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ARTICLE 1. PARTIES

This Memorandum of Understanding (MOU) is made and entered into between the Monterey
Bay Unified Air Pollution Control District, d.b.a. Monterey Bay Air Resources District (herein
called the “District”), which also functions from time to time as the Monterey Bay Building
Authority, and the Service Employees International Union Local 521 (herein called the
“Union”).

It is agreed by and between the parties that any provision of this Memorandum of Understanding
requiring legislative action to permit its implementation by amendment of law or by the act of
providing the appropriate legislation, shall not become effective until the effective date of such
action.



ARTICLE 2. RECOGNITION

The District recognizes SETU Local 521 as the sole and exclusive bargaining agent for all
employees in budgeted “permanent” positions in the District General Employee Representation
Unit, which includes the classifications listed in Attachment A.

The District shall recognize other job classifications that are developed during the course of this
MOU that fit within the scope of the classifications that SEIU Local 521 currently represents.
Such employees shall have full rights to representation in all matters within the scope of
representation, (as defined in the California Government Code 3500, et sequens), by the Union.



ARTICLE 3. TERM & REOPENERS

The term of this MOU is for the period July 1, 2021 through June 30, 2026 when said
Memorandum shall expire and be of no further force or effect.

Unless otherwise specified herein, all provisions of this MOU shall be effective July 1, 2021.

The contract shall be closed for the 2021-2022, 2022-2023 and 2023-2024 fiscal years. During
the 2024-2025 and 2025-2026 fiscal years, Article 10 (Salaries) shall be subject to negotiation
and the District and SEIU may each choose two additional Articles to open for negotiations.



ARTICLE 4. DEFINITIONS

The words and terms not specifically defined in this MOU shall be defined in accordance with
applicable California Labor Code definitions.



ARTICLE 5. NONDISCRIMINATION

The provisions of this MOU shall be applied equally to all employees covered hereby without
discrimination because of race, color, ethnic group, national origin (including language use
restrictions), ancestry, religious creed, sex (includes gender and pregnancy), disability (physical
and mental, including HIV and AIDS), sexual orientation, age (40 and over), veteran’s status,
medical condition (cancer or genetic characteristics) or other status legally protected under
federal or State law, or Union membership.

Bargaining unit employees may elect to exercise their right to join and participate in the
activities of the Union for the purposes of representation in all matters of their working
conditions and employer-employee relations. The parties agree that there shall be no restraint,
coercion, or interference with any employee with respect to or because of the employee’s
membership in said Union.

Any party alleging a violation of this article shall have the burden of proving the existence of a
discriminatory act or acts and of proving that, but for such act or acts, the alleged injury or
damage to the complainant would not have occurred.



ARTICLE 6. UNION RIGHTS

6.1

6.2

6.3

Representation

The Union has the right to represent employees in the representation unit, as specified by
State law and pursuant to the District employer-employee relation resolution. The Union
will notify the District and maintain such notice during the term of this MOU of its
elected officers and directors as well as its staff employees. The Union may select up to
two (2) persons, in addition to its staff employees to act as the official employee
representative and will notify the District as to the individual so selected. Only one of
the two Official Employee Representatives will act in a representative capacity at any one
time.

The Official Employee Representative shall represent the Union in jointly scheduled
meetings with the District to address matters of mutual concern. With prior mutual
agreement, up to two (2) additional District employees may participate in these jointly
scheduled meetings.

Official Employee Representatives

Subject to article 6.1, the Official Representatives who are a District employee may
utilize time during normal working hours for meetings and conferring with authorized
representatives of the District subject to advanced scheduling, and District priorities as
determined by the Air Pollution Contro] Officer (APCO) or his/her designee.

Steward Program

A. The Union may select up to one (1) Steward plus an alternate for represented
employees. The Union will provide District a list of employees who have been
selected as Stewards. Only employees named on the current list will be
recognized by the District as Stewards. New employees serving their initial
probationary period may not be Stewards.

B. Stewards will be responsible for the full and prompt performance of their
workload.

C. Stewards shall receive no overtime for time spent performing a function of a
Steward.

D. Stewards shall be authorized a reasonable amount of time without loss of pay to

address official union business, and /or investigate and prepare grievances for
disciplinary appeals of employees.
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E. Stewards shall be authorized a reasonable amount of time without loss of pay to
attend meet and confer sessions as scheduled.

F. Stewards shall have the right to serve as a representative for employees in
grievance and appeal matters in accordance with the grievance and disciplinary
appeals provisions of the MOU. One Steward and/or alterate or Union
representative shall be permitted to attend formal meetings scheduled as part of
the grievance procedure without loss of pay.

G. Before performing grievance and disciplinary appeal work, the Steward will
obtain the permission of her/his supervisor' and shall report back to her/his
supervisor when the grievance or disciplinary work is completed.

H. After receiving approval of her/his supervisor, a Steward shall be allowed
reasonable time off during working hours, without loss of time or pay, to
investigate, prepare and present such grievances and appeals. The immediate
supervisor will authorize the Steward to leave her/his work whenever the
supervisor determines that the Steward’s absence will not interfere with the work
of the unit. Where immediate approval is not granted, the supervisor shall inform
the Steward when s/he can reasonably be expected to be released form her/his
work assignment. However, in such cases the District will make every reasonable
effort to grant access within the next working day.

L When a Steward desires to contact an employee either the Steward or the
employee shall first contact the immediate supervisor of that employee, advise of
the need for a grievance/disciplinary action meeting, and obtain release by the
supervisor to meet with the employee. When, in the best judgment of the
supervisor, the investigation would interfere with the work of the unit, the
supervisor will notify the Steward when s/he can reasonably expect to contact the
employee. However, in such cases the District will make every reasonable effort
to grant access within the next working day.

J. Stewards, when representing employees against whom disciplinary action is
pending, are subject to the following restrictions:

1. The Steward agrees that the issues which gave rise to the proposed disciplinary
action are confidential in nature and will not be discussed with other employees,
representatives of the news media, or others who do not have a direct need to
know the details of the proposed discipline. This restriction shall not preclude

! “Supervisor” for purposes of Article 6 shall include next level management, as appropriate.
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6.4

6.5

surveying or otherwise contacting other employees for the purpose of determining
the existence of circumstances or issues similar to those in the proposed discipline
among other unit members as long as the name of the individual involved and
specific details of her/his proposed disciplinary action are not discussed.

Union Access

Authorized Union staff representatives shall have reasonable access to all work locations
in which employees covered hereby are employed for the purpose of transmitting
information or representation purposes. Authorized Union staff representatives desiring
such access shall first request permission from the APCO or his/her designee at which
time the authorized representative shall inform the APCO or his/her designee of the
purpose of the visit. The APCO or his/her designee may deny access to the work location
if, in his or her judgment, it is deemed that a visit at the time will interfere with the
operations of the District or facility thereof, in which event the APCO or his/ her
designee will offer an alternative time for the visit.

New Employee Orientation Access

A. The District will provide the Union not less than ten (10) business days’ advance
notice of the time, date and location of a new employee orientation meeting,
including the number of bargaining unit employees expected to be in attendance.
Notice shall be provided for both District-wide and department level new hire
orientations. An exception to the 10-business day notice is if there is an urgent
need for an orientation meeting in less than 10 business days that is critical to the
District’s operations and is not reasonably foreseeable.

B. The Union will be given thirty (30) minutes at the end of the orientation meeting,
and as a part of the orientation meeting, to present Union membership information
to employees in the Union’s bargaining unit.

C. The orientation meeting will be in a room on-site designated by the District and
will take place during regular working hours.

D. No more than two (2) representatives of the Union may present information to the
employees. Representatives could include a Chapter board member, officer, or
steward and Union representative designated by the Union.

E. Management representatives shall not be present during the Union portion of the
orientation.

12



The Union agrees to not engage in speech during the orientation meeting that
could cause substantial disruption or material interference with District activities.

An employee’s attendance at the new employee orientation, including the portion
conducted by the Union, is mandatory. An employee who is unable to attend the
new employee orientation in person may request to attend and be approved to
participate in another new employee orientation offered by the District that is
close in time to the original orientation. Attendance includes the Union portion of
the orientation.

Designated Union representatives who are District employees and are conducting
the orientation may attend and travel to and from the orientation on paid leave not
to exceed one (1) hour per orientation provided the Union provides Personnel
with the employee’s name at least five (5) business days prior to the orientation.
Employees shall be released for this purpose unless unusual operational needs
interfere with the release, in which case the employee and the Union will be
provided with a written explanation of why the employee could not be released.
In the event the Union designated employee is denied release due to operational
needs, the Union shall be allowed to designate an alternate representative for the
orientation.

Each quarter of each calendar year, the District will provide the Union with a
digital file via a Union designated email address, containing the following
information, to the extent the District has the information on file and in its
database, for all bargaining unit employees:

Name

Job title

Department

Work location

Work, home, and personal cellular telephone numbers

Personal and work email addresses on file with the District (new hires
only)

e Home address

The District will also provide this same information to the Union in this same
manner, but at the end of each month, for all new hires.

Any District employee may opt out, via written request to the District (copy to the
Union), of this disclosure of the employee’s personal information.

13



6.6

6.7

6.8

Bulletin Board

The District will furnish for the use of the Union, reasonable bulletin board space at
reasonable locations. Such bulletin board space shall be used only for the following
subjects and other subjects upon agreement by both the Union and the APCO or his/her
designee:

Union recreational, social, and related news bulletins;
Scheduled Union meetings;

Information concerning Union elections or the results thereof;
Reports of official business of Union and,;

All material shall clearly state that it is prepared and authorized by the Union.

The Union agrees that notices posted on the District bulletin boards shall not contain
anything which may reasonably be construed as maligning the District or its
representatives.

Use of District Mail Boxes and E-mail System

The Union may use the District mail box system and email system for the following
limited purposes:

To deliver communications to management personnel.
To deliver communications between employees in this bargaining unit and the
union.

Deduction of Union Dues

The District agrees to deduct Union Dues on a bi-weekly basis, rather than monthly basis,
except for when there are three (3) pay periods in one month there will be no deductions
in the third pay period.

A. Membership Status: The Union shall notify the District regarding which unit
members are members of the Union.

Payroll Deduction: Unit employees becoming Union members shall pay any

applicable dues via payroll deduction. The District will deduct each pay
period Union membership dues/fees from the wages of those employees.

14



6.9

6.10

. Reinstatement: Upon reinstatement of any unit employee, or upon return from

an unpaid leave of absence or recall from layoff, the employee shall have their
deductions resumed based on the same status they had previously if they are
still a member of the Union. Those deductions shall resume on the first pay
period in which they return to work.

. Promotion/Change in Job Title: Upon promotion or any change in job title or

classification the employee shall continue to have their deductions continue
based on the same status they had previously if the employee remains a
member of the Union.

. The Union dues will be deducted each pay period and remitted, along with a

list of the names and employee numbers of those for whom the deductions
were made to the Union by the 15 of the month following the month for
which deductions were made. This deduction report shall be submitted in an
electronic format for importing and posting purposes.

. Voluntary COPE: Any member who chooses to contribute to the COPE fund

may do so by submitting a COPE authorization form to the Union specifying
the amount they choose to have deducted each pay period. Such authorization
will stay in effect until the member requests in writing to the Union that such
deductions shall be stopped. If any contributing member is no longer in a
position subject to this MOU their deduction will be stopped by the District
and the Union will be advised both of the reason and their separation date.
The Union will forward to the District a copy of any such authorization forms
requesting to start or stop any such COPE deductions.

Union agrees to provide District with updated dues structure at least one
month prior to the effective date of the change. Questions regarding dues
deduction should be directed to SEIU Local 521 staff,

Indemnification

The Union indemnifies and holds the District, its officers, and employees acting on
behalf of the District, harmless and agrees to defend the District, its officers, and
employees acting on behalf of the District, against any and all claims, demands, suits, and
from liabilities of any nature which may arise out of or by reason of any action taken or
not taken by the District under the provisions of this Article 6, Section 1 and 8.

Labor and Management Mectings

Upon request from either party, both the District and the Union shall meet to discuss
issues pertaining to the operation, conditions of employment, and Labor-Management
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6.11

issues. The purpose of these meetings is to enhance communication in order to maintain
and improve Labor-Management relations. Employees attending as Union
Representatives during their regularly scheduled work hours shall not lose any paid time
to attend these meetings. Meetings shall be limited to no more than two (2) hours.
Nothing in this paragraph is intended to affect management rights pursuant to Article 7
of this MOU, nor grant meet and confer obligations beyond those specified in existing
state law.

Contract Negotiations

During negotiations over the terms of the Memorandum of Understanding between
the District and the Union, the Union shall have the right to maintain a team of no
more than three (3) members, not including SEIU staff, and one (1) alternate in the
event a regular bargaining team member is unable to attend negotiations. Substitution
of an alternate team member shall not impact District operations by occupying all
members of a job family during duty hours.
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ARTICLE 7. MANAGEMENT RIGHTS

The District will continue to have, whether exercised or not, all the rights, powers and authority
heretofore existing, including, but not limited to the following: determine the standards of
services to be offered by the constituent departments; determine the standards of selection of
employment; direct its employees; take disciplinary action; relieve its employees from duty
because of lack of work or for other legitimate reasons; issue and enforce rules and regulations;
maintain the efficiency of governmental operations; determine the methods, means and personnel
by which the District operations are to be conducted; determine job classifications of District
employees; exercise complete control and discretion over its work and fulfill all of its legal
responsibilities. All the rights, responsibilities, and prerogatives that are inherent in the District
by virtue of all Federal, State, and local laws regulations provisions cannot be subject to any
grievance or arbitration proceeding.

The exercise of the foregoing powers, rights, authority, duties, and responsibilities by the District
Board, the adoption of policies, rules, regulations and practices in furtherance thereof, and the
use of judgment and discretion in connection therewith shall be limited only by the specific and
express terms of this MOU and then only to the extent such specific and express terms hereof are
in conformance with the Constitution and laws of the United States and the Constitution and
laws of the State of California.

The exercise by the District through its Board and management representatives of its rights
hereunder shall not in any way directly or indirectly, be subject to the grievance procedures set
forth herein.
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ARTICLE 8. CONCERTED ACTIVITIES

The parties to this MOU recognize and acknowledge that the services performed by the District
employees covered by this MOU are essential to the public health, safety, and general welfare of
the residents of the District. The Union agrees that under no circumstances will the Union
recommend, encourage, cause or permit its members to initiate, participate in, nor will any
member of the bargaining unit take part in, any strike, sit-down, stay-in, sick-out, slowdown, or
picketing?, (hereinafter collectively referred to as work-stoppage), in the District to curtail any
work or restrict any production, or interfere with any operation of the District. In the event of
any such work-stoppage by any member of the bargaining unit, the District shall not be required
to negotiate on the merits of any dispute which may have given rise to such work-stoppage until
said work-stoppage has ceased.

In the event of any work-stoppage, during the term of this MOU, whether by the Union or by any
member of the bargaining unit, the Union by its officer, shall immediately declare in writing and
publicize that such work-stoppage is illegal and unauthorized and further direct its members in
writing to cease the said conduct and resume work. Copies of such written notice shall be served
upon the District. In the event of any work-stoppage the Association promptly and in good faith
performs the obligations of this paragraph, and providing the Union had not otherwise authorized
such work stoppage, the Union shall not be liable for any damages caused by the violation of this
provision.

The District shall have the right to discipline, which may include discharge, any employee who
instigates, participates, or gives leadership to any work-stoppage activity herein prohibited, and
the District shall also have the right to seek full legal redress, including damages against such
employee.

