
DATE December 13, 2021

TO: SEIU Loca1521

FROM: County of Santa. Cruz

SUBJECT: LAST BEST ANI? FINAL PACKAGE QFFER

I. Introduction

As you are aware, the County of Santa. Cruz and the SEIU Loca1521 —General Representation.
Unit Bargaining group have been. in negotiations for a successor contract since June 7, 2021.
While the parties have met twenty-two (22) times, we have been unable to reach agreement on
several key economic issues.

II. Last Best and Final Offer (LBFO) Terms

Attachment A to this LBFO ineIudes the full legislative versions of the contract language
provisions of this Last Best and Finai Offer.

A. The following is a summary of the economic provisions of this LBFO.

• Term:

o Effective upon adoption. of a successor MOU by the Board. of Supervisors
(BOS) and the Union through September 18, 2024.

~ Stewards:

a SEIU shop stewards will be granted paid release time for one additional
eight-hour shop steward training each year.

s Salary:

o Three percent (3%) base wage increase far all bargaining unit members
effective the first fu11 pay period after Union ratification and BOS
approval; and,

o Two and one-half percent (2.S%) effective the first full pay period in
September 2022; and,

o Two and one-half percent (2.5%) effective the first full pay period in
September 2023.

~ Equity Adjustments:
o Effective the first full. pay period. after ratification atld BOS approval,

increase the salary ranges far all classifications in Y1~e Public Health Nurse
II benchmark by 4.5%.

o Effective the first foil pay period in September 2022, increase the salary
ranges for all classifications in the Public Health Nurse II benchmark by
4.5°10.



o Effective the first full pay period after rarification and BOS approval,
increase the salary ranges for all classifications in the Physician
AssistantlNurse Practitioner benchmark by 9.5°/a

o Effective the first full pay period in September 2022, increase the salary
ranges for all classifications in the Physician AssistantlNurse Practitioner
benchmark by 5.5%.

o Effective the first full pay period after ratification and BQS approval,
increase the salary ranges for all classifications in the Clinical Lab
Scientist benclunark by 7.25%.

o Effective the first full pay period in September 2022, increase the salary
ranges far all classifications in the Clinical Lab Scientist benchmark by
7.25°l0.

o Effective the first full. pay period after ratification and BOS approval,
increase the salary ranges for all classifications in the Radiological
Technologist benchmark by 5.75%.

o Effective the first full pay period in September 2022, increase the salary
ranges for all classifications in the Radiological Technologist benchmark
by 5.75%.

s Mechanic Tool Allowance:

o Effective after ratification and BOS approval, employees in the classes of
Automotive Mechanic, Sr. Automotive Mechanic, Heavy Equipment
Service Worker, Heavy Equipment Mechanic I & II, Supervising Heavy
Equipment Mechanic &Pump Maintenance Mechanic are eligible to be
reimbursed up to $1,000 per contract year with receipts.

~ Medical:

o Effective as soon as administratively possible for Calendar Year 2022,
County will contribute 95%/9fl%/90% of the 2022 premium for the lowest
cost HMO (excluding Kaiser) available in Ca1PERS Health, but not less
than EE Qnly = $879.32, EE + 1 = $1.,666.08, EE + 2 or more = $2,165.90,
which includes the PEMHCA minimum.

o For Calendar Year 2023, County will contribute 95%/90%/90% of the
2023 premium for the lowest cost HMO (excluding Kaiser) available in
Ca1PERS Health, but not less than EE Only = $927.68, EE + 1 =
$1.,757.71, EE + 2 or more = $2,285.02, which includes the PEMHCA
minimum.

o For Calendar Year 2024, County wilt contribute 95%/90%I9Q% of the
2024 premium for the lowest cost HMO (excluding Kaiser) available in
Ca1PERS Health, but not less than EE Only = $978.71, EE + 1 =
$1,85439, EE + 2 or more = $2,410.70, which includes the PEMHCA
minimum.



~ On-Call Pay:

o Effective the first full pay period after ratification and BOS approval,
increase on-call compensation from $3AQlltour to $4.00ihour.

• Detention and Juvenile Hall Facilities Differential:
o Effective the first full pay period after ratification and BOS approval, all

employees in the job ctasses of Cook, Head Cook, Detention LVN,
Detention RN (aka Detention Nurse Specialist UII), and Detention Nurse
Supervisor shall have the $1.00 per hour Detention and Juvenile Hall
differential rolled into their base hourly rate.

• Longevity Differential:

o Effective the first full pay period after ratification and BOS approval,
employees will. become eligible fora 3% longevity differential after
completing 41,600 hours of County service (approximately 20 years).

• Holidays:

o Beginning in June 2022, June 19 will be recognized as a paid County
holiday in recognition of Juneteenth.

