paychecks and
transmit to the Union dues and amounts for any other service, program, or
committee provided or sponsored by the Union. Within ninety (90) days from
the ratification of the MOU, the County and SEIU will meet to discuss the process
wherein membership forms are collected by the Union.

Section 3.4 — Union Notices and Activities [Union Not in Agreement - Holding to
CCL]

Section 3.7 — New Worker Orientation - As proposed 6/8/23

When new workers are hired, the County shall notify such workers that SEIU, Local

521 is the recognized employee organization in the classification into which she/he is

hired. The County shall provide a copy of the current Agreement and a packet of

information which shall be supplied to the County by SEIU, Local 521.

The Union shall be allowed a Representatives at new hire orientations for new workers
or departmental orientations, including but not limited to-where-they-are-held-in-place
of -County-wide -orientations—includingorientations—at-Human -Resources—Service
Centers;i— ESA—HHS—and-SSA_Santa Clara Valley Healthcare (SCVH), and Social
Services Agency (SSA). This Representative may be a Steward, Chief Steward, or
union designated representative who will notify his/her supervisor in advance. A
Steward, Chief Steward, or union designated representative who attends new hire
orientation will be provided release time. No overtime shall be incurred as a result of
the make-up time.

As part of each new worker’s onboarding, the County shall schedule each new worker
for a thirty (30) minute Union orientation session to occur within the first thirty (30) days
of hire. The County shall inform the worker they are scheduled to attend and that
attendance at the new hire orientation is their only job duty during that time. The County
and the Union agree to schedule Union orientations on a bi-weekly basis at locations
determined to have reasonable geographic access relative to the new worker’s
worksite, with the intent to limit drive times. Dates and times of the orientations may
vary to accommodate the different needs of new workers such as varying shifts and
regularly scheduled days off. The Union and the County shall werk—together—to
determine the date(s), time(s), and location(s) of the Union orientations. If there are



conflicts with dates times and locations of such orientations, the Union and the County
shall work together to rectify those issues. The County shall secure a room and
sufficient tables and chairs. The thirty (30) minutes provided to the Union at orientation
sessions scheduled at SCVH, SSA, or any other County department constitute a Union
orientation session satisfying the requirements of this section, and employees
attending those sessions are not entitled to attend an additional Union orientation
during their scheduled, County-paid work time.

The Union orientation shall be conducted by representatives designated by the Union.
Union representatives attending new hire orientations at SCVH-and-SSA-—shall be
allowed thirty (30) minutes during the orientation to make a presentation and answer
guestions from workers in classifications represented by the Union. County
representatives shall not be present during the Union portion of the orientation. The
County or Department, where appropriate, will notify the Union ten (10) business days
in advance of such County new-worker orientation sessions and to the extent available,
shall include a list of new workers in SEIU-represented classifications scheduled to
attend. If an employee was unable to attend a Union orientation within the first thirty
(30) calendar days of hire, the County will inform them they are scheduled to attend the
next regularly scheduled orientation and that attendance at such orientation is their only
job duty during that time —Fhe-datetime-and-location-of this-quarterly-session-shall-be
coordinated between-the Union-and-the- County-

With the exception of orientations at and for SCVH and SSA, the County shall schedule
no more than fifty (50) employees to attend each Union orientation. The Parties will
schedule multiple sessions if needed and shall coordinate such dates, times, and
locations.

Employees-shall-be-paid-for-the-actual-attendance-time;-up-to-thirty-(30)-minutes;to
scheduled-work-time-Travel time to and from the orientation shall be paid in addition
to the 30 min orientation session. Employees shall also be paid for travel time, if the
travel time takes place during their scheduled work time and subject to the following
exceptions: Time spent traveling to a Union orientation session that is held at the
beginning of an employee’s shift is not compensable. Time spent traveling from a Union
orientation session to the employee’s home at the end of their scheduled shift is not
compensable.

The number of stewards/leaders released for the orientation shall be based on the
number of SEIU represented workers at each orientation as follows:

1-5025 Workers - 4 2 Representatives Released
26-50- Werkers————— 2 Representatives-Released
51-75 Workers - 3 Representatives

Released

Released 76 or more Workers - 4 Representatives
Released



The County shall provide the Union a malleable electronic file containing the name, job, title,
department, work location, home and cell phone numbers, home address, and personal and
work email addresses of any newly hired employee within seven (7) days of the date of hire.

Section 3.8 Third Party Requests - [Agree to 4/14/23 County Proposal - TA]






Master Table Union PACKAGE Proposal -
6/14/23

Section 4.1 — Official Representatives

a)

b)

Meetings with Management

The eCounty agrees to provide release time for Union Representatives for
attendance at mutually agreed Department/Agency meetings. Each
Department/Agency shall notify the Union of the person(s) to be contacted for
approval of release time in that Department/Agency. The Union agrees, insofar
as possible, to notify Management at least 24 hours, excluding weekends and
holidays, in advance of the request for release time and the names of the Union
Representative(s) to be released. Management agrees to arrange for release
time. with the appropriate supervisor(s). Release time arrangements shall
include a reasonable amount of travel time.

For purposes of County-wide meetings with Management, requests for release
time shall be made through the Office of Labor Relations.

Number for Release

The parties agree that no more than three (3) Local 521 Official Representatives
from a single representation unit shall be recognized for the purpose of release
time at any single meeting, unless additional representatives are mutually
agreed upon.

The Clerical and APT units each may have no more than four (4) Local 521
Official Representatives granted release time by the County to attend any
single Board of Supervisors meeting. The Blue Collar, EHU, PCS, PHN, SSU,
and Supervisory units each may have no more than three (3) Local 521
Official Representatives granted release time by the County to attend any
single Board of Supervisors meeting.

Release Time Log

Release time shall be granted after consideration of operational and staffing
needs. Official Representatives will log the time they leave their work
assignments, where they can be reached, and the time they return on a form
provided by the County.