2 With the sole exception of “Lawful informational picketing” which is defined as peaceful picketing and
which occurs outside the District office and outside of the employees’ work hours.
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ARTICLE 9. SAFETY

9.1

9.2

General Safety

The District recognizes its obligation to provide a safe place of employment for its
employees, and comply with Labor Code 60401.7 and General Industry Order 3203,
Injury and Illness Prevention Program. To assist in accomplishing this goal, it is agreed
that the District reserves the right to administer reasonable department rules and
regulations.

The Union agrees that it is the duty of all employees to comply with all reasonable rules
and regulations and to be alert to all unsafe places, equipment and conditions and to
report any such unsafe practices or conditions to employee’s immediate supervisor.

Injury & Iliness Prevention Program

The District will appoint a Safety Officer who will implement an Injury and Illness
Prevention Program which will include the following elements:

1. Safety communication system with employees.

2. Procedures for correcting unsafe/unhealthy conditions, and

3. An open file for record keeping and documentation containing: date, issue,
and action taken.

The actual structure, design and operation of the Injury and Illness Prevention Program is
within the complete control and discretion of the District.

For each reported safety issue in which a corrective action is requested by an employee, a
response will be sent to the employee describing:

The issue.

Whether corrective action will be taken.

The reasons for no action.

The corrective action that will be taken, or had been taken, and
The time frame for the corrective action.

M e

Copies of all written reports of safety issues and all responses will be maintained in the
central file described in (3) of the first paragraph of this section.
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9.3  Grievance Application

This article is subject to the grievance procedure as set forth in Article 26, “Grievance
Procedure”, but shall not be subject to Article 26.5.D. “Step 4-Arbitration”, of this MOU.
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ARTICLE 10. SALARIES

10.1

10.2

10.3

10.4

Basic Pay Plan

The basic pay plan consists of the salary ranges and the assignment of classes to such
ranges as provided in the District salary schedule. Each employee shall be paid within
the range for his/her class unless otherwise provided for in this Article 10.

Salary Adjustments

The hourly rate salary steps for all classes in this representation unit shall be increased
by 2.0% effective the first full pay period in July 2021, or after ratification by both
parties, whichever occurs later.

The hourly rate salary steps for all classes in the representation unit shall be
increased in accordance with the San Francisco-Oakland-Hayward Consumer Price
Index, with a two percent (2%) minimum up to a three percent (3%) maximum,
effective the first full pay period in July 2022 and July 2023,

Hours of Service for Purposes of Step Advancement

A. Defined

Paid hours of work and hours of paid leave of an employee within the number of
authorized hours of the position occupied by the employee shall constitute hours
of service. Hours worked in excess of the number of hours authorized for the
position, whether overtime or not, shall not be included in hours of service.
Unpaid absences, whether authorized or not, shall not be included in hours of
service.

B. Beginning Date
Hours of service for purposes of step advancement accrue by job classification,

beginning from the most recent date of appointment to that classification, except
as otherwise provided in this Article 10.

Step Advancement in Salary Ranges

A. Standard Steps (Steps One through Five)
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Step advancements are predicted upon merit and length of service, and each full-
time or part-time employee in a budgeted position may receive an advancement to
the next higher, standard step in the salary range for his/her classification, after
completion of 2080 hours of satisfactory or better service at the employee’s
current step, as evidenced by a standard or better performance evaluation rating.

Special Additional Sixth Step
An employee in a budgeted position in this representation unit shall be eligible for
advancement to the special, additional sixth step in the District salary table for

his/her classification, provided that all of the following conditions are met:

1. The employee is currently at Step 5 of the salary range for this/her
classification or in a directly related class series defined herein; and

2. The employee has 20,800 or more continuous hours of service with the
District?; in the class and

3. The employee’s performance for the previous four years meets or
exceeds the following standards: an average value of A2” on the
employee evaluation.

4. The APCO recommends the advancement.

Employees who may not have received an annual evaluation in any year of
service will be considered to have met the minimum criteria for the Step 6

Advancement for that rating period.

The APCO may, under exceptional circumstances, waive the performance
standards required above.

Step six shall be placed ten percent (10%) above Step 5.

Step Placement and Step Advancement upon Appointment to Higher Class

3 For purposes of this part (10.3B), a break in continuous service shall be deemed to have not occurred
when an employee in a budgeted position is laid off and reemployed in a budged position by the District
within one year from the date of layoff.
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10.6

10.7

A higher class is one in which the fifth step hourly rate of the salary range for the new
class is greater than the fifth step hourly rate of the salary range for the current class;

An employee who is appointed to a higher class which is in this representation unit shall
be placed at the step in the salary range for the higher class which is closest to the hourly
rate in the lower class but which provides at least a five percent (5.0 %) increase;
provided that the employee’s salary in the new class is not less than the minimum of the
salary range nor greater than the maximum of the salary range for the new class.

For purposes of accrual of hours for step advancement, the beginning date shall be the
most recent date of appointment to the higher class.

Step Placement and Step Advancement upon Appointment to an Equal Class

An equal class is one in which the fifth step hourly rate of the salary range of the new
class is the same as that for the current class.

Upon appointment to an equal class, the employee shall retain the same step.

Upon appointment to an equal class, hours of service accrued in the former class for
purposes of step advancement shall apply to the new class.

Step Placement and Step Advancement upon Appointment to a Lower Class

A lower class is one in which the fifth step hourly rate of the salary range for the new
class is less than the fifth step hourly rate of the salary range for the current class.

Demotion in Lieu of Layoff

An employee who voluntarily demotes to a lower class, including a voluntary demotion
in lieu of layoff shall be placed at the same step in the new salary range as she/he was
receiving in the salary range of the higher class (e.g., Step 3 to Step 3), and hours of
service accrued in the step in the higher class shall be credited towards step advancement
in the lower class.

Reclassification of Position to Lower Class; Y-Rate

An employee whose position has been allocated to a lower class shall have his/her salary
Y -rated (frozen).

23



10.8

10.9

An employee who is placed on Y-rate shall retain his/her hourly salary rate of the higher
class until such time as the maximum salary of the lower class exceeds the employee’s Y-
rated (frozen) salary,

At such time as the salary for the lower class exceeds the employee’s Y-rated salary, the
employee shall be placed at the salary step in the range of the “lower” class which is
closest to but exceeds the employee’s Y-rated salary.

Step Placement and Step Advancement upon Re-employment

An employee who is laid off from a budgeted position of the District and who is re-
employed in the same job class in a budgeted position of the District within one year
from the date of layoff shall be placed at the same step of the salary range the employee
held in that class at the time of layoff, and hours of service for purposes of step
advancement which the employee held at the time of layoff shall be restored.

Effective Date of Step Advancement

Step advancements which would be effective the first week of the pay period shall have
an effective date of the first day of that pay period; step advancements which would be
effective the second week of the pay period shall have an effective date of the first day of
the next pay period. Upon appointment to an equal class, the employee shall retain the
same step.
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ARTICLE 11. CONTRACTING OUT

11.1

11.2

General

The District agrees to meet and consult with the Union on at least ten (10) working days
in advance on the impacts of a decision to contract out for services which would displace
current represented employees. “Displace” is defined as termination or downward
classification due to lack of work.

Interns

The District shall not use Interns for the purpose of eroding bargaining unit work. The
Union and the District understand the importance of providing learning opportunities to
future public employees who will bring value to public services in Monterey, San Benito
and Santa Cruz. The District shall not utilize more than four (4) interns, and shall limit
interns to six (6) months in a calendar year. The District shall provide the union
information on the use of Interns at the Labor Management meetings to assist monitoring
the use of Interns.
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ARTICLE 12.WORKING OUT OF CLASSIFICATION

12.1

Working Out of Classification

When an employee in this representation Unit is assigned in writing by the District to
perform and performs the majority of the duties of a position in a higher class whose
salary is at least five percent (5%) higher than the range of the employee’s regular class,
that employee shall be compensated at the step in the higher class that provides an
increase to the assigned employee of at least five percent (5%). The assignment must be
for one full pay period or longer, but in no instance shall a Unit employee exceed a total
of 960 hours in out-of-class appointment for any fiscal year when prohibited by law.
Such additional compensation shall begin on the first working day of the second pay
period of such assignment.

Training is not considered working out of class.
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ARTICLE 13. HOURS OF WORK/HOURS OF SERVICE/PROBATION

13.1 Hours of work
A. Basic Work Week

The basic work week for all employees in this representation unit shall consist of 40
hours, eight hours a day, five days a week, Monday through Friday.

B. Alternate Work Week

Employees may work an alternate work week that provides for 40 hours per seven
day period, provided that said alternate work week is approved in advance by the
District.

C. Changes between Basic and Alternate Work Week

1. An employee may file a written request for change in work week with the
District. Management may approve or disapprove such request.

2. Management reserves the right to change an employee’s work week as
required by legitimate business necessity.

a. When making such change, management will notify the employee in
advance of the change.

b. When directing a change for a particular employee, management will
consider primarily the employee’s length of service with the District,
skills and experience.

3. All changes between work weeks will begin the first day of the first pay
period following approval of such change.

D. Flex Schedule

Employees may work a “flex schedule” that differs from a basic work week when
approved in advance by an immediate supervisor or manager. In no instance shall an
employee work seven consecutive days in any work week. In no instance shall an
employee be mandated to work a “flex schedule.”
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E. Meal Periods

All full time employees shall be granted a meal period of not less than thirty (30)
minutes, which shall occur at approximately the mid-point of the shift. Meal period
must be taken and cannot be waived, added to breaks or used to leave early. Meal
periods are not counted as time worked.

F. Break Periods

All full-time employees shall be given the opportunity to take two twenty (20) minute
breaks. Unless otherwise authorized, one break is to be taken between 9 a.m. and 11
a.m. and the other between 1:30 p.m. and 3:30 p.m. Part-time employees will be
given a break schedule in compliance with State law. Breaks may not be
consolidated, added to meal period or used to leave early or arrive late. Break time is
counted as time worked.

13.2  Scheduled Hours
A. Full-time employees

The authorized hours of a budgeted position constitute the normally scheduled
hours of work for an employee in that position (e.g., 40 hours a week are the
normal schedule of work hours for an employee in a full-time position, and 20
hours a week are the normal schedule of work hours for an employee in a half-
time position). However, “normal” work hours shall not be construed to mean a
guarantee of hours of work. Scheduled hours of work for an employee may be
less than those authorized for the position occupied by the employee because of
decreased workload, weather, closure of facilities, and other short-term
conditions.

The scheduled hours of work of an employee may be reduced on a continuing
basis by Board action in accordance with layoff provisions.

B. Part-time employees

Authorized hours worked by an employee in a budgeted, part-time position in
excess of the scheduled hours of work of the position shall be compensated in
cash at the employee’s base hourly salary rate up to forty (40) hours in one-week
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work period. Such straight time pay for non-overtime hours worked in excess of
the employee’s scheduled hours shall not be a factor or credit for purposes of step
advancement, contributions to PERS, paid leave accrual, or seniority.

13.3  Hours of Service
A. Application

Hours of service, as defined herein (Article 13.3) shall apply to: vacation, sick
leave, compensatory time taken, and probation.

B. Defined

Paid hours of work and authorized hours of paid leave of an employee within the
authorized hours of the budgeted position occupied by the employee shall
constitute hours of service. Hours worked in excess of the number of hours
authorized for the position, whether overtime or not, shall not be included in
hours of service. Unpaid leave, whether authorized or not, shall not be included
in hours of service.

C. Cancellation of accrued hours

Separation of an employee from a budgeted position in District service for any
reason shall cancel any accrued hours of service for that employee except for:

(1) specific provisions of this MOU regarding the layoff of a District employee
from a budgeted position and subsequent reemployment by the District of the
employee in a budgeted position within one year from the date of layoff;

(2) reinstatement of an employee who was dismissed from a budgeted position
pursuant to Article 22 (Disciplinary Actions).

13.4  Probation
A. Term of Initial Probationary Period
Upon initial hire and appointment to a permanent position, an employee shall

serve a probationary period of nine (9) months commencing the first working day
of said appointment. During the probationary period, an employee shall serve at
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the pleasure of the Appointing Authority. The probationary period does not
include time served as a temporary, part time, or emergency appointee nor any
period of continued leave of absence without pay exceeding thirty (30) days.

Evaluations During Initial Probationary Period

A minimum of one (1) performance evaluation shall be completed after the initial
appointment date. Failure to complete an evaluation within the probationary
period does not bar the employee from successfully completing the probationary
period. Completing the evaluation is not a prerequisite to release of an employee
during the probationary period.

Extension of Initial Probationary Period

The APCO may, with written notification, extend the initial probationary period
of an employee for a period not to exceed six (6) months. Such notification shall
define the duration of the extension and the standards that must be met in order
for the employee to successfully complete the probationary period.

Probationary Period Upon Appointment to a Different Classification

Upon appointment of a district employee to a classification with clearly defined
distinguishing characteristics from those of their original classification, and
provided that the initial nine month probationary period has been completed, the
employce shall serve a probationary period of three (3) months commencing the
first working day of said appointment. The probationary period does not include
time served as a temporary, part time, or emergency appointee nor any period of
continued leave of absence without pay exceeding thirty (30) days.

In the event that the employee has not yet completed the initial probationary
period, they shall be required to complete either the remaining duration of the
initial nine (9) month probationary period or the three (3) month “appointment to
a different classification™ probationary period, whichever is greater.

Extension of Probationary Period Upon Appointment to a Different Classification

The APCO may, with written notification, extend the probationary period of an
employee appointed to a different classification as defined in 13.4.D for a period
not to exceed three (3) months. Such notification shall define the duration of the
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extension and the standards that must be met in order for the employee to
successfully complete the probationary period.

Release from Probationary Period Upon Appointment to a Different Classification

Any employee who does not successfully complete the probationary period upon

appointment to a different classification, as defined in 13.4.D, shall have the right

to return to their former position provided the following conditions are met:

e permanent status in the former classification was obtained;

e a vacant position in the employee’s prior classification exists; and

e the employee has not been discharged for cause during the probationary
period.

In the event that there is no appropriate vacant position, the employee may elect
to follow the procedure outlined in 25.4 Re-employment of Permanent
Employees. Any employee so electing to pursue re-employment as defined in
25.4, must notify the APCO in writing within ten (10) working days of
notification that they will not be returning to their former classification.
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ARTICLE 14. OVERTIME

14.1

14.2

14.3

Authorization

If, in the judgment of the APCO or his/her designee, extra hours are required to be
worked by an employee for the accomplishment of District business, the APCO or his/her
designee may authorize and require the performance of said extra hours of work.
Employees cannot work overtime without the express, advanced approval of the APCO
of his/her designee. Advanced approval may include written instructions from the APCO
or his/her designee for standard situations, and such instructions may change from time to
time.

Definition (See also Article 13, Hours of Work/Hours of Service)

A. Work Period/Basic Work Week

A one-week work period is defined as seven (7) consecutive days, commencing
on Monday at 0001 hours and ending the next Sunday at 2400.

B. Overtime defined for a basic work week

For employees who are scheduled to work eight hour days on an on-going basis,
overtime is defined as authorized time worked either in excess of (8) hours a day
or in excess of 40 hours in a one-week work period.

C. Overtime defined for an alternative work schedule

For employees who are not scheduled to work eight hour days on an on-going
basis, but are working an approved alternative work schedule, overtime is defined
as authorized time worked in excess of 40 hours in a one-week work period.

Computation

For purposes of this Article 14 only, paid holiday leave hours and paid vacation leave
hours shall be considered as hours worked for the purpose of computing overtime. For
alternate workweeks, vacation time shall not be used as an add-on to paid holidays or
partial days to create an overtime situation. Once 40 hours have been reached prior to the
scheduled end of the workweek, no vacation or comp hours will be used to fill a
subsequent day off.