• 7/12 Schedule:

o Effective as soon as administratively possible, all Sheriff's Records Clerks
assigned to the Sheriff's Corrections Bureau will work a 7112 schedule.

Ali proposed implementation dates assume Union ratification and BOS approval prior to
implementation.

B. All Signed Tentative Agreements Included: Although the parties have not reached
consensus on a total agreement, negotiations have produced 35 signed tentative agreements
an the issues brought forward by both parties. Atl tentative agreements are included. in
Attachment B. 1`he parties have also conceptually agreed to one additional TA on the
Mental Health Classification series, which is pending signature.

C. The County rejects all other outstanding SEIU proposals and the County has no outstanding
proposals.

III. Conclusion

The County requests the Union to respond to this Last Best and Final Offer in writing no later
than the close of business on December 20, 202 L If the County does not receive a response by
SEIU by December 20, 2021, the County will deem lack. of response as a rejection. If SEIU
aceep~s the terms of this LBFO, the County's bargaining team will prepare the #entative
agreement packet for the BOS in accordance with Brown Act agenda noticing requirements,
first for closed session and on a subsequent date for the open session..
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ARTICLE 1 M~MORAIVDUI~I Off+ UNI?EItST'ANI~ING: INTRODUC"TIDN

This is a Memorandum of Understanding between the County of Santa. Cruz and the Service
Er~p~oyees I~ternatior~al Union Local 521 for the General Representation Unit. Both parties
agree that this Memorandum is a result of meeting and conferring in good faith under the terms
of State law and County. regulations. This Memorandum of Understanding contains the complete
resin#s of rtegotiatio~s between the Comity of Sar~~a C~z and SEIU Loca1521 for Co~.u3ty
employees for the period Se~ ~e~~'~'~se~g~epte~~~-8,='~.'~- September 19 2021
throu~li September 1$, 2024 for all provisions, and supersedes all previous agreements. ~~

~t is understood. and agreed that #his Iv~(JLT ~e}~~esents a complete axed ~~a~ ~de~s~a~d~g on all
negotiable issues between the County and SEIU Local 521 on behalf of the General
Represents#ion Unit. This Agreement supersedes all previous memoranda. of understanding or
agreements between the parties on rna#ters witl3iri the scope of representation except as
specifically referred to in this Agreement. All ordinances, resolutions, minute orders or rules
covering any practice, subject or matter not specifically referred to in this Agreement shall not be
superseded, modified, or repealed by implication or otherwise by the provisions of this
Agreement.

The provisions herein sha11 remain in effect for the fife of the Agreement and unless othervv~se
stated neither party is obligated to reopen on any matter covered in this Agreement. In the event
any new practice, subjec# or matter arises during the term of this Agreement which is subject to
meet and corer aid an action is }proposed b3~ the County, S~IU Loca15210~ behal#'of the
General Representation Unit sha11 be afforded notice pursuant to the County's Employer-
Employee Relations Policy and shall have the right to meet and confer upon request. In the
absence of any agreement, nothing herein is intended to limit the rights of the parties to take
action in accordance with the law and this MOU.

~~ is understood and agreed #.hat im}~le~entazion of this Me~orandu~n of Unders#anding will
require certain modification by Board action to the salary, compensation and leave provisions of
Section 160 (Salary, Compensations and Leave Provisions) of the Personnel Regulations by
Board action.
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ARTICLE 3 UNION ACTIVITIES

~.1 STEWARDS

The Union agrees to notify the County of their Stewards on a quarterly basis. At least one
Steward shad be allowed in each department. If a department ~as more than one physical work
location, a Steward shall be allowed at each separate physical work location. If more #han
twenty-five (25) employees in the same department are assigned to one physical work location,
ore {1 ~ Sze~va~d sha~1 be allowed for each twangy-five {253 0~ fraction thereof Tie Union may
request additional_ Stewards where departmental circumstances warrant such action and
department heads are authorized to grant such requests where circwnstances warrant. Alternate
Stewards may be designated to serue in the absence of the Steward. The Comity and Union will
jointly offer an eight (8}-hoax basic Shop Steward training course once per calendars year as part
of the Training Task Farce program, The County agrees to provide release time for one f 1 ~ eight
~~ hour Sl~o~ Steward ~ai~ng~~er ca~e~dar ~ea~ in addi#ion to tie ioint tra p session.
Release time shall be authorized in accordance with MOU Attachment C. When Shop Stewards
communicate with the County on issues within the scope of representation, they must identify
themselves as Shop Stewards.
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PAY 7.1

A. Pay- Arkicle 7.1 Economic Reopener for Fiscal Emergencies

if at any time during the term of this MOU, the Board of Supervisors declares a fiscal
emergency, the County may reopen the MOU for negotiations on any economic issues
including but not limited to wages, health benefits, and retirement. Negotiations shall
commence within 10 days of notice from the County. If the parties do not reach agreement
within 30 days after commencement of negotiations, they may mutually agree to mediate the
dispute under the auspices of the State Mediation and Conciliation Service, provided that
such mediation shall commence within five days of the agreement to mediate and shall
conclude within 14 days unless the parties otherwise mutually agree.