Bank of Hours

Release time shall be granted to Local 521 Official Representatives up to a
maximum of two thousand (2000) hours per fiscal year for attendance at
meetings of the Board of Supervisors and the Personnel Board. The Official
Representative shall notify his/her supervisor of his/her intention to be on
release time as far in advance as reasonably possible, but not later than the end
of normal business hours the day before such meeting, except in emergency
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situations. Insofar as possible, such release time shall be made through the
Department of Labor Relations at least 24 hours in advance of the Board
meeting.

Section 4.2 — Stewards_[Holding to UP 4/14/23]

a)

b)

Notification of Stewards

The Union agrees to notify the County of the names of their Stewards, Assistant
Chiefs and Chief Stewards by Department/Agency and by location, not to
exceed 521 in number for all bargaining units covered by this Agreement
(Administrative, Professional and Technical; Blue Collar, Clerical, Environmental
Health, Probation Counselor Safety; Public Health Nurses; Social Services and
Supervisory Units).

The Union shall provide annual listings of workers identified as Assistant Chief
Stewards, Chief Stewards, and Stewards, and in addition, Alternate Stewards
and Safety Stewards at the beginning of each contract year to the Office of Labor
Relations and updated as replacement stewards are elected. Alternate
Stewards may be designated to serve in the absence of a Steward.
Management will notify the Union of the appropriate Management
representatives in each department to be contacted by the Steward in carrying
out his/her duties as Steward.

Grievance Related Release Time
The County agrees to provide release time for:

1. A meeting with a worker at the worksite of either the Steward or the worker
concerning a grievance or discipline appeal.

2. A meeting with Management.

3. A meeting where a worker is the subject of an investigational interview.

4. Grievance arbitrations/mediations where the steward is the
official representative.

Grievance Related Worker Release

If a worker has a grievance and wishes to discuss it on County time with a
designated Steward, she/he shall be allowed the opportunity within a reasonable
amount of time to verify if her/his designated Steward is present and available
to be seen. If the Steward is present and available, the worker shall complete a
"release form in accordance with 4.1 ¢," and submit it to his/her immediate
supervisor prior to leaving his/her workstation. Such release form shall contain
the worker's name, class title, Steward's name, and work location of Steward,
time left, and date. Upon return, the worker shall note the time returned on the
form.



d) Grievance Investigation
A reasonable amount of time will be granted the worker and Steward to handle the initial
investigation of the grievance. The parties agree that in handling grievances, the worker
and Steward will use only the amount of time necessary to handle the grievance.






Master Table Union Counter PACKAGE
Proposal —6/14/23

ARTICLE 6 - PERSONNEL ACTION

Section 6.1 — Initial and Subsequent Probationary Periods

a)

Each new worker shall serve a probationary period of nineteen (19) complete
pay periods unless otherwise indicated in the appendices when it shall be
twenty-five (25) complete pay periods or 12 months as denoted. Workers who have
attained permanent status in a classification and have been appointed to a new
classification by appointment from an eligible list or by means of transfer shall serve a
subsequent probationary period of 6 months, as outlined in County ordinance, Section
A25-191, which shall be counted as thirteen (13) complete pay periods, unless
otherwise noted in the appendices. An incomplete pay period served on initial or
subsequent probationary appointment shall not be counted as complete pay periods.
Upon successful completion of the probationary period, the worker shall be deemed a
permanent worker in the classification for which they served the probationary period. A
leave of absence without pay shall not be credited toward completion of the worker's
probationary period. The parties agree that probationary workers in a classification
covered by this Agreement shall have all rights in this Agreement, unless otherwise
specified, including full and complete access to the grievance procedure set forth in this
Agreement. Consistent with County Charter Section 704(e), probationary workers
serving an initial probationary period may not appeal to the Personnel Board,
suspensions, demotions, or dismissals. Consistent with 19.1 (b) (2) of this Agreement,
probationary workers may not grieve probationary release.

Classified probationary workers and unclassified workers who have not
completed a period equal to the probationary period for a comparable classified
position shall have the right to request and receive Department/Agency
administrative review of disciplinary action taken during the applicable
probationary period. Such review must be requested in writing within ten (10)
working days of the disciplinary action or it is waived. The department/agency
head, or his/her designated representative, shall hear and make a decision in
writing which he/she shall issue within sixty (60) business days. The sixty (60)
business day period shall not commence until all investigations, administrative
proceedings, and litigation related to the worker's employment, as well as
discussions between the County and Union about potential resolutions, have
concluded. Failure by the County to comply with the sixty (60) business day
period shall not result in or serve as a basis for the County being required to
reinstate the worker.

Notice of disciplinary action must be served on the worker in person or by
certified mail prior to the disciplinary action becoming effective. Notice shall be
included in worker's personnel file and a copy sent to the Union and designated



d)

Chief Steward, and shall include:

1. Statement of the nature of the disciplinary action.

2. Effective date of the action.

3 Statement of the cause thereof.

4. Statement in ordinary and concise language of the act or omissions

upon which the causes are based.

5. Statement advising the worker of the right to an administrative review of
such action and the right to Union representation.

Such worker shall be given five (5) days’ notice of discharge, or demotion, or five
(5) days pay, except where circumstances require immediate action.

A worker serving a new probation in the classified service, who transferred from
the same classification in the unclassified service and had grievance rights
pursuant to Section 6.7, shall retain those rights while serving in the new
probation period in the classified service.

A worker with underlying permanent status, who is serving a subsequent
probationary period, and who is released during the probationary period, shall
retain the right to appeal such release to the Personnel Board and the right to
return to his/her former class in accordance with Section 6.10. Such worker shall
receive a ten (10) working day notice of release except where circumstances
require immediate action.

Section 6.2 — Administrative Investigation

a)

Employee’s Rights During Administrative Investigation:

Upon request, an employee has a right to have a representative present at an
investigatory meeting with the employer where it is reasonably likely that
disciplinary action against that worker may result.

A worker has the right to know the purpose of a meeting with a supervisor,
manager _and/or _investigator. If asked, the supervisor, manager and/or
investigator must reveal any intent to conduct an investigatory meeting that might
lead to discipline of the worker asking, and give that worker sufficient time to
secure representation for such meeting. The worker may not unreasonably
postpone the meeting to schedule a particular representative but may have to
accept the presence of the steward, or union worksite organizer or other
representative who can be available within a reasonable period of time.