Any other form of paid time off from work for any purpose, unless specifically provided
otherwise in this Article 14, shall not count as hours worked for purposes of overtime,
including but not limited to: sick leave; compensatory time off; jury leave; witness leave;
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suspension with pay. Such paid time off shall not be used as an add-on to paid holiday or
partial days to create payment for more than 40 hours in a workweek.

All hours worked and all hours of paid leave must be shown on the time card for the work
period in which those hours were worked and hours of paid leave were used. Each work
period stands alone. There may be no carry over or transference of hours worked, paid
leave, or leave without pay between work periods.

14.4 Compensation

A.

Employees shall receive payment in cash for all overtime worked in the amount
of one and one-half time the hourly regular rate, except as provided immediately
below.

At the discretion of the APCO or his/her designee, employees may receive
compensatory time for overtime work in lieu of cash when such overtime is for
hours worked in excess of the basic work week or the alternative work schedule.
Such compensatory time shall be computed at the rate of one and one-half hours
of compensatory time for each hour of overtime worked. However, overtime
shall be compensated in cash whenever and to the extent that overtime would
result in accrual of compensatory time for the employee in excess (80) hours.
(Eighty hours of accrued compensatory time represents 53.33 hours of overtime
work.)

Regardless of whether overtime is compensated in cash or compensatory time,
any differential/premium applicable in the work period when the overtime is
worked shall be shown on the time card for that period, and shall not be shown on
the time cards when any resultant compensatory time is taken off.

An employee in this representation unit who is being appointed to another
position in the District must use or be paid off for any accrued compensatory time
by the time of appointment to the position outside this unit. A District employee
from outside this representation unit who is being appointed to a position in this
representation unit must use or be paid off for any accrued compensatory time by
the time of appointment to a position in this representation Unit.

An employee who separates from District service shall have all accrued
compensatory time paid off in cash at the appropriate “regular rate.”
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E. At the discretion of the District, accrued compensatory time of employees may be
periodically paid off in cash. Such accrued compensatory time shall be paid off at
the “regular rate” applicable to the work period in which the payment is made.

F. Except for the Commute Alternative Program, no compensatory time of any type
can be accrued except as provided in this Article 14 for hours worked over the
amount provided for basic work week or the alternative work schedule.

14.5 Compensatory Time Off

If an employee makes a request in writing to take off accrued compensatory time and
gives reasonable advance notice, and said time off does not unduly disrupt the operations
of the District, the District shall grant the request.

The District cannot require employees in this representation unit to take compensatory
time off for the purpose of avoiding overtime pay.
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ARTICLE 15. SPECIAL PAY PRACTICES

15.1

15.2

15.3

15.4

General (No Pyramiding)

Each type of differential pay shall be applied separately against the base hourly rate of
the employee receiving the differential. Pay differentials shall not be added to the
employee’s base hourly rate for the purposes of determining payoffs of accrued leave or
other benefits.

The differentials provided for in Article 15 shall be effective on the first day of the first
full pay period of assignment. Such differentials shall cease at the end of the last pay
period of assignment, unless the employee separates prior to the end of the pay period.

Bilingual Skill Differential

With the approval of the APCO or his/her designee, an employee who is requested to
provide services to the public, whether verbally or in writing, in a language other than
English may be granted Bilingual Skill Differential of $45.00 per month.

No employee will be approved for a Bilingual Skill Differential until that employee has
demonstrated competency in the designated second language to the satisfaction of the
APCO or his/her designee.

It shall not be required that said employees provide such services any specific number of
times during the month. Nor shall there be any reductions for time not worked.

Standby Duty
Bargaining unit members shall not be required to perform standby duty.

Call Back

When an employee is unexpectedly called back and must report to a work site in response
to a directive from management because of unanticipated work requirements, that
employee shall receive his/her base hourly rate, or the appropriate overtime rate under
FLSA, for a minimum of two (2) hours or actual time worked, whichever is greater.

Travel time to and from the work site shall be considered time worked.

Once an employee has initially been called back to duty under call back conditions, no
additional call back minimum shall be credited for any subsequent call back which occurs
within the initial two hour minimum period. Only one call back minimum will apply
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when any subsequent call back(s) occur which are more than two (2) hours after
completion of any prior call back period, i.¢., the maximum number of call backs which
can occur are two.

36



ARTICLE 16. PUBLIC EMPLOYEES RETIREMENT SYSTEM

16.1 Excluding new members, as defined by the Public Employees Pension Reform Act of
2013 (PEPRA) unit employees shall receive the PERS 2% at 55 retirement formula.
Employees currently pay five percent (5%) of the seven percent (7%) employee
contribution toward PERS.

16.2  Effective January 1, 2013, the Public Employee’s Pension Reform Act (PEPRA) will
apply to new members of CalPERS.

A new member is defined as any of the following:

1. A new hire who is brought into CalPERS membership for the first time on or
after 1/1/13, and who has no prior membership in a California public
retirement system.

2. A new hire who is brought into CalPERS membership for the first time on or
after 1/1/13, and who is not eligible for reciprocity with another California
public retirement system.

3. A member who first established CalPERS membership prior to 1/1/13, and
who is rehired by a different CalPERS employer after a break in service of
greater than six (6) months.

If a member has a break in service of more than six months but returns to service with the
same employer, the member will not be considered a new member under PEPRA.

16.3  As non-safety employees, under PEPRA, new members shall receive the 2% at 62
retirement benefit formula. Plus, the member contribution rate for new members under
PEPRA is fifty percent (50%) of normal cost expressed as percentage of payroll
determined by CalPERS.

16.4 The District agrees to contract with PERS to provide Section 21574 Fourth Level 1959
Survivor Benefits.
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ARTICLE 17. EMPLOYEE INSURANCES

17.1

17.2

Plan Documents Controlling

The plan documents for insurances specified below (health, dental, vision, disability, life)
are controlling.

Medical Insurance

Employees in this representation unit may enroll in a health plan offered by P.E.R.S. in
accordance with the provisions of the Public Employees’ Medical & Hospital Care
Program. Employees have the option of enrolling their eligible dependents in this
program.

For active eligible employees in budgeted positions who elect to participate in such
program, the District shall contribute to P.E.R.S Public Employees Medical & Hospital
Care Program a Minimum Employer Contribution (MEC) according to Section 22892 of
the Public Employees’ Medical and Hospital Care Act (PEMHCA).

Employees in this Representation Unit hereby authorize the District to make a payroll
deduction in the amount equivalent to the remainder of the premium required for the
Public Employees Medical and Hospital Plan in which they and their dependents are
enrolled.

The District agrees to pay the required P.E.R.S. administrative fee based upon the plan
selected by the employee for active, eligible employees in budgeted positions who elect
to participate in the Public Employees Medical & Hospital plan program.

Should P.E.R.S. require a contribution to the Public Employee’s Contingency Reserve
Fund, the District will be responsible for providing the funding for this contribution.

. Pre-Tax Dollar Program. The District will make available to members of this

Representation Unit voluntary program of pre-tax dollar contributions as provided in
Internal Revenue Code Section 125. Should it be determined that this program is in
conflict with provisions of the Internal Revenue Code or any other relevant law or
regulations which would subject the District and/or its employees to a penalty, the
program shall be suspended.
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17.3

17.4

17.5

17.6

17.7

Payroll contributions shall normally be deducted in equal deductions in two pay periods
in a month (e.g., one-half in the first pay period and one-half in the second pay period).
However, for the new enrollees, terminating employees and enrollees going on or
returning from an unpaid absence, the entire premium will be deducted in one pay period
of the month, rather than two.

Dental Insurance

The District agrees to pay the premium for a dental plan for employees and eligible
dependents during the term of this agreement. The District agrees to maintain the
maximum coverage of $2,500 while maintaining the current deductible.

Optical

The District agrees to pay the premium for optical insurance for employees and eligible
dependents during the term of this agreement. The District agrees to provide coverage
for new frames on a yearly basis.

Life

The District agrees to provide twenty thousand dollars ($20,000) in term life insurance
for employees during the term of this agreement, effective as early as practicable.

All Insurance

The District continues to have the right and the obligation to administer the various
insurance programs. These rights and obligations include but are not limited to the right
to select the carriers and insurance claims administrators after prior meet and confer with
the Union. In the event a change in insurance carrier is made, an open enrollment period
will be authorized.

Disability

The District shall provide the following long term disability (LTD), short term disability
(STD) and accidental/disability plan:

e The long term disability (LTD) and short term disability (STD) will provide for
benefits according to the plans discussed through Labor and Management
Meetings as defined in Article 6, Union Rights of this Agreement, and mutually
agreed to between SEIU and the District. Quality and cost efficient health care
options will be explored. Enrollment in the mutually selected disability plan is
mandatory with payments by contribution of 50% of the premium by employees
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17.8

17.9

and by contribution of 50% of the premium by the District on a pro rata basis
based on wages earned.

The District will offer a supplemental accidental/disability plan through AFLAC
or a comparable plan. Enrollment in this plan is voluntary with payments made
wholly by the employee.

Employee payroll deductions for this benefit shall be made in the first two pay periods of
any month in which there are three pay periods.

Continuation of Insurance during Absences without Pay

A.

With the exception of employees on approved pregnancy disability leave
(“PDL”), employees granted leaves of absence without pay or employees
suspended without pay, must pay in advance for all insurance coverage during the
absence. Such employees must notify the District’s Administrative Services
Manager and make arrangements for payment of insurances in advance.
“Advance” as used in this Article 17 means on or before the first working day of
the pay period for which compensation will not be earned or received by the
employee.

The only exception to advance payment is in the case of an emergency beyond the
control of the employee and where payment shall be made at the earliest possible
time after the leave commences.

Unless otherwise specifically provided under Federal or State law, if the
employee does not pay for insurance coverage during the absence without pay,
he/she is treated like a new employee upon return from the unpaid leave in terms
of when coverage begins for each type of insurance. Unless otherwise
specifically provided under Federal or State law, should employees and/or their
dependents not be covered during an absence without pay, they may be treated as
initial enrollees for insurance for purposes of qualification period and benefits,
including deductions and co-payments, upon return of the employee to active
employment.

Liability of Employee for Ineligible Dependents

Employees shall be liable for payment for all services received by ineligible dependents
and for any contributions made on the dependent’s behalf by the District for all employee
insurances. It is the responsibility of each employee to provide written notification to the
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District’s Administrative Services Manager and the applicable insurance carrier upon any
enrolled dependent(s) becoming ineligible.

17.10 Medical Coverage—Retired District Employees

A.

Employees in this Representation Unit who retire through P.E.R.S. may enroll in
a P.E.R.S. health plan as provided under the Public Employees’ Medical &
Hospital Care Program.

For the term of this MOU, the District agrees to contribute the statutory amount
per month for eligible retirees from this Representation Unit who are enrolled in a
P.E.R.S. Public Employees’ Medical & Hospital Program health plan. The
District’s monthly contribution for retirees will increase annually by a rate
determined by P.E.R.S. until it equals the District’s monthly contribution for
employees.

The “cap” or “limit” on District contributions specified above shall continue and
be part of the subsequent MOU for this Representation Unit, notwithstanding any
other provision of this agreement or of law.

Nothing in this agreement guarantees continued health insurance coverage upon
or after the expiration of this agreement and the underlying MOU for retirees,
their dependents, or their survivors. The District reserves the right to make
modifications to retiree health coverage, including termination of coverage, upon
or after the termination of this MOU.

17.11 Employee Assistance Program

The District provides an Employee Assistance Program through MHN or comparable

plan.
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ARTICLE 18. PAID LEAVE

18.1

18.2

Holidays Specified

For employees in this representation unit, the following are holidays during the term of
this agreement:
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New Year’s Day

Third Monday in January, Martin Luther King Jr.’s. Birthday
Third Monday in February, Presidents’ Day

Last Monday in May, Memorial Day

Independence Day

First Monday in September, Labor Day

Veterans’ Day

Fourth Thursday in November, Thanksgiving Day

Friday after Thanksgiving

. Christmas Eve
. Christmas Day
. Personal Holidays: Employees are awarded two floating holidays per calendar year.

Floating holidays must be taken in 8-hour increments, or increments constituting a
full day for part-time employees working less than 8-hour days and may be scheduled
and taken on any regular workday during each calendar year, subject to advance
scheduling and supervisory approval. Floating holidays not used in the year awarded
will be forfeited. In addition, terminating employees will not receive pay for any
unused floating holiday.

If any of the above listed holidays falls on a Saturday, the preceding Friday shall be a
District holiday. If any one of the above listed holidays falls on a Sunday, the following
Monday shall be a District holiday. If Monday is also a holiday, then that holiday shall
be observed on Tuesday.

Work on Holiday

Employees in this representation unit who are required to work on a holiday shall, in
addition to their hours of holiday leave, receive either:

(1) Hours off on another day in the same one-week work period which are equivalent
to the number of hours worked on the holiday; or

(2) Straight time pay for each hour worked on the holiday.
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18.3

The method of compensation under (1) or (2), above, shall be determined by the APCO
or his/her designee after consultation with the affected employee.

General Provisions
A. Qualification for Pay

In order to qualify for holiday leave, the employee is required to work or be in a paid
status (e.g., vacation, sick leave, compensatory time off) on his/her last scheduled work
day prior to the holiday and his/her first scheduled work day following the holiday.

B. During Paid Leave

A holiday falling within a period of leave with pay shall not constitute a day of such paid
leave, €.g., a holiday falling during a period of vacation shall constitute holiday leave and
not vacation.

C. Flexible Work Schedule

Employees whose work schedule is different (i.e., other than Monday through Friday, 8
a.m. to 5 p.m.) shall be granted the same number of hours off from their work as
employees on a normal work schedule because of holiday.

D. Part-time Employees

Employees in budgeted, part-time (requiring between 20 and 39 hours of work per week)
position shall receive holiday leave as follows:

1. Holiday compensation shall be provided only for hours which are proportionate to
those budgeted for the part-time employee’s position (e.g., an employee working
in a half-time, or 20 hour a week, position would receive four hours of holiday
compensation.)

2. Holidays that occur on a day other than the part-time employee’s regularly
scheduled work day shall be compensated either by salary at straight time or by
allowing the part-time employee to take time off in the same one-week work
period for the hours which are proportionate to the part-time position.
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3. In order to qualify for the holiday compensation, the part-time employee is
required to work or be on a paid leave (e.g., vacation, sick leave) on his/her last
scheduled work day prior to the holiday and his/her first scheduled work day
following the holiday.

18.4 Vacation
A. Accrual

1. Accrual Rates
Employees in budgeted positions in this representation unit shall accrue
vacation as follows:

Employees with 0 — 20,800 hours of continuous service (approximately to
the end of 9 years) will accrue .0577 hours of vacation per hour of service
(approximately 15 days a year)

Employees with 20,801 - 41,600 hours of continuous service
(approximately 10 years of service to the end of 19 years of service) will
accrue .0769 hours of vacation per hour of service (approximately 20 days
a year).

Employees with more than 41,600 hours of continuous service
(approximately 20 years of service and over) will accrue .0961 hours of
vacation per hour of service (approximately 25 days a year).

Vacation hours accrued in one pay period shall be available for use in the
next pay period.

2. Reemployment

Any employee who has been laid off from a budgeted position of the
District and who is reemployed by the District in a budgeted position
within one year of the date of layoff shall be credited with hours of service
accrued prior to layoff for purposes of determining the appropriate
vacation accrual rate.