In the event of a declaration of a fiscal emergency, it is the County's intent to also reopen the
collective bargaining agreements of other labor groups for negotiations on the economic
issues outlined above in accordance with all applicable provisions of the MOU's. The County
shall provide notice to the Union 5 days prior to consideration by the Board of Supervisors of
a fiscal emergency under this provision.

If a state or federallaw is passed to reduce benefits for active employees in this Unit, the
parties shall have the right to reopen the economic provisions of the MOU.

B. Cost of Living Increase

1. Effective ~ ~~~= r , '~a'~e ~E~ebe~~'~?~~ the first full pa~period after
ratification by the Union and Board of Supervisors approval, each step in the salary range
for all employees shall be increased by ~ 3%.

2. Effective the first full pay period ~egi~rx~g- in September 2022 ~,~T, each ste in the
salary range for all employees shall be increased by 2.~°l0.

3. Effective the first full pay period Leg gin September 2023~z-'t~~ each step in the
salary range for all employees shall be increased by ~S _25%.

_ - 
.,.,~....,.._a~.~.,.~.~.,._.. ...~.~.,.~~.:._

C. Equity Adjustments

1. Effective the first full pay period after ratification by the Union and Board of Supervisors
~proval-~~ g-B~~e~~~z-~~, all. employees in the Public Health Nurse II



benchmark classifications will receive an equity adjustrnent of
S:~ 4.5%.

2. Effective the first full pay period in September 2022, all employees in the Public Health
Nurse II benchmark classifications will receive an equity adjustment of 4.5%.

3. Effective the first fu11 pay period after ratification by the Union and Board of Supervisors
approval ,all employees in the Physician's Assistant/Nurse
Practitioner benchmark classifications ~ will receive an
equity adjustment of ~ _95%.

4. Effective the first full pay period in September 2022, all em ~iovees in the Physician's
AssistantlNurse Practitioner benchmark classifications will receive an equity adjustment
of 5.5%.

5. Effective the first fu11 pay period after ratification by the Union and Board of Supervisors
approval all employees in the Clinical Lab Scientist benchmark classifications will
receive an equity adjustment of 7.25%.

6. Effective the first full pay ,~.eriod in September 2022, all employees in the Clinical Lab
Scientist benchmark classifications will receive an equity adjustment of 7.25%.

7. Effective the first fu11 pa~~eriod after ratification by the Union and Board of Supervisors
~proval all employees in the Radiolo~,ical Technologist benchmark classifications will
receive an equity adjustment by 5.75°l0.

8. Effective the first fu11 pawperiod in September 2022, all employees in the Radiological
Technologist benchmark classifications will receive an equityadjustment of 5.75%.

..
..
. ,.
..

_ _.
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8.2 MECHANIC T(30L ALLOWANCE

Effective upon Union ratification and Board of Supervisors approval all employees in bud eted
positions in the classes listed below shall be eligible to receive a tool reimbursement of uU to a
maxirnurn of $1,000 per contract year, which shall be paid followingpresentation of receipts
documenting the purchase:

Automotive Mechanic
Senior Automotive Mechanic
Heave Equipment Service Worker
Heavy Equipment Mechanic I
Heavy Equipment Mechanic II
Supervising Heavy Equipment Mechanic
Pump Maintenance- Mechanic
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10.1 MEDICAL COVERAGE &FLEXIBLE CREDIT

CaIPERS offers employees choices in medical plans. Enrollment of some domestic partners is
permitted in the Public Employees' Medical &Hospital Care Act {PEMHCA) health plan.
Effective January 1, 2009, the County implemented a Flexible Health Allowance Program.
Employees must be enrolled in a Ca1PERS PEMHCA health plan to participate. Enrollment
status in a health plan determines the level of Flexible Health Allowance an employee is eligible
to receive.

A. Employees in this representation unit may enroll in a medical plan offered by CaIPERS in
accordance with the provisions of the PEMHCA Program or a Ca1PERS approved County
offered alternate medical plan. Employees have the option of enrolling their eligible dependents
in a Ca1PERS approved County offered medical plan. Alternate medical plans must conform to
CalPERS plans, rules, and regulations.

The Parties agree to meet and confer on potential impacts within the mandatory scope of
bargaining that relate to the implementation and regulatory compliance of the Affordable Care
Act (ACA) for the County sponsored medical plans.