Regarding any investigatory meeting with a worker that may lead to discipline of
that worker, the County shall permit a steward, worksite organizer, or
representative to be present to assist during such meeting. The representative
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and worker may confer during breaks, which the investigator shall not
unreasonably deny.

Requesting and securing representation is the responsibility of the worker.
Supervisors,/Managers / or Investigators shall not be involved in the selection
of a steward, union worksite organizer or other representative.

The County shall-complete all investigations within fifteen sixty (60) working
calendar days of County knowledge of the occurrence or the incident.
Investigations shall be held in abeyance only during the time a worker is on a
leave.

b) Employee Rights During Internal Affairs Investigations:

1. Internal Affairs (IA) will include in its administrative admonishment to a
non- peace officer employee who is the subject of the investigation the
following, if applicable:

e The interview will be recorded and the employee will have the right to
bring his/her own recording device.

e The employee will have access to the audio recording of his/her
interview if any disciplinary action is contemplated or prior to any
further questioning at a subsequent time.

2. When IA is directing the witness not to discuss the investigation directly
or indirectly with any other person, the administrative admonishment will
include the following:

o _After the withess has been interviewed and IA has concluded its
interview of the witness, the witness may speak to the representative
of the employee who is the subject of the investigation.

3. The County shall complete all investigations within sixty (60) calendar days

of County knowledge of the occurrence or the incident. Investigations shall be

held in abeyance only during the time a worker is on a leave.

C. Authority of Investigator

The County may authorize a supervisor, manager and/or investigator to conduct internal
investigations. This section is not a waiver of any representation rights to which the worker is

legally entitled.

Section 6.3 — Philosophy on Discipline_- Union moves to CCL

The intent of progressive discipline is to be corrective in nature and allows for a worker
to correct behavior. Ordinarily, the County will use progressive discipline in correcting
the behavior of a worker. However, the circumstances of each case dictate the
appropriate progressive disciplinary response and the County reserves the right to skip
one or all levels of progressive discipline in appropriate circumstances. The County and
the Union agree that the level of discipline recommended for any instance of discipline
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should take into account the nature and seriousness of the offense as well as the
employee’s record.

Coaching, mentoring, verbal counseling or written counseling will identify the
expectations of worker, or identify the issue to be corrected, and give guidance on how
to correct the issue and provide for a reasonable period for the worker to make the
correction. Coaching and mentoring through the progressive discipline philosophy are
not considered discipline nor are they grievable.

Job expectations and/or objectives will be provided to probationary workers. Work
performance and behaviors will be evaluated during a worker's probationary period.

Philosophy on discipline shall be excluded from consideration under the grievance
procedure outlined Section 19.1.

Section 6.11 — Performance Appraisal Program [Agree with 4/14/23 County
Proposal - TA]

Section 6.12 — Personnel Files TA to County Proposal 5/9/23

The County shall maintain a personnel file for each worker. The department may also
maintain a personnel file for each worker. Workers shall have the right to review both
of their personnel files or authorize review by their representative. No adverse material
will be inserted into the worker's personnel files without prior notice to the worker.
Workers may cause to be placed in their personnel files, responses to adverse material
inserted therein and a reasonable amount of correspondence originating from other
sources directly related to their job performance.

Notices of Recommended Disciplinary Actions including any attachments or
disciplinary actions overturned on appeal shall not be retained in a worker's personnel
file.

An unfavorable report shall be removed from the worker's personnel file at the end of two
(2) years except unfavorable reports involving charges as listed in A25-301(a)(4)
Brutality in the performance of duties and (b)(2) Guilty of immoral conduct or a criminal
act and provided no additional discipline has been issued during the intervening period.

Materials relating to suspensions which become final will be removed after three (3)
years if no other suspensions have occurred during the three (3) year period except
those involving charges as listed in A25-301(a)(4) Brutality in the performance of duties
and (b)(2) Guilty of immoral conduct or a criminal act.

Unfavorable reports or materials relating to suspensions may be removed from the
worker's personnel file earlier than the regular removal schedule through a mutually
agreed settlement.



Section 6.13 — Lateral Transfers Union moves to CCL - TA to MP 6-13-23

When making a lateral transfer or demotion to another class, an application review by
the Personnel Director shall be deemed an appropriate qualifying examination for
workers in instances where a qualifying examination is required. If otherwise qualified
under this provision and the only prohibition to lateral transfer is the salary of the new
class, it shall be deemed to be a lateral transfer if the move from one classification to
another does not exceed fifteen percent (15%) upward range movement.

If a worker was moved to a lower classification due to his/her prior class being
eliminated, abolished or a worker is laid off from his/her position and was placed on a
re-employment list, the transfer band shall be calculated step to step, e.g., step one of
the prior classification to step one of the new classification or step five of the prior
classification to step five of the new classification. When determining the difference
between classifications by using equivalent step to step, the actual step used to
calculate the transfer band shall be the step that provides the worker the most benefit.
Transfers under this provision may be made for a period of eight years from date of
movement to the lower classification.

Section 6.14 — Administrative Transfers — Union moves to CCL

Administrative transfers are based on the needs identified by the Department/Agency.
Absent a departmental agreement, seniority (based on days of accrued service) shall
be used when it is necessary to transfer a worker within the Department/Agency and
between two geographical locations. For the purpose of this section, geographical
locations is defined as two different street addresses. The transfer will be conducted
as follows:

1 Volunteers who hold a position in the same classification. If there is more
than one volunteer, they shall be selected in the order of most seniority
(based on days of accrued service absent a departmental agreement).

2. If there are no volunteers, the least senior worker will be assigned.
(Based on days of accrued service absent a departmental agreement).

Note: The County will notify the Union in a timely fashion of any planned
Administrative Transfers. Upon Union request, the County will meet to
determine the group of workers to be designated for the seniority
purposes of this section.

3. Transfers necessary to comply with provisions of the Americans with
Disabilities Act shall not be governed by this section.