B. Conditions and Limitations on Use
1. Before utilizing any vacation, employees must first obtain approval from
their immediate supervisor (or, in his/her absence, the APCO or his/her
designee).
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The District will attempt to schedule a vacation in accordance with
employee requests. However, the scheduling of vacation is subject to the
convenience of the District. Any and all previously approved vacations
are subject to immediate termination at the direction of the APCO or
his/her designee or immediate supervisor should District business so
dictate.

Increments

Vacation may only be taken in increments of one-quarter hour.

Maximum Accrual

No employee shall accrue more than three hundred (300) hours of unused
vacation.

The District shall not cause an employee who is at his/her maximum
accrual to lose vacation credit. The District may require an employee to
use vacation at the District’s convenience to avoid such loss. In the event
the District denies properly requested vacation time due to operational
needs, the District shall sell back hours to an affected employee to avoid
further harm and/or loss of accruals.

Sell Back

Any employee with a minimum of 10 years’ service and a minimum of
two hundred and sixty (260) accrued but unused vacation hours, shall have
the ability to sell back forty (40) hours of vacation time per calendar year.
To remain compliant with IRS regulations pertaining to “Constructive
Receipt”, any employee who intends to sell back vacation hours must
irrevocably elect to do so on a District form by no later than December 1
of the year prior (e.g., if employee wants to sell back twenty (20) hours in
June 2020, the employee must make the election by December 1, 2019).
If no date of sell back is specified at the time of election, the District will
automatically sell back the pre-designated amount (or any lesser available
or remaining amount) in December of the following year.

Employees must have used eighty (80) hours of vacation in the prior
calendar year in order to sell back vacation. It is at the time of sell back
not the time of election that employees must have the minimum of two
hundred and sixty (260) accrued but unused vacation hours.
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C. Vacation Payoff Upon Separation

Employees who have accrued but unused vacation shall be paid the value of such
accrued vacation up to a maximum of 300 hours at the employee’s base hourly
salary rate at the time of separation from a budgeted position of the District.
Payoff of accrued vacation upon separation eliminates all accrued but unused
vacation for an employee.

18.5 Sick Leave

A. Accrual

1.

Accrual Rate

Employees in budgeted positions in this representation unit shall accrue
sick leave at the rate of .0577 hours of sick leave per hour of service
(approximately 15 days a year).

Sick leave accrued in one pay period shall be available for use in the next
pay period.

While there is no maximum accrual of sick leave, the maximum number
of hours to which conversion upon separation applies, pursuant to Section
C, of this Article 18.5, below, shall be 1500 hours.

Re-employment

Any employee who has been laid off from a budgeted position of the
District and who is re-employed in a budgeted position by the District
within one year of the date of layoff shall have all sick leave to the
employee’s credit on the date of layoff restored; provided, however, that
such sick leave was not converted pursuant to Section C of this Article
18.5, below.

B. Approval and Use of Sick Leave

1.

Approval for Use

Use of sick leave is subject to the prior approval of the immediate
supervisor (or, in his/her absence, the APCO or his/her designee) with the
exception of the employee’s own illness or a family member’s medical
emergency. When an employee is ill, she/he is required to notify the
immediate supervisor (or, in his/her absence, the District receptionist)
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prior to 9 a.m. of that fact. The employee must submit a record of sick
leave used on a form specified by the District.

Sick leave is not for use as vacation and cannot be approved for such use.

Use
a. Sick leave can only be used for the following purposes:

(1)  For the employee’s own bona fide diagnosis, care, or
treatment of an existing health condition or preventative
care.

2 For the diagnosis, care, or treatment of an existing health
condition or preventative care for an employee’s family
member, including:

(a) Child (including a biological, adopted, or foster
child, stepchild, legal ward, or a child to whom the
employee stands in loco parentis), regardless of age
or dependency status.

(b) Parent (including biological, adoptive, or foster
parent, stepparent, or legal guardian of an employee
or the employee’s spouse or registered domestic
partner, or a person who stood in loco parentis when
the employee was a minor child).

(c) Spouse or Registered Domestic Partner.

(d Grandparent.

(e) Grandchild.

3] Sibling.

(3)  To obtain any relief or services related to being a victim of

domestic violence, sexual assault, or stalking including the
following with appropriate certification of the need for such
services:

(@ A temporary restraining order or restraining order.
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(b) Other injunctive relief to help ensure the health,
safety or welfare of themselves or their children.

() To seek medical attention for injuries caused by
domestic violence, sexual assault, or stalking.

(d) To obtain services from a domestic violence shelter,
program, or rape crisis center as a result of domestic
violence, sexual assault, or stalking.

(e) To obtain psychological counseling related to an
experience of domestic violence, sexual assault, or
stalking.

() To participate in safety planning and take other
actions to increase safety from future domestic
violence, sexual assault, or stalking, including
temporary or permanent relocation.

Sick Leave Bank

The District agrees to maintain a catastrophic illness or injury time
bank policy subject to the following conditions:

(1)

@

3)
4)

(5)

(6)

Employees must submit written requests together with
health care provider documentation of the duration of the
disability.

Employees must sign certificates of release before the time
bank announcement letter is distributed.

Time bank donations are strictly confidential.

Up to eight (8) hours of vacation and up to eight hours of
sick leave per quarter can be donated to the time bank.

Donations of vacation must be in increments of four hours
or more.

An employee may not donate vacation to the time bank that
would reduce the employee’s total accrued combined
vacation, sick and compensatory time below 40 hours.
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(7) The time bank can be used by all employees who are on a
leave of absence without pay for their full work shift.
Employees who have reduced working hours due to illness
or injury are not eligible to receive time bank hours.

&) Catastrophic illness or injury is an injury which
incapacitates an employee for an extended period of time
and because of which the employee has exhausted all of his
or her accumulated leave. A leave of absence without pay
of at least two full weeks is considered a financial hardship.

(9)  Catastrophic illness or injury is further defined as a
debilitating illness or injury of the employee.

(10)  Donations may be made only in accordance with IRS ruling
90-29, and other federal regulations.

3. Substantiation

The District may require medical certification or substantiating evidence
of illness or injury for any period of time for which sick leave is sought.

4. Increments
Sick leave may only be taken in increments of one quarter hour.
Sick Leave Conversion Upon Retirement or Death

Any and all accrued but unused sick leave is forfeited upon permanent separation
from a budgeted position of the District except as provided immediately below.

Employees in this representation unit whose service with the District is terminated
by death or retirement from the District through Public Employees Retirement
System (P.E.R.8), as specified immediately below shall receive a sum of money
equal to: thirty percent (30%) of their base hourly salary rate multiplied by the
number of hours of accrued but unused sick leave, up to a maximum of 1500
hours of such accrued sick leave.

Conversion of sick leave for purposes of retirement is subject to the following:

1) The employee must be at least 50 years of age and have a minimum of
five years’ service as a member of P.E.R.S; and
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(2) Actually retire concurrent with his/her separation from the District by
submitting a retirement application to P.E.R.S; and

3) Payment shall be made only after the District can confirm the employee’s
retirement.

In the event of the death of the employee, payment shall be made to the
employee’s death beneficiary.

18.6 Bereavement Leave

Employees in this representation unit may be granted use of District paid bereavement
leave because of the death of a father, mother, sister, brother, wife, husband, child, legal
dependent, grandfather, grandmother, stepfather, stepmother, legal guardian, father-in-
law, mother-in-law, or principle domestic partner. Such use shall be limited to 40 hours
per occurrence. Bereavement leave must be used within twelve months of the death of
the qualifying relative. Bereavement leave has no cash value upon termination or other
separation from District employment.
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ARTICLE 19. LEAVE OF ABSENCE WITHOUT PAY

A. Leave of absence without pay may be granted by the District when paid leave is
not available in order to care for an employee's own serious health condition or
a qualifying family member's serious health condition, in certain military
related situations, or to bond with a newborn or an adopted or foster child.
These unpaid leaves are referred to herein as "CFRA leave", and shall be
provided in compliance with the California Family Rights Act.

A leave of absence without pay may also be granted by the District in its
discretion for a continued period of employee illness or injury that extends
beyond the CFRA period, or as a reasonable accommodation, or to attend to
urgent personal affairs that require the full attention of the employee, or for
education purposes where the granting of the leave of absence without pay is
clearly in the best interest of the District.

No leave of absence without pay shall be granted where the purpose of the leave
of absence without pay is to seek or accept other employment. No leave of
absence without pay shall be granted when an employee has indicated that he or
she intends to terminate or is terminating from District service.

B. Use
1. CFRA leave shall be granted in accordance with State law to those
who have been employed with the District for 12 months and have
worked 1,250 hours in the past 12 months. All other leaves of absence
without pay may be granted upon recommendation of the immediate
supervisor and with the prior approval of the APCO or his/her designee.

2. CFRA leave is available for up to 12 workweeks per 12-month period
in accordance with State law. Leave of absence without pay may be
grantedfor a maximum of six (6) months in any calendar year, except as
otherwise permitted under Federal or State law. In cases of extreme
need, the APCO, in his or her sole discretion, may grant a second
period of leave without pay up to an additional six months.

3. For purposes of CFRA leave, a "qualifying family member" means a
child, parent, spouse or domestic partner, grandparent, grandchild, or
sibling of the employee, as defined by law. A "serious health condition”
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means an illness, injury, impairment or physical or mental condition that
involves continuing treatment or supervision by a health care provider, or
inpatient care in a hospital, hospice or residential health care facility. It
does not include pregnancy, childbirth, or a related medical condition.

C. Right of Return

An employee returning from a designated CFRA leave shall be returned to the
same or a comparable position upon the termination of the leave, and the leave
shall not constitute a break in service, for purposes of longevity or seniority. For
all other leaves of absence without pay, the returning employee shall have
preference in appointment to a position in the same classification or in another
lower classification for which the employee meets the employment standards,
provided the position is vacant. For leave of absence of sixty (60) calendar days or
less, an employee who has completed the probationary period for his/her class is
guaranteed the right of return. The granting of leave of absence without pay for
more than sixty (60) days does not guarantee or confer a right of return, except as
may be required by State or Federal law.

D. Substantiation

Any request for a leave of absence for medical reasons, including a CFRA leave
for the care of oneself or a qualifying family member, or extensions of such leave,
shall require medical certification of illness or injury for the period for which the
leave of absence without pay is sought. Such medical certification shall be on a
form specified by the District or in compliance with applicable laws if for a
designated CFRA leave.

At least one week prior to the expiration of any leave of absence without pay for
medical reason, the employee shall provide the APCO or his/her designee medical
certification, on a form specified by the District, that the employee is able to resume
his/her duties without endangering him/herself or others, or, if additional leave of
absence without pay for medical reasons is requested, that the employee is disabled
and unable to return to work.

Any requests for leave of absence without pay for personal reasons shall be in writing
and shall state the specific reason(s) for the request. If such request is for education
purposes, it shall include proof of enrollment, units carried, and the beginning and
ending dates of the semester or quarter.
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E. Limitation on Use

1. Employees must use all accrued compensatory time prior to the beginning date of
any leave of absence without pay.

2. Employees must use accrued sick leave until a balance of 40 hours is reached
prior to the beginning date of a leave of absence without pay for medical reasons.
Employees may, but are not required to, use sick leave during a designated
CFRA leave for purposes of bonding or providing care to a qualifying family
member.

3. Employees must use all accrued vacation prior to the beginning date of any leave
of absence without pay.

4. Specific beginning and ending dates must be identified for any leave of absence
without pay.

5. Paid leave shall not be received or earned during any period of leave of absence
without pay.

6. Any and all leave of absence without pay must be shown on the employee’s
timecard.

7. Employees shall be responsible for payments of all insurance premiums, except
that the District shall maintain and pay for coverage under a qualifying group
health plan during a designated CFRA leave, in accordance with State law.
Should the employee choose not to return to District employment after a CFRA
leave, the District may recover premium costs paid.

8. The granting of any leave of absence without pay for reasons related to pregnancy
shall be in accordance with State law. (See Government Code Section 12945)

F. Notice of Change in Circumstances

The granting of any leave of absence without pay confers on the employee an
obligation to inform the District, through the APCO or his/her designee, of any
changes in circumstances which affect the purpose or the duration of the leave of
absence without pay.
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G. Failure to Return

Any employee who fails to return upon the expiration of any leave of absence without
pay shall be considered to have abandoned his/her position and to have automatically
resigned.
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ARTICLE 20. ABSENCE WITHOUT LEAVE

An employee absent from duty for a period which exceeds three (3) working days without
authorized leave shall be considered to have abandoned his/her position and to have automatically

resigned.
Such resignation shall be rescinded by the APCO or his/her designee, if the employee can show to

the satisfaction of the APCO or his/her designee that it was impossible to contact the District and,
further, that the employee did contact the District at the earliest possible opportunity.
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ARTICLE 21. OTHER COMPENSATION & RELATED PROVISIONS

21.1

21.2

Uniform Allowance

The practice of the issuance of coveralls or other safety equipment to laboratory and field
staff shall be continued to those presently eligible. Nothing in this section shall be
construed to limit the authority of management to require employees to wear a uniform.
If employees are required to purchase or maintain a uniform, the District agrees to meet
and confer with the Union concerning a uniform allowance.

Personal Property Reimbursement

Whenever an employee engaged in assigned official duties on behalf of the District
sustains a loss of personal property, through no fault of the employee, that employee shall
be eligible for reimbursement for such personal property as approved by the District and
pursuant to appropriate procedures provided in the Administrative Policies and
Procedures.

A request for reimbursement must be submitted by claim to the District no later than
thirty (30) days from the date of loss. Management shall review the claim and when
circumstances warrant, reimbursement shall be made.

A. Claims based on cash losses or losses due to lost or stolen credit cards shall not be
considered.
B. Claims based upon damage to automobiles are subject to the following provisions.

All three (3) conditions must be met before consideration will be given:
(1) Evidence of the required insurance coverage must be presented;

(2) Invoice for work completed must be submitted and reimbursement is
limited to five hundred ($500); and,

(3) The damage must have occurred while the employee was actually using
the automobile on authorized District business, away from the employee’s
work place.

C. No reimbursement shall be granted for losses covered by some other source,
insurance policy, or agency.
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21.3

D. A maximum limit of five hundred dollars ($500) per incident shall apply to all
claims for reimbursement.

E. No claims for reimbursement for items having a present value of less than
twenty five dollars ($25) shall be considered.

Deferred Compensation

The District will continue to maintain a voluntary Deferred Compensation Plan for
employees in this representation unit. Should it be determined that this program is in
conflict with provisions of the Internal Revenue Code or any other relevant law or
regulations which would subject the District and/or its employees to a penalty, the
program shall be suspended.

214 Dependent Care

21.5

The District will maintain a voluntary program for pre-tax contributions for
reimbursement to employees of the employee expenses for the care of dependents as
provided for in Internal Revenue Code Sections 125 and 129. The program will
have an enrollment period immediately prior to the beginning of the next year, to be
effective for the next tax year. Should it be determined that this program is in
conflict with provisions of the Internal Revenue Code or any other relevant law or
regulations which would subject the District and/or its employees to a penalty, the
program shall be suspended.

Cafeteria Allowance

A. Effective July 1, 2021, the cafeteria allowance is as follows:

(1) $443.00 per pay period for employees with no eligible dependents.
(2) $711.00 per pay period for employees with one eligible dependent.
(3) $781.50 per pay period for employees with two or more eligible dependents.