B. For coverage during the term of this agreement the County shall contribute to the CalPERS
PEMHCA Program or any other Ca1PERS approved County offered alternate medical plans the
following monthly amount far active, eligible employees in budgeted positions who elect to
participate in such program:

_. r_e~: • _ ._ ._ .. _

..

• .



_~, • •_•

• _ ~ ,~_

~ . . _

~._

_ ~

- • ' ~ _„~

•

•_~ ~~_

• ~.
- - ii7L~

• -" - t • •' `- --



-~i t ~

t

_~ _ ~ i~_

_ ~ ~ 1 ~ t

_ ~ ~ ~ 1 i

~ - ''. ..

_I„• ~_~ _

i t ► _ ~ ~1_

~ ~ ~ _ ~

t

t.

I'

~-~ - -~.

~ _ ~ .t_ ~



_4~i ~- ~

_ •~~ 1 •

~ • ~ _ ~ _

a t •

~ 1.

_ • t

~ _ ~ _ ~

~ ~~

_ ~ ~ ~ ~ - ~ -

~i ~_ d_ a



lei J~ir~~wrlil~/~.~i ~ it~~i

_1 or calendar year 2021, the County will
provide the following monthly benefit contributions for active employees:

a. Ca1PERS PEMHCA CONTRIBUTION

1. Employee only =the County shall contribute the PEMHCA minimum as
determined by CaIPERS on an annual basis.

2. Employee +one dependent =The County shall contribute the PEMHCA
minimum as determined by CalPERS on an annual basis.

3. Employee +two or more dependents =The County shall contribute the
PEMHCA minimum as determined ~y CaiPERS on an annual basis.

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee only = $8b9.32, which includes the PEMHCA minimum
contribution in §1(a)(1). The County's contribution represents 95% of the
2021 premium of the lowest cost HMO available in Ca1PERS Health
{excluding Kaiser), minus an additional $1~ err~ployee contribu#ion.

2. Employee +one dependent = $1656,08, which includes the PEMHCA
minimum contribution in 61{a)(2). The County's contribution represents
90% of the 2021 premium of the lowest cost HMO available in Ca1PERS
Health (excluding Kaiser), minus an additional $10 employee confiribution.

3. Employee +two or more dependents = $2155.9fl, which includes the
PEMHCA minimum contribution in ~1(a)(3). The County's contribution
represents 90% of the 2021 premium of the lowest cost HMO available in
Ca1PERS Health (excluding Kaiser), minus an additional $10 employee
contribution.

At no time during the 2021 plan year will the County pay more than the foil costs
associated with employees' health plan selection.

2. Effective as soon as administratively possible, for calendar year 2p22 the County will
'provide the follawin~ monthly benefit contributions for active employees•

a. Ca1PERS P~IVIHCA CONTRI;~3UT~ON

1. Employee only =the County shall contribute the PEMHCA minimum as
determined by Ca1PERS on an annual basis.



2. Employee +one dependent =the County shall contribute the PEMHCA
minimum as deternvned by Ca1PERS on an annual basis.

3. Employee +two or more dependents =the County shall. contribute the
PEMHCA minimum as deterntined by CaIPERS on an annual basis.

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee onlX = 95% of the 2022 premium of the lowest cost HMO available
in CaIPERS Health (excluding Kaiser}, but not less than $879.32. This
includes the PEMHCA minimum contribution in 2(a)(1).

2. Employee +one de,~endent = 90% of the 2022 premium of the loaves# cyst
HMO available in Ca1PERS Health (excluding Kaiser}, but not less than
$1,666.08. This includes the PEMHCA minimum contribution in 2(a}(2).

3. Employee +two or more dependents = ~0% of the 2022 premium of the
lowest cost HMO available in Ca1PERS Health (excludin~er~ but not
less than $2 165.90. This includes the PEMHCA minimum contribution in
2 a 3.

At no time duringthe 2022p1an year will the County pay more than the full casts
associated with employees' health plan selection.

3. For calendar year 2023, the Coun will provide the following monthly benefit
contributions for active em~la~es:

a. Ca1PERS PEMHCA CONTRIBUTION

1. Em~layee only =the County shall contribute the PEMHCA minimum as
deterniined by Ca1PERS on an annual basis.

2. Employee +one dependent =the County shall contribute the PEMHCA
minimum as determined by Ca1PERS on an annual basis.

3. Employee +two or more dependents =the County shall contribute the
PEMHCA rninirnum as determined by CaIPERS on an annual basis.

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

Z. Employee only 95% of the 2023 premium of the lowest cost HMO available
in CaIPERS Health (excluding Kaiser), but not less than $927.68. This
includes the PEMHCA minimum contribution in 3(a}(1).