4. Transfers necessary to comply with any other requirements of law as in
transfers necessitated by civil rights complaints shall not be governed by
this section. However should an investigation of a complaint to EOD or
complaints of other civil rights violations not be sustained, a transferred



worker will have the right to return to his/her former position and location.

Section 6.15 — Minimum Qualification Application — NO CHANGE CCL




Master Table Union Counter Proposal - 6/14/23

ARTICLE 7 - PAY PRACTICES

Section 7.1 — Salaries and Payments

effective-thefirst-pay-period-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
seven and one-quarter percent (3.8 7.25%) and shall be listed in the appendices attached
hereto and made a part hereof.

Effective June 14, 20244, Pay Period 21/13, all salaries shall be increased by three-nine
seven percent (3 9- 7%) 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
seven percent (3. 9-7%) 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.

1. Effective—after—ratification—by the Beard of Supervisors—(salary—ordinance
amendment-effective-the-first-pay-period-afterthe-second-reading-by-the Beard
of Supervisors)-eurrent-employees-attime-of signing-of successorcontractwho
are-in-SElJ-represented-positions-shallreceive a-three-percent (3%) lump-sum
bonus-based-oncoded-statusfrom-June 174,-2019-te-the first pay period-after the
second-reading-by the Board-of Supervisors:—The-lump-sum-for-full-and-part
time-employees-willbe based-on-base salary-enly-—Thelump-sum-forextra-help
workers-will-be-based on-actual-hours-worked during-that peried.

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 $1.75
for the Step 3 Rate of Classification, shall be made to coincide with the General
Wage Increases listed in Section 7.1 above. Al-SElJ-represented-employees-in-a
paid-status-effective-Pay Period-20/26 (excluding-ExtraHelp)-whose-classification

receives-atotal ofHess than-0-51%-inrealignments (inclusive efallunitrealignments;

1
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6b)
Section 7.2 — Basic Pay Plan Withdrawn - CCL

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.

i Step-Six{Retention-Step—excluding-Communications Dispatcher . H-&
SeniorCommunications-Dispateher)
The-sixth-step-shall-be-paid-After the-accumulation-of-ten{10)-years-of County
Service-a-workershall-be-paid-an-additional- three-(3)-percent-base-salary-rate:

Communications-DispatcherHH-and-SeniorCommunications-Dispatecher




months-ofservice-in-Step-5-:

«—Effective July-1.-2024 g seventh step-is-established-at approximately-five
pereent—{5%)—above —step—six—for—the —existing—classifications—of
Communications-DispatcherH-and-Senior-Communications-Dispatcher
The-seventh-step-shall-be-paid-after-the-accumulation-of-twenty-four(24)
menths-of service-in-Step-6-

Hh)  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)

b)

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.

3. 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

4



d)

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 § 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

hwn=

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 to

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.

e;—WeFk—nme—m—Weﬂkgm—eLGlasms*qnmem%haJHae—eenademé%wafds
minimum-gualifications-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 — Union proposes CCL 6/8/23

Cash advance by the Finance Department to cover shortage errors in worker's
paycheck, shall be provided to workers within two (2) working days after
worker’'s written notification of discrepancy to Finance. This provision is to cover
only those discrepancies above a net one hundred dollars ($100.00)._Fhe
County-shall-pay-the shortage-error-to-the- worker within-three(3)-calendar-days
after—the—worker's—netification—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-

Eailure—to—pay—shortage—errors—and/or—pay—retro-active—wages/GalPERS
contributions-within-twe—{2) werking-days-shall-result-in-penalties-as-outlined
below:

o Five percent (5%)-penalties-if-not paid-by-the-next-scheduled pay-date;
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o—Tenpercent{10%)-penaltiesifnotreselved by-the second scheduled-pay
date:

o—Fifteenpercent{15%) penaltiesif-notresolved by-the third-scheduled-pay
date

o—Twenty-percent{20%)-penalties-if-notresolved-by-the-fourth-scheduled
paydate

o—Thirty-percent (30%)-penaltiesif notreselved by the fifth-scheduled-pay
date

o—Fifty-percent(50%)-penalties-if-notresolved-by-the-sixth-scheduled-pay
date

{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 sixfive 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 vacates leaves a high
vacancy classification, the benus pay shall be discontinued forthwith.







Master Table Union PACKAGE
Proposal — 6/14/23

ARTICLE 10 - HOLIDAYS

Section 10.1 — Legal Holidays
The following shall be observed as legal holidays:

a)
b)
c)

d)

January 1¢t
Third Monday in January (Martin Luther King, Jr. Birthday)
Third Monday in February

March 31t (Cesar Chavez’ Birthday)

e) lLast Monday in May

e)) Juneteenth 19t

fig)  July 4
grh) First Monday in September

ki) Second Monday in October

#j)  Veteran's Day to be observed on the date State of California workers observe

the holiday

pk)  Fourth Thursday in November (Thanksgiving Day)

k}) The Friday following Thanksgiving Day (Day after Thanksgiving)

BHm) December 25"

mn) Other such holidays as may be designated by the Board of

Supervisors All previous informal time off practices are eliminated and

unauthorized.



The County and the Union agree that workers shall not be unreasonably denied
to use any accrued Paid Time accruals for observing Lunar New Year, in
accordance with State observance.




ARTICLE 13 — BENEFIT PROGRAMS

MASTER UNION COUNTER PACKAGE PROPOSAL ~ 6/14/23

Section 13.1 — Workers’ Compensation [HOLDING TO CCL]

a)

b)

d)

Eligibility
Every worker shall be entitled to industrial injury leave when he/she is unable to
perform services because of any injury as defined in the Workers' Compensation

Act.

Compensation

A worker who is disabled as a result of an industrial injury shall be placed on leave,
using as much of his/her accumulated compensatory time off, his/her accrued sick
leave and vacation time as when added to any disability indemnity payable under
the Workers' Compensation Act will result in a payment to him/her of not more than
his/her full salary, unless the worker subsequently notifies his/her department
payroll unit of his/her desire not to have integration occur. The change from
integration to non-integration shall be implemented at the beginning of the next
pay period after such request.