For employees who elect to participate in PEMHCA, the cafeteria plan allowance is
in addition to (and not inclusive of) the minimum amount that the District is required
to contribute to PEMHCA under section 22892 of the California Government Code.
In addition, for 2022 - 2026 the cafeteria allowance will be as follows:

e Beginning December 1, 2021, the allowance will equal the sum of (1) the
allowance in effect as of July 1, 2021, plus (2) 55% of the excess (if any)
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of the PERS Platinum Premium for 2022 over the PERS Choice Premium for
2021.

e Beginning December 1, 2022, the allowance will equal the sum of (1) the
allowance in effect as of July 1, 2022, plus (2) 55% of the excess (if any)
of the PERS Platinum Premium for 2023 over the PERS Platinum
Premium for 2022.

e Beginning December 1, 2023, the allowance will equal the sum of (1) the
allowance in effect as of July 1, 2023, plus (2) 55% of the excess (if any)
of the PERS Platinum Premium for 2024 over the PERS Platinum
Premium for 2023.

e Beginning December 1, 2024, the allowance will equal the sum of (1) the
allowance in effect as of July 1, 2024, plus (2) 50% of the excess (if any)
of the PERS Platinum Premium for 2025 over the PERS Platinum
Premium for 2024.

e Beginning December 1, 2025, the allowance will equal the sum of (1) the
allowance in effect as of July 1, 2025, plus (2) 50% of the excess (if any)
of the PERS Platinum Premium for 2026 over the PERS Platinum
Premium for 2025.

Because health insurance payroll deductions are made one month in advance,
increases to the amount of the Cafeteria Allowance will take effect on December 1*
of the year prior to the calendar in which the allowance amount will apply.

CalPERS health insurance eligibility rules will apply when determining the
appropriate allowance for each employee. Eligibility must be verified, and
employees will cooperate with the District in verifying eligibility, dependents, and the
appropriate allowances.

Such allowance shall be paid in the first two pay period of any month in which there
are three pay periods. Such allowance may be used only for statutory nontaxable
benefits, or the equivalent value in cash. The cash option is reportable as taxable
income.

. Cash Option. For each calendar year beginning with January 1, 2022, an
employee may elect to waive PEMHCA coverage for the year in exchange for
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cash payments as stated in this paragraph. To waive coverage, the employee
must first certify, at the time and manner determined by the District, that the
employee and his or her Expected Tax Family will have Minimum Essential
Coverage for the year through another Group Medical Plan or through Medicare,
Medicaid, CHIP, TRICARE or an individual plan. Cash payments made to
employees who elect this option are reportable as taxable income.

1. Legacy Employee Opt-Out Option: To be eligible for this option an
employee must have been hired on or before December 31, 2020 and must
have been opting out of District provided health benefits as of December
31, 2020. Employees who meet these criteria shall be known as "Legacy
Employees" and may continue to waive coverage according to the terms of
this Article. If at any time a Legacy Employee elects to participate in a
District offered health plan, the Legacy Employee shall lose Legacy status
and shall no longer be eligible for this Opt-Out option. Legacy Employees
who maintain their Legacy status shall be paid an amount as set forth
below, which shall be paid in the first two pay periods of each month:

a. 2022 Calendar Year:

Employee Only - 100% of the employee only allowance
Employee Plus 1 Eligible Dependent — 150% of the employee
only allowance.

Employee Plus 2 or More Eligible Dependents - 175% of the
employee only allowance.

b. 2023 Calendar Year:

Employee Only - 100% of the 2022 employee only allowance
Employee Plus 1 Eligible Dependent - 135% of the 2022
employee only allowance.

Employee Plus 2 or More Eligible Dependents - 160% of the
2022 employee only allowance.

c. 2024 Calendar Year:

Employee Only - 100% of the 2022 employee only allowance
Employee Plus 1 Eligible Dependent - 120% of the 2022
employee only allowance.

Employee Plus 2 or More Eligible Dependents - 145% of the
2022 employee only allowance.
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d. 2025 Calendar Year:
e Employee Only - 100% of the 2022 employee only allowance
¢ Employee Plus 1 Eligible Dependent - 115% of the 2022
employee only allowance.
e Employee Plus 2 or More Eligible Dependents - 140% of the
2022 employee only allowance.

e. 2026 Calendar Year:
¢ Employee Only — 100% of the 2022 employee only allowance
e Employee Plus 1 Eligible Dependent — 110% of the 2022
employee only allowance.
e Employee Plus 2 or More Eligible Dependents — 135% of the 2022
employee only allowance.

2. Opt-Out Option: Employees who do not qualify as Legacy Employees
pursuant to section 21.5 B. 1., may elect to waive PEMHCA coverage for
the year pursuant to the terms of this Article in exchange for cash
payments equal to $250 per pay period for the first two pay periods of
each month.

C. Pro-Ration. If an employee is appointed to or separates from positions covered by the
cafeteria allowance and cash option provisions during a pay period, his or her
allowance or cash payment, as applicable, will be prorated according to the
employee's service during said pay period. "Service" will not include any period
of unpaid absence.

D. General Provisions

1. Eligible employees who are appointed to or separate from positions
covered by this cafeteria allowance provision during a pay period shall
receive a prorated amount of the amount proportionate to their service
during said pay period. "Service" shall not include any period of unpaid
absence.

2. None of the cafeteria allowance moneys are considered compensation for the

purpose of P.E.R.S retirement contributions nor are any such moneys
included in an employee's "final compensation”.
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E. Definitions
For purposes of this Section 21.5, the following words have these meanings:

"Expected Tax Family" means all persons for whom the employee reasonably
expects to claim a personal exemption deduction for the calendar year.

"Group Medical Plan" means a health plan offered by an employer or employee
organization that provides health coverage to employees and their families.

"Minimum Essential Coverage" means coverage under another group health plan
that satisfies the ACA requirements to be minimum essential coverage. Individual
policies, whether obtained through Covered California or elsewhere, may be
deemed to satisfy minimum essential coverage if they provide reasonably
equivalent coverage to the group plans offered by the District. ACA means the
Affordable Care Act, the federal healthcare reform law enacted in March 2010.

"PEMHCA" means the CalPERS health-insurance coverage program, as sct out
under the Public Employees Medical & Hospital Care Act, codified at California
Government Code§ 22750, et seq.

21.6  Phone Stipend

This District shall provide a cell phone stipend in accordance with the District Cell Phone
Use and Stipends Policy.

61



ARTICLE 22. DISCIPLINARY ACTIONS

The parties support the concept of high performance, high productivity, efficiency, and courteous
treatment of the public and other staff in order to provide effective services to the community
served by the District at reasonable cost.

The purpose of discipline is to improve employee performance, not merely to chastise or punish
the employee. Accordingly, any necessary discipline shall be approached in a spirit of fairness
and equal treatment. Any actions shall be consistent from division to division and shall adhere
to the rules of progressive discipline.

22.1 Application - Disciplinary Actions Defined

The District may take disciplinary action against employees in budgeted positions who
are not on probation in their current class in accordance with this Article 22.

As used in this Article 22, “disciplinary action” shall mean:

e  Suspension without pay for no more than sixty (60) calendar days. The sixty
day limitation shall apply only to management imposition of discipline and
does not limit the ability of the hearing officer to impose a greater period of
suspension as a modification of an action of dismissal or disciplinary
demotion.

e Reduction in salary step— the placement of an employee at a lower step in the
salary range of the classification held by the employee.

e Disciplinary demotion—the appointment of an employee for disciplinary
reasons to a position in another class with a lower salary range, provided the
employee meets the minimum qualifications for the lower class. Step
placement in the salary range for the lower classification shall be determined
by the APCO.

e Dismissal— the separation of the employee from District service for cause.

NOTE: The APCO or his/her designee may suspend an employee with pay for a
period not to exceed twenty five (25) working days for purposes of investigation
for possible disciplinary action. Such suspension with pay is not disciplinary
action and is not subject to appeal.

62



22,2  Written Reprimand

A written reprimand is not disciplinary in nature, but is designed to provide an
opportunity for a supervisor to advise a subordinate about performance or conduct
deficiencies that should be addressed. Any written reprimand of an employee in this
representation unit by the District shall include the specified reason(s) for such
reprimand. A copy of the reprimand shall be placed in the employee’s personnel file.
Such a reprimand shall be scaled three years after its date of issuance. After the
sealing, it may only be unsealed (1) to be used in any legal proceeding, claim, or
dispute involving the District, or as ordered by a court or (2) for the inspection of the
APCO or District Counsel.

Such written reprimand shall include a statement that the employee may discuss the
reprimand with the APCO, and contain a statement that employees in this
representation unit are represented by the Union, with the Union’s address and phone
number.

Such reprimands shall not be subject to appeal but the employee and/or his/her
representative shall have the right to discuss the written reprimand with the APCO or
his/her designee. APCO or his/her designee may uphold, amend, or withdraw the
reprimand at his/her discretion.

22.3 Notices of Disciplinary Action

A.

For disciplinary actions as defined herein (Part 22.1), employees in this
representation unit shall be provided notice of intent to take disciplinary action at
least five (5) calendar days prior to the effective date of the intended action;
provided, however, that for suspensions of five (5) working days or less, the
employee need not be given prior notice of such suspension before action is taken.

Notices of disciplinary actions as defined herein (Part 22.1) shall include a
statement that employees in this representation unit are represented by the Union,
with the Union’s address and phone number.

For disciplinary actions which may be appealed pursuant to this Article 22, the
notice of action shall specify the time limits for the appeal.

Notice shall be served by personal delivery to the employee at the work site if the
employee is at work. The date of delivery shall initiate the period in which an
appeal may be filed.

63



If personal delivery at the work site cannot be accomplished, notice shall be served as
follows, using the most current address in the employee’s personnel file: (1) by mailing
a copy of the notice by certified mail to the employee with return receipt required; and
(2) by mailing a copy of the notice to the employee via first class U.S. Mail.

For purposes of establishing the time limits for filing an appeal, service for the notice of
disciplinary action shall be deemed complete on the earlier of: (1) The date of receipt of
the notice sent by certified mail, or, (2) five (5) calendar days from mailing of the
notice by first class U.S. mail.

22.4  Appeals

22.5

A. Who May Appeal

Only employees in budgeted positions in this representation unit who are not on
probation shall have the right to appeal disciplinary actions as defined herein (Part
22.1).

B. Appeal Time-lines and Contents

A written appeal of a disciplinary action as defined herein (Part 22.1) must be
filed with the APCO within ten (10) calendar days of the date the notice of
disciplinary action is deemed to have been received. Such notice must be filed by
the employee against whom the disciplinary action is taken. The appeal shall
contain a specific admission or denial of the material allegations contained in the
notice of disciplinary action.

Failure by the employee to file an appeal with the APCO within the ten (10)
calendar day time limit shall constitute an automatic forfeiture and irrevocable
waiver of any right to appeal to disciplinary action.

Appeal Hearing

Hearings on appeals filed in accordance with the provisions of this Article 22 shall be
as follows:

A. Selection of Hearing Officer
The parties shall select a mutually acceptable hearing officer and schedule a day

for the appeal hearing within twenty (20) working days of the date of the appeal
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of the disciplinary action. Should the Union exercise its option of representing
the employee in the appeal, it may require that the hearing officer be an arbitrator.

Preparation for Hearing

At least ten (10) working days prior to the appeal hearing, the parties shall attempt
to stipulate to as many facts as possible.

Expenses

The fees and expenses of the hearing officer shall be shared equally by the parties.
It is understood and agreed, however, that all other expenses, including but not
limited to fees for witness transcripts and similar costs incurred by the parties
during such hearing, shall be the responsibility of the individual party involved.

If the employee is not represented by the Union for the appeal hearing, the
employee shall certify in writing that she/he shall pay his/her share of the fees and
expenses of the hearing.

Criminal Action-Alleged or Charged

When the facts alleged in the notice of disciplinary action constitute a crime, or
where the employee has been charged with a crime arising from the same
transaction, and the employee has filed an appeal of the disciplinary action, she/he
may, at least ten (10) working days prior to the date of the appeal hearing, request
a continuance of his/her appeal hearing for a reasonable period to determine
whether a criminal charge will be filed or until after termination of the criminal
case. Such a request must be accompanied by waiver of salary and all benefits for
the period of continuance, in the event the employee is reinstated.

Hearings
It shall be the duty of the hearing officer to hear and consider evidence submitted
by the parties to thereafter make written findings and a decision within twenty

(20) working days of the conclusion of the hearing.

The hearing officer shall have the authority to deny, affirm or amend the
disciplinary action appealed, but the hearing officer shall have no authority to add
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to, subtract from, alter, amend or modify any provision of this MOU or impose on
any party a limitation or obligation not explicitly provided for in this agreement.
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ARTICLE 23. PERSONNEL RECORDS

The District and the Union agree that personnel records are not subject to public inspection.
However, such records may be released as required in any legal proceeding or as ordered by a
court. Notification by the District will be made to the employee.

All personnel records are and remain the property of the District.

Employees shall have the right to inspect and review any official record, relating to his/her
performance as an employee, which is kept or maintained by the District.

When any comment adverse to an employee’s interest is entered in his/her official personnel
records, the employee shall have the opportunity to read the adverse entry.

Notwithstanding any other provision of this MOU, the District and the Union agree that an
employee is not entitled to inspect or review such documents as reference letters, background
investigations, records pertaining to investigation of a possible criminal offense, or material
designated confidential by law.

At his/her request, an employee shall be provide one (1) copy of any document placed in the
employee’s file except the documents listed above. An employee, or a staff representative of the
Union with the prior written consent of the employee, may upon request inspect that employee’s
personnel file during regular business hours by appointment.

The APCO or his/her designee shall keep the official personnel records of all employees within
the District.

It is mutually recognized that all performance related material contained within an employee’s
personnel file may provide material substance and support to proposed and imposed disciplinary
actions. Nothing in this MOU shall preclude the use of any material in the employee’s personnel
file from being used in any proceeding involving the decision of the APCO or his/her designee to
take disciplinary action against the employee.-
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ARTICLE 24. EVALUATION

24.1 Regular Evaluations

Performance evaluations are to be conducted at least annually, on the anniversary of hire
date or reclassification date, as applicable, and in accordance with District policy. No
evaluation of any employee shall be placed in his/her District personnel file without an
opportunity for discussion between the employee and the evaluator(s). The employee
may prepare a written response to the evaluation. The employee’s response shall be
included in the employee’s personnel file.

Performance evaluations are used to gain significant facts concerning the details of the quality
and quantity of work performed, the conduct and work habits of the employee, and other
factors having a bearing on his/her value to the District, including to record how an
employee’s performance meets the requirements of the job, create a job history record,
identify an employee’s strengths and areas for enhancement, assist the employee and
supervisor in an effort to attain the highest level of performance, and reinforce performance
standards. Evaluations are not to be used as discipline, but may factor previously documented
disciplinary issues, with the performance year, into the overall rating.

24.2 Special Evaluations

Employees who are not on probation may be placed on a special-two month evaluation
schedule at any time when performance problems exist. An employee who has completed
the probation period for his/her current job class and who receives a performance
evaluation with an overall rating which is less than meets expectations will be placed on a
special two-month evaluation schedule. An employee may also be placed on special
evaluation through a memo to the employee, with a copy to the APCO or his/her designee,
which includes a statement of the performance problems leading to the special evaluation,
the date that the performance problems were discussed with the employee, the type of
performance improvement that is necessary, and the date that the special evaluation period
is to begin. Should other performance issues arise during the special evaluation period,
such issues should be addressed through other means, such as progressive discipline or a
separate special evaluation cycle.

The special evaluation schedule will continue at two month intervals until the employee
attains an overall performance rating of meets expectations, or is subject to discipline,
up to and including dismissal; provided, however, that the maximum time period that
an employee can remain on special evaluation is six months.
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This Section does not limit the District’s right to take disciplinary action against an
employee at any time, with or without special evaluation.
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ARTICLE 25. LAYOFF PROCEDURES

25.1

25.2

Policy

The District may lay off an employee because of lack of work, lack of funds, material
change in duties or organization, or in the interest of economy or causes outside the
District’s direct control.