2. Employee +one dependent = 90% of the 2023 premium. of the lowest cost
HM4 available in CaIPERS Health (excluding Kaiser) but not less than
$1,757.71. This includes the PEMHCA minimum contribution in 3(a)(2)

3. Employee + ~fl or more dependents = 90% of the 2023 premium of the
lowest cost HMO available in Ca1PERS Health (excluding Kaiser) but not
less than $2,285.02. This includes the PEMHCA minimum contribution in
3 a 3.

At no time during the 2023 plan year will the County~ay more than the full costs
associated with employees' health plan selection.

4. For calendar year 2024, the County will provide the following monthly benefit
contributions for active em~lo.S ees:

a. Ca1PERS PEMHCA CONTRIBUTION

1. Employee only =the County shall contribute the PEMHCA minimum as
determined by CaIPERS an a~ annual basis.

2. Emuloyee +one dependent =the County shall contribute the PEMHCA
minimums as determined by CaIPERS on an annual basis

3. Employee +two or more dependents =the County shall contribute the
PEMHCA minimum as determined by CaIPERS on an annual basis

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee only = 95% flf the 2024 t~remiuin of the lowest cost HMO available
in Ca1PERS Health (excluding Kaisers but not less than $978 71 This
includes the PEMHCA minimum contribution in 4(a)(1)

2. Emx~loyee +one dependent = 9Q% of the 2024 premium of the lowest cost
HMO available in CalPERS Health (excludin Kaiser} but not less than
$1,85439. This includes the PEMHCA contribution in 4(a)(2}

3. Employee +two or more dependents = 90% of the 2024 premium of the
lowest cost HMO available in Ca1PERS Health (excludin Kaiser) but not
less than $2,410.70 This includes the PEMHCA contribution in 4(a)(3)

At no time during the 2024 plan year will the County~ay more than the full costs
associated with employees' health plan selection.

C. Employees in this representation unit hereby authorize the County to make a payroll
deduction in the amount equivalent to the remainder of the premium required for the



PEMHCA Program, or any other Ca1PERS approved County offered alternate medical plan
in which they and their dependents are enrolled.

D. Employees hereby authorize the County to make a payroll deduction for the payment of the
required Ca1PER5 administrative fee based upon the plan selected by the employee.

E. Should CalPERS require a contribution to the Public Employees' Contingency Reserve Fund,
employees hereby authorize payroll deductions equivalent to any such contributions required
by Ca1PERS.

F. Pr~T~ DoIlar Program.

The County will make available to members of this representation unit a voluntary program
of pre-tax dollar contributions as provided in Internal Revenue Code Section 125.

G. Survivor Coverage.

Upon the death of an actiue employee ~vho has de~ender~ts covered uride~ a medical plan
offered through the County, the County sha11 provide reimbursement of medical premium
costs for six (6) months following the death. of the employee for the surviving eligible
dependents.

H. Retiree Health Care.

1. ~mp~oyees ire this representation unit ~vho ~e#ire through CaIPERS mad enroll in a Ca1PERS
health plan or any County offered alternate medical plan, as provided under the Public
Employees' Medical &Hospital Care {PEMHCA) Program and CaIPERS regulations.

2. The County agrees to contribute as shown below for eligible retirees who are enrolled in a
Ca1PERS Public Employees' Medical and Hospital Care Program (PEMHCA) medical plan
or an alternate medical plan approved by Ca1PERS and offered through the County. The
Count3T'S i??O~l~~~ CO111Ti~U#iOT1S 2T~ aS ~OIIOWS:

a. Effective 3anuary 1, 201.2 for all emplayees in this unit who retire or have retired
from the County, the County's medical contribution towards retiree health insurance
shall be the PEMHCA minimum (as determined by Ca1PERS on an annual basis), not
to exceed the actual cost of the plan selected. This amount sha11 be paid directly to
CaIPERS. In addition, the County may make a longevity con#rik~ution (as defined in
H.2.b below) to reimburse retirees or qualifying family members of a deceased
annuitant (see section H.3) for a portion of the cost of the health premium deducted
from the retiree's pension. Longevity contributions shall be paid directly to the retiree
or a qualifying family member of a deceased annuitant (see secfiion H.3) by the
County on a monthly basis.

b. Effective January 1, 2012 for ail employees in this unit who retire on or after January
1, 2012 from the County, the County will make a longevity contribution. towards



retiree health insurance, which when added to the PEMHCA minimum will total the
amount shown in the fallowing longevity schedule (See Attachments E & F):

1. Retirees with 0-5 Years of Service with the County of Santa Cruz are entitled to
receive the PEMHCA Minimum Only.

2. For retirees with 6+years of County service, each additional year of service above
5 years sha11 be recognized with a fixed dollar increase per year, as shown on
Attachment E and F, to a maximum of $SQ7 at the age of 55 with 20 years of
service for Retiree Only and to a maximum of $557 at the age of 55 with 20 years
of service for Retiree Plus one or more dependents.