The first three (3) days shall be charged to the worker's accrued but unused sick
leave. If the temporary disability period exceeds fourteen (14) calendar days,
temporary disability will be paid for the first three (3) days.

Industrially Injured Workers — Temporary Modified Work Program - Union
Rejects County proposal - No Change CCL

The County has established a program to return workers with temporary disabling
occupational injuries or illnesses to modified duty within the County as soon as
medically practical- Ppursuant to the County’s ADA, Reasonable Accommodation,

and Injury Prevention PoI|C|es —the program.—the-GCounty—will-make—every

Treatment Following Return from Leave



Workers required by their physician to undergo therapy or treatment due to an
industrial injury shall receive leave with pay under the following conditions:

1. Treatments are being paid under Workers' Compensation.

2, The therapy or treatment falls within the worker's normal working hours.

Sk Applies only to actual prescheduled treatment time and reasonable travel
time.

4, The worker provides a statement from the treater.

e) Clothing Claims
Loss of, or damage to, a worker's clothing resulting from an industrial injury which
requires medical treatment will be replaced by the County through the following
procedures:

The Department/Agency will review and make a determination on all such
incidents as submitted in writing by the worker. Reimbursement will be limited to
the lesser of:

1. 75% of proven replacement cost, or
2. the repair cost.

However, both of the above are limited by a fifty dollar ($50.00) maximum. (Nothing
in this Section is intended to replace or supersede Section 9.2 which provides for
replacement of items damaged, lost or destroyed in the line of duty.)

Section 13.2 — Insurance Programs
a) Medical Insurance

1. Insurance Plans

The County and covered workers shall share in the cost of medical plan
premiums. The County, in order to provide one health plan where there is
not premium sharing, shall continue to offer Valley Health Plan without
premium sharing. The County will pay the cost of any premiums for
“employee only” and “employee plus dependent” tiers that is not covered by
the workers’ share of the premium. The worker share shall be as follows:

Valley Health Plan 0% Single, Adult and child(ren), Two adults or Family
Non-VHP HMO 0% Single, 2%, Adult and child(ren), Two adults or Family

POS 0% Single, $52.83 Family



Adult Two
Provider | Single and Family
child(ren) | Adults
Valley
Health 0% 0% 0% 0%
Plan
Non-
VHP 0% 2% 2% 2%
HMO
$52.83 $52.83 | $52.83
POS 0% per pay per per
period pay pay
period | period

Effective with coverage on or about January 1, 2012, the Kaiser Plan will be
changed to $10 co-payment for office visits, $35 co-payment for emergency
room visits, $5-$10 co-payment for prescriptions (30-day supply) and $10-
$20 co-payment for prescriptions (100-day supply), and $100 co-payment
for hospital admission; the Health Net Plan will be changed to $15/$20/30%
(Tier 1/2/3) co-payment for office visits, $50/$75/30% co-payment for
emergency room visits, and $5/$15/$30 (generic/brand/formulary) co-
payment for prescription (30-day supply) and $10/$30/$60 co-payment for
prescription (90-day supply).

The County and covered workers shall share in the cost of medical plan
premiums. The County will pay the cost of any premiums for “employee
only” and “employee plus dependent’ tiers that is not covered by the
workers' share of the premium. The worker share shall be as follows:

Valley Health Plan: of total premium cost for the following coverage tiers:
0% Single, 0% Adult and child(ren), Two adults or Family

Non-VHP HMO Plan of total premium cost for the following coverage tiers:
0% Single, 2% Adult and child(ren), 2%Two adults or 2%Family

POS Plan: 0% of total premium cost for Single and $52.83 for Family

The required percentage of premium sharing shall be based on the actual
premium in effect on June 23, 2013. This-shall-be-reviewed-in-the-limited

recpener
Limited-Reopener-on-Medical-lnsurance-plans-and-plan-designs:-Union

Agrees to Delete language



Effective-June 16,2017 the County-and-the- Union-shallreopen-this section
to-consider PPO-POS and-HMO plans-and-plan-desighs-with-a-goal-of-the
County to-mitigate-the-federal-excise"Cadillac-Plan™tax-of the-Affordable
GCare-Act-and-replace the POS plan—Thisreepener shall include-discussion
oh—a—harrow—and-a-broad-network—fer- VHP—and-—-other—healthcare—cost

cortainmentsirategies:

2. Dual Coverage
Married couples and registered domestic partners who are both County
workers shall be eligible for coverage under one medical plan only with the
County paying the full premium for dependent coverage. County worker
couples are not eligible to participate in the Health Plan Bonus Waiver
Program.

3. Domestic Partners
Benefits shall be provided in accordance with Article 14 Domestic Partners.

4. Medical Premium Payments During Family Leave Without Pay, Medical
Leave Without Pay and Industrial Injury Leave
The County will pay the medical premium subject to the applicable co-
payments in this Section as follows:

a. For a worker on parental or industrial injury leave without pay or
medical leave without pay, up to thirteen (13) pay periods of worker
only coverage. A portion of the leave may include dependent
coverage in accordance with the Family and Medical Leave Act, the
California Family Rights Act and the County’s Family and Medical
Leave Policy.

b. For a worker on family leave without pay, in accordance with the
County’s Family and Medical Leave Policy, up to twelve (12) weeks
of dependent coverage.

5. Medical Benefits for Retirees
a. For workers hired before August 12, 1996.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed five (5) years service (1305 days of
accrued service) or more with the County and who retire on PERS
directly from the County on or after December 5, 1983. Retirees over
65 or otherwise eligible for Medicare Part B must be enrolled in such
a plan, and the County shall reimburse the retiree for the cost of
Medicare Part B premium on a quarterly basis. This reimbursement
is subject to the maximum County contribution for retiree medical.
The surviving spouse or domestic partner (as defined in Article 14,
Domestic Partner) of a worker eligible for retiree medical benefits



may continue to purchase medical coverage after the death of the
retiree.

For workers hired on or after August 12, 1996.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed eight (8) years of service (2088 days
of accrued service) or more with the County and who retire on PERS
directly from the County. Retirees over 65 or otherwise eligible for
Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a
worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.