The District shall first meet and discuss with the Union thirty (30) calendar days before
any planned reduction in force to collaboratively seek alternatives to layoff.

When a reduction in employees in this representation unit may be required, the District
shall contact the Union and shall offer to meet to discuss the possible reduction and to
invite suggestions for possible cost saving alternatives to layoff. If alternatives to layoffs
are not determined by the time the District determines a layoff should occur, the
procedures outlined in Section 25.2 below shall be followed.

Definitions and Procedures

A. Scope of Application
In the event of a reduction in force, the District shall designate the job classes and
number of positions in each job class to be eliminated.

B. Order of Layoffs
Layoffs shall be in the following order:

1. All Contract employees, who have agreements with the District to perform
duties regularly carried out by represented employees shall be eliminated
first, unless the position covered by the contract employee is under active
recruitment.

2. Temporary employees in the affected job class shall be laid off second.

3. Probationary employees shall be laid off after all contract and temporary
employees in the affected job class are laid off.

4. Employees with permanent status in the affected job class will be laid off in
order of seniority, after any contract (per 25.2.B.1 above), probationary and
temporary employees in the affected job class are laid off or released. (No
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permanent employee in a job class shall be laid off prior to any temporary
or probationary employee in that job class.)

Layoff of employees with permanent status in the job class shall be based on
seniority unless it can be demonstrated by the District that an employee possesses
job related special skills, training or abilities. The identification of such an
employee, if any, shall occur in April of each year, with a copy provided to the
Union.

Seniority for Purposes of Layoff and Displacement (bumping)

Seniority for purposes of layoff and displacement shall be available only to
employees with permanent status in the affected job class at the District.

“Seniority credit” for the purpose of layoff and displacement shall be determined
by crediting one seniority point for each pay period of continuous service in a
full-time budgeted position. (Part-time employees in budgeted positions receive a
pro-rated credit for each pay period of continuous service in a class series—e.g., an
employee in a position authorized as half-time would receive one-half a seniority
point for each pay period of such service.)

“Class Series” as used herein means those job classifications as grouped into
series by job classification as shown on Attachment A. It is understood that the
class series shown on Attachment A may be updated from time to time as
classification actions occur. The APCO or his/her designee shall maintain an
updated listing of job classes and class series.

“Continuous Service” as used herein means service in a budgeted position which
is uninterrupted by separation from a budgeted position in the District, and
provided that:

(a) No seniority shall accrue for each full pay period in which an
employee is on a leave of absence with pay; and

(b) For purposes of seniority only, an employee who is laid off and
subsequently reappointed to a budgeted position shall not be
considered to have separated. However, no seniority credit shall
accrue for an employee during the period of layoff.
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Displacement (bumping) in Lieu of Layoffs

In the event of a layoff, there shall be no bumping into positions in which the
employee does not qualify.

Displacement is the movement in a layoff of an employee to another position on
the basis of seniority.

If an employee who is to be laid off had permanent status in an equal or lower
class in the same class series, such employee shall be offered a vacant position in
the equal or lower class, or, if there is no vacancy, she/he may displace an
employee in the equal or lower class having less seniority. Should an employee
have the right to displace to more than one class, she/he shall displace first to the
highest class in which she/he has rights. Should an employee have the right to
displace to two or more equal, lower classes, she/he shall displace first to the most
recently occupied equal class.

Demotion in Lieu of Layoff

In lieu of layoff, the District may offer an employee a demotion to a vacant
position in any class for which the employee is qualified. Employees demoted in
lieu of layoff pursuant to this paragraph shall not be eligible for the “Y” rating
procedure. An employee with a permanent status in the class from which
demotion has occurred and who chooses a demotion in lieu of layoff shall have
her/his name placed on a reemployment list for the class from which demoted in
accordance with Section 25.4 below.

Service in Abolished or Retitled Job Classes

Determination of which current class series, if any, a previous job class (i.e., one
which was retitled or abolished) fits into shall be made by the District and said
determination shall be provided to affected employees by no later than May 1% of
each year. Employees shall be provided an opportunity to submit information
supporting a different conclusion. Determination of the appropriate class series
for prior job classes may be appealed to the APCO. The finding of the APCO
shall be final and not subject to further review.
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254

G. Ranking in Previous Class

A permanent full-time employee may elect to be ranked with employees in any
class in the same division with the same or lower salary which the employee has
served in permanent status in the District. An employee must notify his/her
Supervisor or Manager within five (5) working days after receipt of written notice
of layoff of election of this option except if the fifth day following notice of layoff
is not a regularly scheduled work day, the employee may give notice on the next
work day.

Notice

When the District designates the job classes and number of positions to be eliminated, the
District shall provide the Union a current seniority list for those classes and employees
affected.

Written notice of layoff shall be served on the affected employee(s) in person or mailed
by the United States Postal Service to the employee’s latest address on file with the
District. The layoff notice shall be served or mailed at least twenty-one (21) calendar
days prior to the expected effective date of separation. The notice shall include:

(1) The reason for the layoff;

(2) The expected effective date of the action;

(3) A reference to the provisions governing layoff re-employment; and,
(4) Notice that employment counseling is available.

A copy of the notice shall be given to the Union.

Re-employment of Permanent Employees

The names of persons in budgeted positions who are laid off or displaced under these
procedures and who had permanent status in the class from which laid off or displaced
shall be maintained on a re-employment list for the class series from which the employee
was laid off for a period of one (1) year, which period shall run from the date of layoff or
displacement. When filling any position, the District shall re-employ laid off employees
from the re-employment list for the class of the position in inverse order of seniority (i.e.
most senior employee being placed highest on the re-employment list). No new
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25.5

25.6

25.7

employees shall be hired in a class nor shall any employee be promoted in any class until
all employees on layoff status in that class have had the opportunity to return to work.
However, as an exception to the provisions of this paragraph, the District may make an
exception to the order of re-employment when the best interest of the district requires
employment of an individual with demonstrated special qualifications, skills or training.

An employee who has been laid off or displaced from a budgeted position under the
terms of this Article 25, and who is re-employed within one (1) year from the date of
layoff shall have permanent status in the class from which laid off or displaced upon re-
employment, provided the employee attained permanent status in that class prior to
layoff.

Recall of Probationary Employees

The names of persons in budgeted positions who are laid off or displaced under these
layoff provisions and who had probationary status, and was laid off or displaced, shall be
maintained on a recall list for a period of one year from the date of layoff or
displacement. When filling any position, the District shall offer to interview such laid off
or displaced employees from the recall list. No new employee shall be hired until all
employees on the recall list have had the opportunity to return to work.

A probationary employee who has been laid off or displaced from a budgeted position
under the terms of this Article 25, and who is reappointed to a budgeted position within
one year from the date of layoff may, at the discretion of the District, receive credit for
the period of probationary service completed prior to layoff or displacement, if hired
from a recall list. The District shall make a determination with respect to credit for prior
service in that class at the time of reappointment of the employee.

Medical Insurance Coverage for Laid Off Employees

Each employee in a budgeted position who is enrolled in the District Health Plan who is
laid off in accordance with the provisions of Article 25 of this agreement shall be issued a
District warrant made payable to said employee in an amount equal to the PERS Choice
employee only health insurance one month premium at the time of layoff. The provisions
on this Article 25.6 shall not apply to an employee who retires coincidental to layoff.

Appeal Procedure

An employee directly affected by the operation of this policy may, within five (5)
working days after a notice of layoff is received, request a meeting with the APCO or
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his/her designee to review the application of this policy as it affects the employee’s
status. The employee may be accompanied by a representative of the Union.

The Union, and only the Union, after making an attempt to resolve the matter informally,
may within seven (7) days of the date of an alleged violation of this policy file a
grievance for final consideration and determination at the level in accordance with the
provisions of the grievance procedure in affect between the District and the Union.
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ARTICLE 26. GRIEVANCE PROCEDURE

26.1 Grievance Defined

A. A grievance may only be filed if it relates to:

1.

A management interpretation or application of this MOU which
adversely affects an employee in this representation unit.

Failure by the District to provide a specific condition of
employment which is established by the Administrative Policies
and Procedures of the District and applies to employees in this
representation unit, provided that the enjoyment of such condition
is not made subject to the discretion of the District or APCO, and
provided further that the condition of employment which is the
subject matter of grievance is a matter within the scope of
representation as defined in California Government Code Section
3504.

B. A grievance shall not include the following:

1.

5.

6.

Complaints regarding Affirmative Action, Occupational Health
and Safety or Worker’s Compensation or the applicable procedures
for such complaints.

The exercise of any District rights as specified in this MOU, so
long as the exercise of such rights does not conflict with other
provisions of this MOU.

Any impasse or dispute in the meet and confer process, any
“interest” matters or matters within the scope of representation.

Any matter for which a different appeals procedure is provided
either by statutes, ordinances, resolutions, or agreements.

Disciplinary actions.

Decisions of the APCO with respect to classification requests.

C. Other limitations on arbitrability:

1.

Article 9 (Safety) shall not be subject to arbitration (Step 4).
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26.2

26.3

2. Y-rating pursuant to Article 10.7 shall not be subject to arbitration
(Step 4).

3. Appeals of layoffs pursuant to Article 25.7 are not subject to
arbitration (Step 4).

No Discrimination

There shall be no restraint, interference, coercion, discrimination or reprisal against any
employee for exercising any rights under this grievance procedure.

General Provisions

A.

Grievance Withdrawal

The grievant may withdraw the grievance at any stage of the grievance
procedure by giving written notice to the District representative who last
took action on the grievance, with a copy to the APCO.

Reconsideration

By mutual agreement, the parties may revert the grievance to a prior step
for reconsideration. If the grievance is not then settled at that prior level,
the grievance shall be processed from the prior step following the time
lines and process set forth in this Article 26.

Consolidation

The District may consolidate grievances where, in its discretion, the
grievances present substantially similar issues.

Grievance Resolution

If a grievance is resolved at Step 2 or Step 3 the grievant(s) concerned shall
indicate acceptance of the resolution by affixing his/her signature in the
appropriate space indicated on the grievance form. If the employee(s) has
been represented by the Union at the step of procedure at which a
resolution is reached, the Union representative shall also sign in the
appropriate space on the grievance form acknowledging that the grievant(s)
has accepted the resolution.
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26.4

26.5

Time Limits

The time limits set forth herein Article 26 are essential to the grievance procedure and
shall be strictly observed.

A. The time limits may be extended by agreement of the parties, however, any
such extension must be confirmed in writing.

B. If, at any step of the grievance procedure, the grievant(s) is dissatisfied
with the decision rendered, it shall be the responsibility of the grievant(s) to
submit the grievance to the next step within the time limits specified.

C. Failure to submit the grievance within the specified time limit shall
terminate the grievance process and the grievance shall be considered
settled on the basis of the last decision and the grievance shall not be
subject to further appeal or reconsideration.

D. The grievant(s) has the right to promptly proceed to the next step within the
prescribed time limits if the appropriate District representative fails to
respond within the time limit specified.

Grievance Processing Steps

An employee has the right to present his/her own grievance. A group of employees may
also present a grievance. The Union may file a grievance on those matters concerning the
rights of the Union as an organization as specified in Article 6 of this MOU.

A. Step 1- Informal

The grievant(s) shall first discuss the grievance informally with his/her
immediate supervisor, and inform the immediate supervisor that the subject
of the discussion is a grievance. The grievant(s) shall attend the informal
conference in person and shall have the right to representation by a
Steward. The discussion shall be held within ten (10) working days of the
action causing the grievance or of the date the action reasonably could have
been expected to be known to the grievant(s). In no event shall any
grievance be accepted for consideration more than forty-five (45) working
days from the date of the action causing the grievance, regardless of the
date the action become known to the grievant(s).

Every reasonable effort shall be made to resolve the grievance at this level.
The immediate supervisor shall respond verbally to the grievant(s) within
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five (5) working days of the informal discussion between the grievant and
the immediate supervisor.

Any settlement must be in accordance with the provisions of this MOU or,
if applicable, the District’s Administrative Policies and Procedures.

Step 2 — Formal Written Grievance

In the event the grievant(s) believe the grievance has not been resolved
satisfactorily at Step 1, the grievant(s) shall submit the grievance in writing
to the immediate supervisor within ten (10) working days of receipt of the
immediate supervisor’s verbal response at Step 1. A copy of the grievance
shall also be provided to the APCO. In the event the Union believes a
grievance filed with respect to Article 6 has not been satisfactorily resolved
at Step 1, the Union shall submit the grievance in writing to the APCO
within ten (10) working days of receipt of the APCO’s verbal response at
Step 1. If the grievance is not filed at Step 2 within the time limits
provided herein Article 26 it shall be deemed to not exist.

All formal grievances shall be presented on grievance forms which are
available to employees and the Union and which shall contain the
following information:

(1) The name of the grievant(s),

(2) The specific nature of the grievance and how the grievant(s)
was adversely affected,

(3) The date, time and place of occurrence,

(4) The specific provisions(s) of this MOU or of the District
Administrative Policies and Procedures alleged to have been
violated,

(5) Any decision that was rendered at Step 1,
(6) The corrective action desired,

(7) The name of any representative chosen by the employee to
represent him/her.

Within ten (10) working days of receipt of the formal grievance, the
immediate supervisor (or APCO, with respect to a Union grievance which
alleges violation of Article 6) shall respond in writing to the grievant(s) and
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the grievant(s) representative stating his/her decision, the facts on which
the decision is based, on the remedy or corrective action which has been
offered, if any

Any grievance settlement at Step 2 shall be subject to the review and
confirmation of the APCO before the settlement may become effective, and
must be consistent with the provisions of this MOU or, if appropriate, the
District’s Administrative Policies and Procedures. Such review and
confirmation will occur within ten (10) working days, or the grievant(s)
may appeal the grievance to Step 3. Such appeal must be moved to Step 3
within ten (10) working days from the date the APCO’s review and
confirmation was due.

Step 3 — Appeal of Formal Written Grievance to APCO

In the event the grievant(s) believe the grievance has not been resolved
satisfactorily, or in the event the Division Manager (or APCO in the case of
a Union grievance concerning Article 6) fails to respond within ten (10)
working days of receipt of the formal grievance, the grievance may be
advanced to Step 3. The grievance must be appealed to Step 3 within ten
(10) working days of the receipt of the District’s response at Step 2 or
within ten (10) working days of the date the District’s response became
delinquent.

When a grievance is appealed to Step 3, the grievant(s) must specifically
set forth the reason(s) that she/he believes the answer provided by the
District is not satisfactory.

The APCO shall issue a decision in writing to the grievant(s) and his/her
representative, if any, within ten (10) working days of receipt of the appeal
to Step 3. Such decision shall be final and binding on the parties unless the
grievance is appealed by the Union to Step 4, provided such appeal is
received by the APCO within ten (10) working days of the APCO’s
decision at Step 3, and further provided that the issue is arbitrable in
accordance with the provisions of this Article 26.

Step 4- Regular Arbitration or Expedited Arbitration (Pilot Program)

Expedited Arbitration (Pilot Program)

The District and the Union (collectively, “the Parties’) agree to participate in
a pilot program of an expedited arbitration process. The pilot program shall
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terminate with the expiration date of the MOU, unless extended by mutual
agreement.

A. The grievances/disciplinary appeals to be referred to this process shall
be determined by mutual agreement only. The Parties agree that this
process shall be reserved for those cases of limited scope and limited
impact.