3 . For retirees with 6+years of County service, each additional year of se~ice
beyond age 55 shall also be recognized with a 5%increase, as shown on
Attachment E and F, to a total County Contribution m~imum of $507 for Retiree
t~nly and $557 for Retiree Plus one yr rr~ore dependents.

A~. Upon the retiree or the qualifying family member of a deceased annuitant (see
section H3) attaining Medicare eligibility, the County's total contribution shall be
reduced to the greater of (i} the PEMHCA minimum or (ii) 75% of the pre-
Medicare contribution as calculated per Attachment E and F.

5. Effective in any calendar year that the PEMHCA mini~uin {as determined by
Ca1PERS on an annual basis) equals or exceeds the lowest level of benefit
available to an employee at age 55 with 6+years of service, the longevity
schedules (See Attachment E and Attachment F) shall be revised to reset the fixed
dollar increase between the years 5-20, thereby ensuring that the provisions of
Section 2.b(2) are met.

6. Increases to the County contribution pursuant to Section 2.b(Sj shall only apply to
retirees with retirement dates on or after the date of said revisions) to Attachment
E andJor Attachment F.

7. Retiree's contributions from County shall remain fixed at the amour# determined
at the date of their retirement (per Attachment E and F) unless and until, during
negotiations, this bargaining unit and the County agree to an increase in the
maximum County contribution of $507 for Retiree Only and $557 for Retiree Plus
one or more dependents.

8. County contributions shall never exceed the cost of the premium for the
qualifying medical plan in which the retiree is enrolled.

9. Employees u~ho retire under a disability will receive the greater of:
a} 30Q% of the PEMHCA minimum or
b) the benefit as deternlined by the longevity schedule.

Effective January 1, 2014



The County's contribution to the monthly health premium is calculated based on age at
retirement and number of County service years and is available only to County employees in
the Classified Service that have attained. permanent status as defined in Article 23.1,

One County service year begins on the date of hire to a regular position and extends to one
year (12 months) later and each anniversary date after that until termination and retirement.

County service years are unharmed by termination. If an employee leaves County service for
any reason and later returns to County service, the number of calendar days from the date of
first hire to date of first departure shall be added to the employee's time of County service,
for purposes of determining County service points.

When an employee is ready to retire they may request the County to provide them with a
document that lists their total County service years. If they disagree wi#h the report, they
shall be provided an opportunity to submit information supporting a differing conclusion. If
necessary, they may appeal to the Personnel Director. The findings of the Personnel Director
shall be fi~a~ a~~d not subject to further review.

4. The County recognizes the years of service and age of retirement of the retired employee and
will provide the retiree's longevity contribution (as defamed in Section H.2.b) to a qualifying
family member of a deceased retiree for a portion of the cost of the Ca.IPERS health premium
deducted from the retiree's pension. A family member is defined under California Public
Employees' Retirement Law, §22775. Eligibility for benefits is in accordance with
California Public Employees' Retirement Law, § 228 i 9.1.

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

I. waiver of Coverage.

Employees who meet the following criteria are eligible to receive a cash "opt out" payment of
$2~0 per rrionth.

1. The employee must opt out of (waive). medical coverage through the County.
2, The employee must provide proof of and attest to having minimal essential caysrage

as defined by the Internal Revenue Service (IRS) through another group health plan
(or other plan. deemed acceptable by the IRS} for the employee and for all individuals
for ~vho~ the employee reasonably expects to claim a personal exemption deduction
for the taxable plan year to which the opt out payment applies.

3. The employee must provide the County with proof of and attestation to coverage
every plan year. Such proof and attestation must be provided at the time the employee
first wishes to opt out of County-provided medical insurance, and during Open



Enrollment each year thereafter, so long as the employee wishes to continue to opt
out of County provided medical coverage.

Reimbursements to employees shall be made on a quarterly basis.
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13.1 ON-CALL DUTY

A. Defined. On-call duty is defined as the requirement by the department for an employee to
leave a phone number where the employee may be reached during off-duty hours, or carry a
pager during off=duly hours, and the employee must be available to report to work within a
one-hour period. Tn ~ ,~~;,.„aa „ .,» a,,,~, ,.~~. o ~,. ~.o •,+

a- r , •~ •,,r ~~ vas v..ui

B. Time Worked.

1. Time spent in answering phone calls or responding to calls by phone is considered time
worked. which counts towards overtime.

2. An employee wha is called back to duty shall be considered on-call until he/she reaches
the Sob site. ~'~avel ~i~e to the job site shah riot be considered #ire worked.