For workers hired on or after June 19, 2006.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed ten (10) years of service (2610 days of
accrued service) or more with the County and who retire on PERS
directly from the County. Retirees over 65 or otherwise eligible for
Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a
worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.

For workers hired on or after September 30, 2013.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed fifteen (15) years of service (3915)
days of accrued service) or more with the County and who retire on
PERS directly from the County. Retirees over 65 or otherwise eligible
for Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a



worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.

e. Such years of service expressed in a., b., c., and d. above must be
continuous service with the County and shall have been completed
immediately preceding retirement directly on PERS from the County.

f. Delayed Enroliment in Retiree Medical Plan
A retiree who otherwise meets the requirements for retiree only
medical coverage under Section 13.2 (a) 5 subsections a, b, ¢, ord
may choose to delay enrollment in retiree medical coverage.
Application and coverage may begin each year at the annual medical
insurance open enrollment period after retirement.

g. Employee Contribution Toward Retiree Medical Obligation Unfunded
Liability - Union accepts County proposal of 4/14/23
Effective pay period 15/14, June 22, 2015, all coded employees shall
contribute on a biweekly basis twelve dollars and fifty cents ($12.50)
toward the retiree medical obligation unfunded liability. Such
contributions are to be made on a pre-tax basis and employees shall
have no vested right to the contributions made by the employees.
The County-shall-make Such contributions shall be used by the
County exclusively to offset a portion of the County’s annual required
contribution amount to the California Employers Retirement Benefit
Trust established for the express purpose of meeting the County’s
other post employment benefits (OPEB) obligations and shall not be
used for any other purpose.

h.——Limited—Reopener—on—Retiree Health -Reimbursement -Account:
Union Agrees to delete this Section per County Proposal

Effective-the third yearof the-agreementthe-County-and-the-Union
shall reopen-this section-solely-to-consider-the option -of -a retiree
health reimbursement -account. -Any-changes—shall-only—be-upon
mutual agreementof-both parties.

Dental Insurance
The County agrees to contribute the amount of the current monthly insurance
premium for dental coverage to cover the worker and full dependent contribution.
The existing Delta Dental Plan coverage will be continued in accordance with the
following schedule:

Basic and Prosthodontics: 75-25 - no deductible. $2,000
maximum per patient per
calendar year.



Orthodontics: 60-40 - no deductible. $2,000
lifetime maximum per patient
(no age limit).

The County will pick up inflationary costs for the term of the agreement.

The County will continue to provide an alternative dental plan. The current
alternative dental plan is Liberty Dental. The County will contribute up to the same
dollar amount to this alternative dental plan premium as is paid to the Delta Dental

Plan.

Health Plan Bonus Waiver Program [UNION AGREES WITH 5/2/23 COUNTY
PROPOSAL - TA

With proof of alternative medical coverage, a worker may opt to waive County
provided medical coverage:

1

Effective with each new plan year, a worker who waives medical coverage
for self and family must do so for the entire plan year by signing up in a
speeial the open enrollment period. inthe-prier November The worker shall
then receive a bonus of seventy-four dollars ($74.00) gross payment per
pay period (subject to the usual payroll deductions) commencing in the pay
period when open enroliment changes take effect.the-first pay-period-of-the

pay vear-and-through-the-end-of the pay year

A part-time worker who waives medical coverage will receive a pro-rated
bonus payment according to the code status. At the end of a plan year, a
part-time worker may submit a request for supplemental bonus payment to
ESA-Benefits Department Division for adjustments due to additional hours
worked beyond code status.

A new hire worker may waive medical coverage at the time of new
employment and receive a pro-rated bonus of seventy-four dollars ($74.00)
gross payment per period starting with the first full pay period.

During the plan year, a worker participating in this Program is eligible to re-
enroll for coverage within thirty (30) calendar days of an Internal Revenue
Service (IRS) defined qualifying event. A worker who re-enrolls shall no
longer be eligible to receive the bonus waiver payment effective with the
date of coverage.

Retirement is not an IRS defined qualifying event. If a worker who is enrolled
in the Health Plan Bonus Waiver Program retires during the plan year, the
retiree is not eligible to enroll in retiree medical coverage upon retirement
until the next open enrollment period after retirement, typically in
September.



d)

9)

Life Insurance
The County agrees to continue the existing base group Life Insurance Plan of
twenty-five-thousand ($25,000) per worker.

Vision Care Plan

The County agrees to provide a Vision Care Plan for all workers and dependents.
The Plan will be the Vision Service Plan - Plan A with benefits at 12/12/24 month
intervals with twenty dollar ($20.00) deductible for examinations and twenty dollar
($20.00) deductible for materials. The County will fully pay the monthly premium
for worker and dependents and pick up inflationary costs during the term of this
agreement.

Flexible Spending Account (FSA) Plan

The County has implemented a Flexible Spending Account (FSA) Plan in
accordance with Internal Revenue Code (IRC) Section 125 and its Board approved
Plan Document. The County established FSA plan enables a County employee to
set aside a bi-weekly payroll deduction on a pre-tax basis for reimbursement of
IRS approved eligible medical/dental expenditures for the employee and/or his/her
dependents. The bi-weekly payroll deductions are subject to the maximum annual
allowable limits under the County’s Plan Document and, subject to any federal
limits and regulations.

County-wide Benefits
The parties agree that, during the term of this Agreement, County-wide changes
in benefits, such as medical, dental, holidays, or retirement, shall be applied to
workers in these units.

Section 13.3 — Training for Disabled Workers
Vocational Rehabilitation

b)

When a worker is determined by the County unable to return to the classification
in which he/she was employed at the time of injury or illness because of a work-
connected illness or injury and does not elect a disability retirement, that worker
will be offered vocational rehabilitation.

Lateral Transfer/Demotion Openings

If the worker meets all the qualifications for a particular position (this would take
into account his/her medical limitations, prior work experience and skills) and an
opening exists that involves a lateral transfer or demotion, the position shall be
offered to the worker.