B. The arbitrator shall be mutually selected by the Parties. If the Parties
cannot agree upon an arbitrator, the Parties shall request the State
Mediation and Conciliation Service to furnish a list of seven (7)
arbitrators. Any fee for the list will be shared equally by the Parties.
The Parties shall alternately strike names until one (1) arbitrator
remains.

C. Procedures

The expedited arbitration hearing shall be conducted according to the
following procedures, and the arbitrator will be responsible for
enforcing them:

1. The agenda of grievances/disciplinary appeals to be
heard by the arbitrator shall be determined by mutual
agreement of the Parties in advance of the hearing. On
the day of the hearing, the arbitrator will hear and
decide as many grievances/disciplinary appeals on the
agenda as can be reasonably presented in a normal
work day.

2. Prior to the hearing, the Parties must mutually agree to
a statement of each issue that will be decided by the
arbitrator, or the case will not proceed through this
process.

3. The grievant/appellant and his/her union steward will
attend the hearing, and will not incur any loss of wages
for attending.

4. Informal rules of evidence, with Parties stipulating to
admission of three (3) exhibits from each side [a single
“exhibit” may include or consist of multiple
attachments, if the original did, or a series of copies
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reflecting the exhaustion of a remedy, e.g., a grievance
form, plus Step 2 and 3 response letters, and an appeal
letter].

5. Each party shall have one official representative, who
shall not be an attorney, to give the opening and
closing statements, and request a “point of order” if
necessary. A “point of order” may be requested on
occasion to clarify procedure, or to refresh a witness’
memory. Each party may give short opening and
closing statements (not to exceed 5 minutes for each).

6. One witness shall be allowed to testify for each party,
limiting the presentation to 15-20 minutes for each
side (not including responses to the arbitrator’s
questions). No direct or cross-examination will be
permitted, but the arbitrator may ask questions at any
time.

7. After each side has “rested” (i.e. concluded its
presentation), the arbitrator shall be given time for
deliberation and a closer reading of the exhibits, for
approximately 20 minutes. The arbitrator will then
announce a bench decision, with any qualifications or
explanations. Each party’s representative may ask up
to two (2) short, follow-up questions to understand the
arbitrator’s rationale for the decision. Then the room
will be promptly cleared in preparation for the next
hearing.

8. The bench decision of the arbitrator shall be final and
binding, but shall have no precedential value
whatsoever. At the request of either party, the
arbitrator may provide a one (1) page written decision
within 30 days of the hearing.

9. There shall be no stenographic record, transcripts or
recording of the hearing.

10. Pre and post hearing briefs are not allowed.
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11. The arbitrator shall have no authority to add to, delete,
or alter any provisions of the MOU or any
supplementary agreements thereto, but shall limit the
decision to the application of the MOU to the facts and
circumstances at hand.

12. The arbitrator’s fee will be evenly split between the
Parties.

Regular Arbitration

Only those unresolved grievances filed and processed in accordance with
this Article 26, which meet the definition of a grievance and are not
excluded from arbitration pursuant to Section 26.1 of this Article, and
which directly concern or involve the interpretation or application of the
specific terms and provisions of this MOU may be submitted to arbitration.
The Union’s appeal of the grievance to Step 4 shall set forth the specific
issue or issues which remain unresolved.

Failure to request arbitration within the time limits set forth in Article 26
shall constitute an automatic forfeiture and an irrevocable waiver of the
right to process the grievance appeal to arbitration.

Prior to the selection of the arbitrator, the parties shall disclose all pertinent
information and will attempt to stipulate to as many facts as possible and
agree on the issues(s) to be submitted to the arbitrator.

Within ten (10) working days of receipt of the appeal to Step 4 the parties
shall meet to select a mutually acceptable arbitrator. In the event that the
parties are unable to agree upon an arbitrator, the parties shall jointly
request that the State Conciliation and Mediation Service provide a list of
seven (7) qualified arbitrators. Upon receipt of the list of arbitrators the
parties shall meet within ten (10) working days to strike names from the
list. The parties shall alternately strike names from the list until one name
remains, and the person remaining shall serve as the arbitrator. The party
having the first choice to strike a name from the list shall be determined by
lot.

Within five (5) working days from the date of selection a letter will be sent
to the State Conciliation and Mediation Service notifying the service of the
arbitrator selected and requesting the arbitrator be notified of his/her
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selection and requesting that the arbitrator contact the parties to establish a
hearing date.

Once the arbitrator has contacted the parties, the arbitration hearing will be
scheduled at the earliest mutually agreeable date, but no later than twenty
(20) working days from the earliest date the arbitrator is available.

The fees and expenses of the arbitrator shall be shared equally by the
parties. It is understood and agreed, however, that all other expenses,
including, but not limited to fees for witnesses, transcripts and similar costs
incurred by the parties during such arbitration, shall be the responsibility of
the individual party involved.

Proceedings shall be recorded but not transcribed except at the request of
either party to the hearing. The party requesting the transcripts shall bear
the expense. Upon mutual agreement, the district and the grievant may
submit briefs to the arbitrator in lieu of a hearing. At the conclusion of the
hearing, both parties shall jointly consider whether the type of case
involved lends itself to immediate mediation. If both parties agree to do so,
then the arbitrator shall proceed to attempt to settle the particular grievance
by the use of mediation. If through mediation the parties can reach a
mutually acceptable disposition, then that disposition shall become the
decision of the hearing officer. The position of either party to proceed or
not to proceed to mediation shall not be disclosed and/or implied by either
party to the arbitrator. If the mediation process does not result in a
resolution acceptable to both parties within an additional day of conclusion
of the hearing, the case shall be determined solely by the arbitrator.

If there is no agreement to proceed through the mediation step, then the
case shall be determined solely by the arbitrator. The position of either
party to proceed or not to proceed to mediation shall not be disclosed
and/or implied by either party to the arbitrator.

Except when briefs are submitted as specified in the preceding, it shall be
the duty of the arbitrator to hear and consider evidence submitted by the
parties and to thereafter make written findings of fact and a decision within
twenty (20) calendar days of the conclusion of the hearing.

The decision of the arbitrator shall be final and binding on the parties, but
the arbitrator shall have not authority to add to, subtract from, alter, amend
or modify any provision of this MOU or impose on any party a limitation
or obligation not explicitly provided for in this agreement.
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The District and Union expressly agree that the terms of this section, shall
expire at the expiration date of this MOU and that the there is no arbitration
of grievances after the expiration date of the MOU until a successor
agreement is approved by the District’s Board of Directors.

26.6 Representation

A.

Meetings and Hearings

The District and grievant(s) or, if the grievant(s) is(are) represented, the
grievant’s representative, shall be responsible for giving notice of meetings
concemning grievances to their respective parties at least 24 hours prior to
any such meeting, whenever possible.

If the employee is represented at a meeting to discuss a grievance, the
District may also designate a management representative to be present at
such meeting.

In no event shall a grievant be represented by more than one District
employee at any grievance meeting or hearing.

Employee (Grievant)

An employee is entitled to represent him/herself individually in the
processing of a grievance. However, only the Union may appeal a
grievance to arbitration (Step 4).

Decisions on grievances where employees represent themselves shall not
be considered precedent setting or binding with regard to any future
grievance filed with respect to the same or similar matters.

The grievant shall be granted a reasonable amount of time off with pay
from his/her regularly scheduled duty hours to process a grievance,
provided that the time off will be devoted to the prompt and efficient
investigation and processing of the grievance, subject to the following:

1. The scheduling of such time off shall be subject to prior
approval of the APCO to assure that the employee’s
absence does not unduly interfere with priority operations
of the District.

2. The grievant shall notify his/her supervisor as soon as
possible of any scheduled grievance meeting or hearing and
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of any change in the time or dates of such meetings or
hearing in which she/he must participate.

Union Representation

Provisions regarding the involvement of the steward in the preparation and
presentation of grievances are specified in Article 6.3. In addition, the
following applies regarding Union representation:

1. The grievant may be accompanied by a representative in
the discussion of a grievance at Step 1.

2. The grievant has the right to the assistance of the steward in
addition to a Union staff representative in the preparation
and/or presentation of the grievance at Step 2 or 3.

3. In no event shall the grievant be represented by more than
one (1) District employee at any stage in this grievance
process.
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ARTICLE 27. EMERGENCY AUTHORITY

Nothing contained herein shall be construed to limit the authority of the District to make changes
for the purpose of preparing for or meeting an emergency. For the purposes of this article,
changes in law or circumstances that significantly reduce currently existing revenue levels, shall
be included within the definition of an emergency. Such emergency actions shall not extend
beyond the period of the emergency.

Whenever practicable, the District will meet and consult with the Union prior to taking action
under the authority of this section. After taking action under the authority of this section, the
District, upon request, will meet and confer with the Union over the practical consequences that
the emergency action taken had on those terms and conditions of employment that are within the
scope of representation.
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ARTICLE 28. CONFLICT BETWEEN MOU AND DISTRICT ADMINISTRATIVE
POLICIES AND PROCEDURES

Should any provision of this MOU conflict with a specific provision of the District’s
Administrative Policies and Procedures which applies directly to employees in this
representation unit, the MOU provision will supplant that specific provision of the
Administrative Policies and Procedures as it applies directly to employees in this representation
unit for the term of this MOU.

Nothing in this Article limits the District’s authority or responsibility for the adoption of policies
and procedures regarding its operations, including those necessary for the implementation of this
MOU.
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ARTICLE 29. FULL UNDERSTANDING MODIFICATION WAIVER

It is intended that this MOU sets forth the full and entire understanding of the parties regarding
the matters set forth herein, and any other prior or existing understanding or agreements by the
parties, whether formal or informal, regarding any such matters are hereby superseded or
terminated in their entirety.

Existing benefits and working conditions which are not referenced in the MOU and which are
subject to the meet and confer process shall continue without change unless modified subject to
the meet and confer process. The District assures the Union that unless changes are warranted
by operational necessity it does not intend, nor does it anticipate, during the term of this MOU
any change, modification or cancellation of wages, hours, and working conditions which are
subject to meet and confer and which are presently in effect or contained in this MOU. Except
as specifically provided herein, it is agreed and understood that each party hereto voluntarily and
unqualifiedly waives its right, and agrees that the other shall not be required, although they may
mutually agree otherwise, to negotiate with respect to any subject or matter covered herein or
with respect to any other matter within the scope of negotiations, during the term of this MOU.

Any agreement, alteration, understanding, variation, waiver, or modification of any of the terms
or provisions contained herein shall not be binding upon the parties hereto unless made and
executed in writing by all parties hereto, and if required, approved and implemented by the
District Board.

The waiver of any breach, term or condition of this MOU by either party shall not constitute a
precedent in the future enforcement of all its terms and provisions.
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ARTICLE 30. SEVERABILITY

If any section, subsection, paragraph, clause or phrase of this MOU is, for any reason, held to be
invalid or unconstitutional, such invalidity or unconstitutionality shall not affect the validity or
constitutionality of the remaining portions of this MOU, it being hereby expressly declared that
this document, each section, subsection, paragraph, sentence, clause and phrase thereof, would
have been adopted irrespective of the fact that any one of more sections, subsections, sentences,
clauses, or phrase be declared invalid or unconstitutional.
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ATTACHMENT A - THE DISTRICT’S CLASS SERIES FOR PURPOSES OF LAYOFF

The following list job classifications by class series for purposes of defining senjority under the
Layoff Procedure:

Group 1
AM Technical Assistant

AM Specialist

Senior AM Specialist

Group 2

AQ Compliance Inspector I
AQ Compliance Inspector II
AQ Compliance Inspector III
AQ Engineer I

AQ Engineer II

AQ Engineer III

Group 3

AQ Planner |
AQ Planner 11

AQ Planner III
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Group 4

Office Assistant

Administrative Assistant
Senior Administrative Assistant
AQ Technician

Engineering and Compliance Specialist

Group 5

Fiscal Assistant

Senior Fiscal Assistant
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ATTACHMENT B — SALARY GRID

94



MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 0770172021
Range # |Stept |Step2 |[Step3 |Step4 |Step5 |Step6
1 2221 2331 2447 2570 2698 2967
177643 186445 1957.68 2056.36 2158.38 237342
2 2243 2355 2472 2595 2725 2997
179420 1883.91 1977.30 207617 217997 2397.97
3 2265 2378 2497 2622 2753 3029
181214 1902.75 1997.88 2097.78 220267 242293
4 2288 2402 2523 2649 2782 3060
183026 1921.77 2018.66 2119.59 222557 2448.13
5 2312 2427 2549 2676 2810 3090
184936 1941.83 2038.92 214087 2247.91 247190
6 Office Assistant 2333 2449 2572 2701 2837 3120
1866.26 1959.57 2057.55 2160.42 226925 249617
7 2356 2475 2599 2728 2865 3152
188492 1979.96 207896 218211 229202 2521.22
8 2381 2501 2626 2757 2895 3185
1904.57 200060 210063 220566 231594 254833
9 2405 2525 2651 2785 2923 3216
192361 2019.79 212078 222762 233820 257282
10 Administrative Assistant 2429 2550 2678 2811 2952 3247
194285 203999 214279 224913 236159 2597.75
11 2453 2575 2704 2839 2981 3280
196228 2060.39 216341 227158 238516 2623.68
12 2477 2601 2731 2868 3011 3312
198190 2081.00 218505 229430 240901 2649.91
13 2502 2627 2759 2897 3041 3346
2001.72 2101.81 220690 2317.24 2433.10 2676.41
14 Fiscal Assistant 2526 2652 2785 2923 3070 3377
202094 2121.98 222808 233863 245562 2701.98
15 2551 2679 2813 2954 3101 3411
2041.15 214320 2250.36 236288 248103 2729.13
16 2577 2706 2841 2983 3132 3446
206156 2164.64 227287 238651 250584 2756.42
17 2603 2733 2869 3013 3164 3480
208217 218628 229560 2410.38 2530.89 2783.98
18 2629 2760 2898 3043 3195 3515
2103.00 2208.14 231855 243448 255620 281182
19 2655 2788 2927 3074 3227 3550
212403 223023 2341.74 2458.82 258177 2839.94
Sr. Admin Assistant
20 (Hired After 12/31/14) 2682 2815 2956 3104 3259 3585
214527 225173 236511 2483.37 2607.54 2868.29
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MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 07/01/2021

21 27.08 2844 29.86 31.35 32.92 36.21
216672 227505 238881 2508.25 263366 289703

AM Technical Assist
22 (Hired After 12/31/14) 27.36 2872 3017 31.68 33.26 3660
218919 229784 241354 253421 266092 292782
23 27.64 2902 3047 31.99 33.59 3695
221108 232163 243771 2559.60 268758 295634
24 Sr. Fiscal Assistant 27.91 2931 30.77 3231 33.92 3732
223319 234485 246129 258515 2714.41 298585
25 28.19 29.60 31.08 3264 34.27 37.70
225552 2368.30 2486.71 2611.05 274160 301576
26 2848 2990 31.39 3296 3451 38.07
227807 239198 2511.58 2637.16 276901 304592
27 28.76 3020 T 33.29 3496 3845
230086 241590 253669 2663.53 2796.70 307637
28 29.05 30.50 3203 3363 35.31 38.84
232386 244006 256206 2690.16 282467 310714
29 2934 30.81 3235 3396 35.66 3923
234710 246446 258768 271706 285292 3138.21
30 29.63 31.11 3267 34.30 36.02 3962
237057 248910 261356 274424 288145 3169.59

AM Technical Assist
31 (Hired Prior to 1/1/15) 29.92 3141 32.99 3463 36.37 40.01
239348 251315 263881 2770.75 290929 3201.02
32 3022 31.73 33.31 34.98 36.73 A0.40
241741 253829 268520 2798.46 293838 323222