3. Time worked shall be deducted from the prescribed on-call shift to determine the
appropria#e on call pay.

C. Compensation.

.~ , ~ ..

_ ... -' - ~ .. _ ~ A t

1

1. Effective September 13, 2014 all employees assigned on-call duty shall receive $3.QQ per
dour when assigned to be on-call.

2. Effective the first full tray period after Union ratification and Board of Supervisors
approval, all employees assigned on-call shall receive $4.00 per hour (or $32 for an 8-
hour period, $b4 fora 16-hour period, and $96 fora 24-hour beriod) when assigned to be
on-call.

D. Union Notification. The County shall notify the Union whenever the County intends to add
or remove positions in the bargaining unit. from the approved on-call list.
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14.5 DETEl~t'~'ION AND JUVENILE I1ALL FACILITIES DIFFERENTIA,

A. ,

}'~~ ~~~•~~„~'~'~~" ~ ̂~'~*~~~. Effective the first full pav ueriod after ratification by the Union
and Board of SuUervisors approval, the Detention and Juvenile Ha11 Facilities Differential
will be eliminated and the $.1.00 per hour differential sha11 be rolled into the base ~a~for
each step in the salary range of the below job class cations: .

Cook
Head Cook
Detention LVN
Detention RN (aka Detention Nurse Specialist I/II)
Detention Nurse Supervisor
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14.b LONGEVITY DIFFERENTIAL

A. Prior to July 12, 1997: Employees who have comple#ed 62,401 of County Service Hours
-shall be paid a I,ongeuity Differential of 3.0% of their base holy rate.

B. On and After July 12, 1997: Employees who have completed 52,000 hours (equivalent to
a}~pro ately 25 years of ~l~-tie e~nployr~ent3 sl~a~l be paid a ~,c3nge~it3~ ~i~ere~tial of
3.0% of their base hourly rate. Effective the first full pav period. after Union ratification and
Board of Supervisors approval, employees who have completed 41,600 County Service
Hours (equivalent to approxirriately 20 years of full-time em ~lovment) sha11 be paid a
Longevity Differential of 3% of their base hourlyate.

C. for the purposes of the longevity differential only, emp~c~yees ~~ a b~~a~c in service from
Santa. Cruz County may be credited for previous service years with the County of Santa Cruz
with the approval of the County Administrative Officer (CAfl); and only for service years
with the County of Santa Cruz, if t.~~e employees had ~erma~ent Civil Service status and were
in good standing at the time of separation, and return to County employment in a bud  ~eted
position within two years of separating
con>;,,o v„sec co,.+;,.~ VTTT T2. !T?o;,,~+„~o..,.,o„+, ~e decision of the CAO shad be ~~al.

D. For the purposes of the lon~evity differential only, employees who leave County service in
order to pursue higher education may be credited for t~revious service years with the County
of Santa Cruz with the approval of the County Administrative Officer (CAO)• and only for
service years with the County of Santa. Cruz, if the employees had permanent Civil Service
sta#~s aid were i~ good standi~~ at tl~e tune o~ se~aratior~, and ret #o County err~p~o~me~t
in a budgeted position within four years of separating, upon presentation of proof that the
emplo  yees spent the full four years of separation enrolled in higher education. The decision
of the CAO shall be final.

E. Employees are eligible for credit for previous service years under C or D but not both
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16.1 HOLIDAYS

A. I~o~~day~ S~ec~fied

The following are Holidays which apply for eligible General Representation Unit employees:

1. January ~ -New Year's day
2. The third Monday in January, known as "Martin Luther King Jr. Day"
3. The third Monday in February, known as "Presidents' Day"
4. Iv~arcl~ 31, k~ovvri as "Cesar Chaves-Day"
5. T'he last Monday in May, known as "Memorial Day"
b. July 4 -Independence Day
7. The first Monday in Septerriber, lcnow~ as "Labor Day"
8. The second Monday in October, known as "Indigenous People's Day"
9. November 11 - known as "Veterans Day"
10. Tl~e Th~sday i~ November appo~ted as "Tha~~csgiving Day"
11. The Friday in November -the day after Thanksgiving Day
12. ~ -~~ December 24 - "Christmas Eve". ~~ ~~~:•~ ~~~~z a^-- = ~n~ ° a

13. December 25 - "Christmas"
14. June 19 known as "Juneteenth".

. ..