Salary Level

In accordance with Chapter VI, Article 5, Section A25-661 (e) of the Personnel
Practices,"...the salary of the employee shall be placed at the step in the salary
range which corresponds most closely to the salary received by the employee as
of the time of injury. In the event that such a demotion would result in a salary loss
of more than ten (10) percent, the employee's new salary shall be set at the rate



d)

closest to but not less than ten (10) percent below his salary as of the time of
injury.” It is understood that "salary as of time of injury" as used in the previous
sentence refers to range and step, not specific dollars.

Training Program

In those cases where the worker may not have the necessary prior experience or
all the required skills but there is reasonable assurance that the worker will be
capable of obtaining them through a designated formal on-the-job training
program, the County will make reasonable efforts to place the worker in a training
program.

Placement Review

If, after a period on the job, it is demonstrated that the worker is unable to develop
the required skills, knowledge and abilities and/or cannot meet the physical
requirements to handle the new position, he/she will be placed on a leave of
absence and the placement process begins again.

Promotions

Any position which involves a promotion will call for the normal qualifying
procedures, written and/or oral examination. However, if it is found that a worker
meets all the qualifications for a higher paying position and an eligibility list is
already in existence, the worker shall be allowed to take a written and/or oral
examination, and, if the worker qualifies, the worker's name will be placed on the
eligibility list commensurate with his/her score.

Referral to Accredited Rehabilitation Agency

In those cases where the County is unable, for one reason or another, to place a
worker in a comparable occupation, that worker's case will be referred to an
accredited rehabilitation agency as approved by the Division of Industrial Accidents
for testing, counseling and retraining at either the County's or State's expense.

State Legislation
The provisions of this Section shall not apply if State legislation removes from the
County the control of training for disabled workers.

Section 13.4 — Deferred Compensation Plan

The County will continue the present deferred income plan. If the County proposes to
change the plan it shall provide appropriate notice to the Union and the parties shall meet
and confer over said changes.

Section 13.5 — Joint Health Care Cost Containment Committee

A Joint Union-Management Committee with equal representation of management and
Union will continue to meet and further develop measures for limiting increased health
plan costs (without shifting such costs to workers or reducing the level of benefits or
quality of care). The committee will be responsible to explore health plans, including
health plan options and dental changes and other topics on an as needed basis.



The Health Care Cost Containment Committee will also investigate other plan options for
workers and retirees outside of the Santa Clara County service area, including contracting
with out of area government agencies for local health plan coverage. With the agreement
of the Union and the County, there shall be a limited mid-term re-opener for the purposes
of implementing optional plans or changes to workers' benefits.

Section 13.6 — Joint Childcare Committee

The County and the Union agree to continue the Joint Childcare Committee. The
committee shall continue to meet and confer regarding the creation and implementation
of a Childcare Program for County workers at no cost to the County. The Dependent Care
Assistance Tax Program will continue at no cost to the County during the term of this
Agreement unless legislative changes or lack of enrollment determine continuation to be
impractical.



ARTICLE 19 - GRIEVANCE PROCEDURE

SEIU 521 Union Counter PACKAGE Proposal - June 14, 2023

Section 19.1 — Grievance Defined - CCL

The County and the Union recognize early settlement of grievances is essential to
sound employee-employer relations. The parties seek to establish a mutually
satisfactory method for the settlement of grievances of workers, the Union, or the
County. In presenting a grievance, the aggrieved and/or his/her representative is
assured freedom from restraint, interference, coercion, discrimination or reprisal.

a) Definition A grievance is defined as an alleged violation, misinterpretation or
misapplication of the provisions of this Memorandum of Agreement, Department
Memoranda of Agreement and/or Understanding Merit System Rules, or other
County ordinances, resolutions, Policy and/or Procedure Manuals, or alleged
infingement of a worker's personal rights (i.e., discrimination, harassment)
affecting the working conditions of the workers covered by this Agreement, except
as excluded under Section 19.1(b)

b) Matters Excluded From Consideration Under the Grievance Procedure
L Disciplinary actions taken under Section 708 of the County Charter.

2. Probationary release of workers.
3. Position classification.

4. Workload/Caseload.

5. Merit System Examinations.

6. Iltems requiring capital expenditure.

7. ltems within the scope of representation and subject to the meet and confer
process.

Section 19.2 — Grievance Presentation - CCL

Workers shall have the right to present their own grievance or do so through a
representative of their own choice. Grievances may also be presented by a group of
workers, by the Union, or by the County. No grievance settlement may be made in
violation of an existing rule, ordinance, memorandum of agreement or memorandum of
understanding, nor shall any settlement be made which affects the rights or conditions of
other workers represented by the Union without notification to and consultation with the
Union.



The Union shall be provided copies of individual or group grievances and responses to
same. Such grievances may not proceed beyond Step One without written concurrence
of the Union.

The Union shall have the right to appear and be heard in all individual or group grievances
at any step. Upon request by County, the Union shall appear and be heard in such
grievances at any step.

Section 19.3 — Procedural Compliance -CCL

Union grievances shall comply with all foregoing provisions and procedures. The County
shall not be required to reconsider a grievance previously settled with a worker if renewed
by the Union, unless it is alleged that such grievance settlement is in violation of an
existing rule, ordinance, memorandum of understanding, or memorandum of agreement.

Section 19.4 — Time Limits -CCL

Time limits may be extended or waived only by written agreement of the parties. If either
party fails to comply with the grievance time limits, the grievance shall be settled in favor
of the other party. If, as a result of such action the parties are unable to reach agreement
or an appropriate remedy, the matter may be referred to an arbitrator as provided below
and the arbitrator shall fashion an appropriate remedy.

Section 19.5 — Informal Grievance Step -CCL

It is agreed that workers will act promptly through an informal meeting with theirimmediate
supervisor outside of the bargaining unit on any act, condition or circumstance which is
causing worker dissatisfaction and to seek action to remove the cause of dissatisfaction
before it serves as the basis for a formal grievance.

A meeting should take place whenever requested by either party to assist to clarify or
resolve the grievance. The worker may be accompanied by his/her steward, Assistant
Chief Steward or Chief Steward at the informal meeting.

Any resolution reached at the informal step must be in accordance with the provisions of
this agreement, or other rule or ordinance and shall not set precedent.