Sr. Admin Assistant
33 (Hired Prior io 1/1/15) 30.52 3205 33.65 35.33 37.10 4082
244159 256367 269185 282644 2967.77 326534
34 Air Quality Technician 30.82 3236 33.98 35.68 37.46 4121
246520 258846 2718.69 285462 299655 3297.01
35 31.12 3268 3431 36.03 37.83 41.61
2489.86 261435 274507 288232 302644 332908
35 Air Monitoring Specialist 3143 33.00 3465 36.38 38.20 42 02
251475 263969 277168 2910.26 3055.7F 3361.35
37 31.74 33.33 3499 36.74 38.58 42 44
253910 2666.06 2799.36 2939.33 308629 339492
38 Engineering & Compl Specialist  32.06 33.66 35.34 KYAR 38.97 4288
256449 269272 2827.35 296872 3117596 343055
39 32.38 3400 35.70 37.48 39.35 4329
259014 2718965 285563 2998.41 3148.33 3463.16
40 3270 34.34 36.05 37.85 39.75 4372
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97

|MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 07/01/202H
2616.04 274684 2884.18 3028.39 317981 349779
N | 3303 34 68 36.41 38.23 40.15 44 16
264220 277431 291303 305868 321161 353277
42 AQ Comp Inspector | 33.36 35.03 36.78 3862 40.55 44 60
266862 280205 294216 308926 324373 3568.10
43 3369 35.38 3714 39.00 40.95 45105
269531 283007 297158 312016 3276.16 36D3.78
44 34.03 35.73 3752 39.39 41.38 4550
272226 285837 300129 315136 330893 363982
45 3437 36.09 3789 3979 41.78 4595
274948 2886.96 303131 318287 334202 367622
46 34.71 36.45 3827 40.18 4219 46 41
277698 291583 306162 321470 337544 371298
47 - 35.06 36.81 38&5 40.59 42 61 4688
2804.75 294499 309224 324685 340919 3750.11
48 35.41 37.18 39.04 4099 43.04 47.35
283280 297444 312316 327932 344328 378761
49 35.76 3755 3943 41.40 43 .47 47 82
286112 300418 315439 331211 347771 382549
50 AQ Planner | 36.12 3793 3983 4182 43.91 4830
2889.74 303422 3186.73 334527 351253 3B63.79
81 Senior AM Specialist 36.48 38.30 4022 42 23 44.34 48.81
281863 3063.76 3217.75 3378.64 354757 390473
52 3684 33.68 40.61 42 64 44.78 4925
2947 02 305437 3249.09 3411.54 358212 3940.33
53 3721 39.07 4102 43.07 4522 4975
287649 312531 328158 344566 351794 397974
54 37.58 3946 4143 43.50 45.68 50.24
300625 315657 331440 348012 365412 401953
55 37.96 3986 4186 4395 46.15 50.76
303712 318897 334842 351584 369163 406080
a6 38.35 4027 4228 44 A0 46.62 51.28
3068.29 3221.70 338279 355193 372952 4102.48
57 AQ Comp Inspect il 38.75 40.71 4275 44 89 4712 51.83
309577 3257.16 342002 359102 376977 414675
58 39.14 4110 43.16 4531 47.58 52.34
J131.57 3288.15 345255 3625.18 380644 4187.09
59 3953 41.50 4358 4576 48.04 5285
316208 332019 348620 36605t 384353 422789
AQ Planner i
60 (Hired After 12/31/14) 39.93 41.94 4403 46.24 48.55 5341
3194.51 335503 352278 3698.92 388387 427305
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MONTEREY BAY AIR RESOURCES DISTRICT
SAL ARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 0710172021

61 AQ Engineer i 40.33 4235 44 47 4669 49.02 53.92
322645 3387.77 3557.96 3735.06 3921.81 431399

62 4073 4277 44 .91 AT 15 49.51 54 46
325871 342165 359273 377237 3960.99 4357.09

63 4114 4320 4536 47 63 50.01 55.01
329130 345587 362866 3810.09 400060 440066

64 4155 4363 45.81 4810 50.51 5556
332421 349043 366495 384819 404060 444466

65 41.97 44 07 4627 4858 51.0 56.11
335746 352533 370160 388668 408101 4438911

66 AQ Comp inspect.ifl 4239 44 51 46.74 4308 51.52 56.67
3391.03 356058 373941 392638 412190 453329

67 42 81 44 95 4720 49.56 52.04 8724
342494 3596.19 3776.00 3964.80 416304 4579.34

68 43.24 4540 47.67 50.06 5256 57.81
345919 363215 381376 4004 45 420467 462514

69 43.67 45 86 48.15 50.56 53.08 58.39
349378 365847 385190 4044 49 424672 467138

AQ Planner IH

70 (Hired After 12/31/14) 44 11 4632 48.64 51.07 5362 58.98
352872 370596 389125 408582 428931 471824

71 44 55 4678 4912 51.57 5415 5957
3564.01 374221 392932 412578 433207 476528

72 45.00 47.25 4961 52.09 84 69 60.16
359965 377963 396861 4167.04 437539 481293

73 4545 4772 50.10 5261 55.24 60.76
363564 381743 4008.30 4208.7¥1 4419.15 4861.06

AQ Planner Il

74 (Hired Prior to 1/1/15) 45.90 4820 5061 53.14 595.80 61.38
3672.00 385560 404918 425084 4464.18 491060

75 46.36 4868 5111 5367 56.35 6198
370872 389416 4088.87 4293.31 450797 495877

76 AQ Engineer I 46.81 48 15 51.61 54.20 56.91 62 60
3745.01 393226 4128.87 4336.12 455292 500821

77 AT.28 49 64 5213 8473 57.47 63.22
378246 397158 4170.16 4378.67 459760 5057.35

78 4775 5014 5265 5528 58.04 63.85
382028 401130 421186 442246 464358 510794

79 48.23 5064 53.17 5583 58.63 64.49
3858.49 405141 425398 446668 4690.01 5159.02
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MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 077012021

80 48.71 51.16 53.71 56.39 59.21 65.13
389707 409192 429652 4511.35 4736.81 5210.61

81 4920 51.66 54.24 56.96 59.80 65.78
393604 413284 433549 455646 478428 526271

82 49.69 5218 5479 5753 €0.40 66.44
397540 417417 438288 460202 483213 531534

AQ Planner I}

83 (Hired Prior io 1/1/15) 50.19 52.70 56.34 88.11 61.01 67.11
401516 421591 4427 51 464888 488053 5365858

84 50.69 5323 55.89 58.68 61.62 6778
405531 425807 447098 469453 492925 542218

85 AQ Engineer il 51.20 53.76 56.45 5927 6223 68.45
409586 430065 451569 474147 497854 5BATE 4D

86 51.71 54.30 57.01 H9.86 62.85 69.14
4136.82 434366 456084 478889 502833 5531.16

87 5223 54.84 57.58 60.46 63.48 69.83
417619 438710 460645 483677 507861 558647

88 5275 55.39 58.16 61.06 64.12 70.53
421997 443097 465252 488514 512940 564234

89 53.28 5594 58.74 61.67 64.76 7123
426217 447528 4699.04 493392 518069 5698.76

a0 53.81 56.50 5933 62.29 £5.41 7195
4304.79 452003 474603 498333 523250 5755.75

91 54.35 5707 5992 6291 £66.06 7267
434784 458523 479349 503317 528482 581331

92 54.89 5764 60.52 63.54 86.72 73.39
4391.32 461088 484143 508350 533767 5B71.44

93 5544 5821 61.12 64.18 67.39 7413
443523 465699 488984 5134.33 539105 5930.15

94 55.99 5874 61.73 64.82 68.06 7487
447958 4703.56 4938.74 518568 544496 598946

95 H6.55 59.38 6235 65.47 68.74 75.62
452438 475060 498813 523753 549941 604935

96 57.12 59.98 £2.98 66.12 €9.43 76.37
456962 4798.10 5038.01 528591 555440 6109.84

g7 H7.e9 60.58 6£3.60 66.79 70.12 77.14
461532 4846.08 508839 5342.81 560995 617094

98 58.27 61.18 6424 67.45 70.83 77.91
466147 4889454 513927 53596.24 566605 623265

99 58.85 61.79 £4.88 68.13 71.53 78.69
470809 494349 519066 545020 572271 629498

100 59.44 62 41 £5.53 68.81 72.25 79.47
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MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 0770172021

475517 499293 524257 5504.70 577994 635793

101 60.03 63.04 66.19 6950 7297 80.27
480272 504285 529500 5559.75 5837.73 6421.51

102 6063 6367 6685 7019 7370 81.07
485075 5093.28 534795 561534 5896.11 6485.72

103 6124 6430 6752 7089 7444 8188
489925 514422 5401.43 5671.50 5955.07 6550.58

104 6185 6495 68.19 7160 7518 82.70
494825 519566 545544 572821 6014.62 6616.09

105 6247 6560 &68.87 7232 7593 83.53
4997 73 524761 551000 578550 6074.77 668225

106 63.10 6625 6956 7304 7669 84.36
: 504771 5300.09 556510 5843.35 613552 6749.07

107 6373 669 7026 7377 7746 85.21
5008.18 5353.09 5620.75 5901.78 6196.87 6816.56

108 6436 6758 T70.96 74.51 78.24 86.06
5149.16 5406.62 5676.95 5960.80 6258.84 6884.73

109 65.01 68.26 7167 7526 7902 8692
520066 546069 5733.72 6020.41 632143 6953.57

110 6566 6894 7239 76.01 79.81 87.79
525266 551530 5791.06 6080.61 638464 7023.11

11 66.31 6963 73.M 7677 8061 88.67
5305.19 557045 584897 614142 6448.49 7093.34

112 6698 7033 7384 7754 8141 89.55
535824 5626.15 590746 620283 651298 716427

113 6765 7103 7458 7831 82.23 90.45
5411.82 568241 5966.54 6264.86 6578.11 7235.92

114 6832 7174 75.33 79.09  83.05 9135
546594 573924 602620 6327.51 6643.89 730828

115 69.01 7246  76.08 7988 8388 9227
552060 579663 608646 6390.79 6710.33 7381.36

116 6970 7318 76.84 6068 8472 93.19
5575.81 585460 6147.33 645469 677743 7455.17

117 7039 7391 7761 8149 8557 94.12
563157 5913.14 6208.80 6519.24 684520 752972

18 71.10 7465 7839 823 86.42 95.06
5687.88 597227 6270.89 658443 6913.65 7605.02

119 71.81 7540 7917 8313 8728 95.01
574476 603200 6333.60 665028 698279 7681.07

120 7253 7615  79.96 8396 88.16 96.97
580221 609232 639693 6716.78 7052862 775788

121 7325 7692 80.76 8480 8904 9794

Page 6 of 7 GASALARY GRIDISALARY GRIDS_ER 7-1-21_Union Members Final, 9/15/2021

100




|MONTEREY BAY AIR RESOURCES DISTRICT
SALARY GRID FOR REPRESENTED POSITIONS
EFFECTIVE 077012021

5860.23 615324 646090 678395 712315 783546
122 7399 7768 B157 8565 8993 98.92
591883 6214.77 652551 6851.79 7194.38 7913.81
123 7473 7846 8238 8650 90.83 93.91
597802 627692 6590.77 692031 726632 793295
124 7547 7925 8321 8737 91.74 10091
603780 633969 665667 698951 7338.98 807288
125 76.23 8004 8404 8824 9265 10192
6098.18 6403.09 672324 705940 741237 815361
126 7699 8084 84838 8912 9358 10294
6159.16 6467.12 679047 7130.00 748650 8235.15
127 7776 8165 8573 9002 9452 10397
6220.75 6331.79 6858.38 7201.30 7561.36 8317.50
128 7854 B246 8659 9092 9546 105.01
628296 6597.11 6926.96 7273.31 763698 840067
129 7932 8329 8745 9183 9642 10606
6345.79 6663.08 6996.23 7346.04 7713.35 8484.68
130 8012 8412 8833 9274 9738 10712
640925 6729.71 7066.19 741950 779048 8569.53
131 8092 849 8921 9367 9835 108.19
647334 679701 7136.86 7493.70 7868.38 865522
132 81.73 8581 9010 9461 9934 109.27
6538.07 686498 720822 756864 794707 874177
133 8254 8667 89100 9555 10033 11036
660345 €933.63 7280.31 764432 B8026.54 8829.19
134 8337 8754  91.91 9651 101.34 11147
666949 700296 7353.11 7720.77 8106.80 891748
135 84.20 88.41 9283 9747 10235 11258
6736.18 707293 7426.64 779797 8187.87 9006.66
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Side Letter of Agreement
By and between the Monterey Bay Unified Air Pollution Control District
And the
Service Employees Infernational Union, Local 521

On November 21, 2014, representatives of the Monterey Bay Unified Air Pollution
Control District (referred to hersin as the “District”) and the Service Employees
International Union, Local 521 (referred to herein as the “Union™) met on the July 2014
Koff & Associates Compensation Study that was initiated by the District. The District
and the Union (collectively referred to herein as the “Parties™) have met and discussed the
Disttict's fiscal constraints in the coming fiscal years while maintaining s level of high
quality services for residents in all three surrounding counties. As a result of this
Compensation Study certain classifications within the District were identified as being
below or higher than the median salary based on some comparator agencies. As s result,
the Parties enter into this Side Letter of Agreement (referred to herein as the
“Agreement”). By way of this Agreement, the Parties agree:

1. The current Air Monitoring Specialists salary ranges be increased by two percent
(2%) effective the first full pay period in Januvary 2015. The increase would bring
the salary range for the Air Monitoring Specialist II positions within the two
percent (2% of the median per the Koff & Associates July 2014 Study;

2. The parties agree that employees in job classifications with pay scales over the
median (Administrative Assistant series, Air Monitoring Technical Assistant and
Air Quality Planner series) shall remain in their current salary schedule until such
time that the District and the Union meet and confer on that issue. The District
plans to undergo compensation studies in the future on a periodic basis to check
its salary ranges against market rates. At such time the parties shall meet and
confer on the results of such study or studies;

3. Effective January 1, 2015, new hires within the District in the Administrative
Assistant series, Senior Fiscal Assistant, Air Monitoring Technical Assistant and
Air Quality Planner serics, shall have the salary schedule at the new lower salary

range &s identified below:
Jab Classification New Salary Range
Administrative Assistant 10
Senior Administrative Assistant 20
Fiscal Azsistant 14
Senior Fiscal Agsistant 24
Air Monitoring Technical Assistant 22
Air Quality Planner [ 50
Air Quality Planner I1 60
Air Quality Planner III 70
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4. Promotional opportunities for all District employees hired before January 1, 2015
shall be in accordance with the current Salary schedule for all classification series
and not subject to the salary range as outlined in Section 3 of this apreement;

5. In the spirt of collsboration and to achieve harmonious labor/menagement
relations, the parties agree that the Union shall have input during the process of
selecting 2 vendor for the next compensation study, however, the District retains
the right to make the final vendor selection. In addition the Union shall have
input on the study design, including but not limited to the selection of comparator
agencies and cost of living indices; however the District retains the right to
detenmine the final stedy design if consensus cannot be reached.

Kor the District For the Union
2y s
DATE DATE
ANEPVA——— " =~
Jéycé Giuffre Mike Sewel]
Administrative Setvices Manager Negotiator & Steward
MBUAPCD SEIU Local 521
A ™y

iy 12 0 Dunin

oG, + Clu b, : D YAV
Rithard Stedman Julta Duran
APCO Negotiator
MBUAPCD SEIU Local 521

SEIU Local 521
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