Section 19.6 — Formal-Grievance

a) Step One - Within twenty (20) working days of the occurrence or discovery of an
alleged grievance, the grievance shall be presented in writing to the appointing
authority. A copy of the grievance will be sent to Labor Relations and this copy
shall dictate time limits. The grievance form shall contain information which
identifies:
1. The aggrieved;

2. The specific nature of the grievance;

3: The time or place of its occurrence;



4. The rule, law, regulation, or policy alleged to have been violated, improperly
interpreted, applied or misapplied;

5. The consideration given or steps taken to secure informal resolution;
6. The corrective action desired; and
7. The name of any person or representative chosen by the worker to enter

the grievance.

A decision shall be made in writing within twenty (20) working days of receipt of
the grievance. A copy of the decision shall be directed to the person identified in
(7) above and grievant, or in the case of a group grievance, to the grievant listed
first in (1) above. A copy shall be sent to the Union and this copy shall dictate time
limits.

Step Two- If the aggrieved is not satisfied with the Step One_decision, he/she-they
may, within fifteen (15) working days after receipt of the first step decision, present
a written presentation to be directed to the County Executive's designated
representative indicating the aggrieved wishes (1) the County Executive's
designated representative to review and decide the merits of the case or whether
(2) the aggrieved wishes the grievance to be referred to an impatrtial arbitrator . At
this step, a meeting shall be held if requested by either party. The grievant may be
accompanied by his/her Steward, or Assistant Chief Steward, or Chief Steward.
All parties meet and disclose the theory of the grievance and the theory of denial
as well as the facts upon which these theories are based.

Settlement Meeting - Prior to advancing to arbitration under “d) Step Three,” either
party may request and agree to meet within no later than sixty (60) days from the
Step Two decision in an attempt to resolve the grievance and reach resolution. If
the settlement meeting does not promptly result in an acceptable resolution to both
parties, the case shall advance to subsection d) Step Three.

Pre-Arbitration Meeting (Stipulation and Arbitrator Selection) - After a
grievance has been moved to Step Two, the Union and County shall continue
efforts at resolution. In addition, all parties will attempt to stipulate to all facts,
disclose all pertinent information and agree on the question or questions to be
submitted to an arbitrator.

Pre-Arbitration meetings shall be held monthly for each department/agency. By
mutual agreement, pre-arbitration meetings may be scheduled more frequently.
The Union shall be entitled to have released, for pre-arbitration meetings, the
grievant, and in the case of a group grievance, no more than two (2) of the affected
workers, and the appropriate Chief Steward, or Assistant Chief Steward in his/her
absence, and the Steward.



Each grievance shall be specifically reviewed and discussed at a maximum of two
pre-arbitration meetings. The parties may mutually agree to have additional
meetings prior to arbitration. If a grievance remains unresolved after discussion,
review, fact stipulations, information disclosure and determination of the questions
or question to be submitted to the arbitrator, the parties will select an arbitrator
from the panel in Section 19.6(d).

The parties will also decide if the grievance will be arbitrated on an expedited or
regular arbitration basis.

Arbitration -County is reviewing and may make a future proposal
For the term of this agreement the County and the Union have agreed to the
following panel:

John Kagel David Weinberg
Paul Roose Alexander Cohn
Katherine Thomson Luella Nelson

Monica Colondres

When the parties cannot reach mutual agreement regarding an arbitrator, they
shall strike names from the above panel. The parties shall flip a coin to determine
who strikes first. The parties will alternate the flipping of the coin.

No matter other than a grievance that is an alleged violation of a specific
provision(s) as written and submitted in the formal grievance may be reviewed on
the merits by an arbitrator. This memorandum of agreement shall be submitted as
a joint exhibit. Nothing in this agreement shall be construed to empower any
arbitrator to change, modify or amend any of its provisions.

Members of this arbitration panel shall be requested to agree to render their
decision within fifteen (15) working days of the hearing, receipt of the transcription
or the briefs.

The parties may mutually agree to use an arbitrator not on the list or to add to, or
modify the list. The arbitrator's compensation and expenses shall be borne equally
by the worker or the Union and the County. Decisions of the arbitrator shall be final
and binding.

Section 19.7 — Expedited Arbitration -CCL

a)

b)

The County and the Union, may upon mutual agreement of the specific case/or
cases submit grievance disputes to expedited arbitration in the interest of obtaining
a prompt disposition of the grievances brought by workers, the Union or the
County.

The expedited arbitration shall be conducted according to the following rules, and
the arbitrators shall be required to agree to abide by them:



The County and the Union shall agree to schedule as many cases as can
be reasonably presented within a normal work day.

Prior to the arbitration, the parties must mutually agree to the question to be
placed before the arbitrator or the case will not proceed through this
process.

It is the intent of this expedited arbitration procedure to not record these
proceedings. It is agreed, however, that either party may request a
stenographic record and transcripts and the party requesting the record
shall bear the full cost of the reporter's fee and transcript. The other party
shall not be entitled to a copy, unless the parties agree to share the costs.

The parties shall be represented by staff advocates, unless otherwise
mutually agreed. Staff advocates shall present their cases in accordance
with standard rules of evidence and accepted arbitrable conduct.

At the conclusion of the hearing, each party shall present an oral summation
of its position. Post-hearing briefs shall not be submitted, unless otherwise
mutually agreed.

The arbitrator shall render his or her decision after each party has presented
and summarized its case. The arbitrator shall confirm his/her decision in a
written letter to each party.

The arbitrator shall be paid a flat fee for each day of hearings, regardless of
the number of cases presented during that day's hearing.

Section 19.8 — Arbitration Release Time -CCL

a)

The worker on whose behalf the grievance has been filed will be granted release
time for the entire hearing. Release time to serve as a witness will be granted on
a scheduled basis, i.e., when the worker is scheduled to appear. In the case of a
group grievance, release time will be granted for the designated spokesperson for
the entire hearing. Release time also will be granted to the appropriate Chief
Steward.

Other requests for leave for the purpose of participation in a grievance arbitration
hearing will also be granted and charged to the worker's own leave time - provided the
absence does not unduly interfere with the performance of service.