_ ..
_ ._

~.
~ i ~ 1

Holidays which fall on a Sunday shall be observed on the following non-holiday work dam
Holidays which fall on a Saturday shall be observed on the preceding non-holiday work dam
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ARTICLE 31 WORI~~ SCHEBIJLE/LOCATION ASSIGNMENT

A. VVo~~ ScheduleslSchedu~e C~ariges.

Except as provided below, the standard work schedule shall be eight (8) hours per day, five (5)
days per ~vee~, with tv~to (2} consecutive days off. Except for overtime, callback and on-call
assignments, departments which need a different operational schedule shall maintain and post an
employee assignment schedule. No employee, except in case of emergency, shall be required to
wank a different work schedule than assigned (including an alternate schedule) unless the
employee has been notified in writing at least five (5) working days in advance of the change in
work schedule.

1. Altercate Schedules.

a. Upon recommendation of a department head or designee, flex-time, job
s~a~i~g acid vol~r~tary reduced work Your programs may be establisl~ec~
after consultation with the Personnel Director and the Union. Job sharing
programs require that benefits (excluding employee insurances) be
prorated.

b. Current alternate work schedules may include 9/80 schedules, 4/10
schedules, and/or other alternate schedules. Inclividuals assigned to such
schedules sl~a~~ accrue lease grid holiday hours ors ~e swine basis as
employees working. the standard 5/8 work schedule. Employees shall also
be charged time off based. on the number of hours in the work day missed.

c. Should tl~e County elect to eliminate an e~st~g alternate schedule, or
establish a new alternate schedule, it will provide five (5) working days
.advance written notice to the Union and will meet and confer upon Union
request.

d. 7112 Schedule —Sheriff's Records Clerks
Effective as soon as administratively possible, all Sheriff's Records Clerks
assigned to the Sheriff's Car~ectiQns_ Bureau wiIl work a 7/12 schedule
consisting of three I2-hour dais in one week of the~a~Leriod and four
12-hour days in the other week of the pay period. Employees assigned this
SC~1~11I~ W1Il WflI~ a ITiOC~i~3~ Wfli'~ ~3E~'lfl(~, iTi W~3iC~i Oi?e ~2-~lfll~.i' C~c'~
be split between the two work weeks, leaving ~e employee with 42 hours
of scheduled work each work week. Individuals assigned to such
schedules shall accrue leave o~ the same basis as employees working the
standard 518 work schedule. Employees shall also be charged time off
based on the number of hours in the work day missed.

i. Overtirr~e. Employees will be subi ect to Article 12 aid o~ert~e
will accrue on any hours of work over 40 in each designated work
t~eriod, This will result in employees who work their full assigned
schedule receiving four hours of overtime each pa~~eriod.



ii. Holidays. Bmplflvees assi~ed the.~122 sehedu~e are riot subject to
the provisions of Artic1e16.1.A. (Holidays). Instead these
employees will accrue .051 hours of holiday credit (the equivalent
o~ ~ 12 hors ~e~ year, re~rese~ti~~ tl~e ~4 Couri ho~ida~) #or
each hour they are in paid status uu to 80 hours der pawperiod
Holiday accivals will be cashed out twice er year in June and
DEcember:

iii. Overtime hours will not count toward step advances County
Service hours, probation, leave accruals or similar u oses

iu. ~~le~entation of this- article (31.A.1.d.) is subject to coo~d~ation
with the Auditor-Controller-Treasurer-Tax Collector and the
Information Services Department.

B. Location Transfers.

The County shall provide ten (10) working days written notice when transferring employees to a
new location in excess of ten (10) miles from their current worksite, except in cases of
emergencies. Transfers shall not be arbitrary or capricious.

C. Infra-Departmental ~'e~ie~-Transfers.

All employees tl2at are interested in infra-departmental transfers shall have their name placed an
the Countyu~de ~rar~sfe~ list. Bf-~ective January 1, 208, depa.~tinents that desire to fill any vacant
position through an infra-departmental transfer shall be provided a copy of the transfer list by the
Personnel Department and shall consider the applications and candidacy of those employees
requesting considers#ion for a transfer. The names of interested employees shall appear on the
certification list with other interested applications (open and promotional competitive lists).
This process sha11 not apply when the transfer is the result of a layoff, emergency, disciplinary
action, workplace violence, the result of a Personnel investigation, or where prohibited by
statute.

~?. Hours Worked.

Effective August 10, 1996, all hours worked exclusive of overtime (as defined in Article 12.1)
sha~~ apply #o step ad~a~cement and ar~r~~al leave accrual. On a quarterly basis, begin~r~g
October 1, 1996, the department shall circulate departmental interest cards to establish an extra
work interest list. Employees shall have five (5} working days to place their name on the interest
list. Prior to hiring temporary workers, the department sha11 consider this list for the filling of
temporary vacancies when practical.

E. Seniority Defamed.

When used, seniority for purposes of overtime and shift assignment within the work unit shall be
determined by the most recent date of appointment to the current class and department of the
employee.



F. After Hours Medical Phone Services.

The intent of this article is to provide a mechanism by which clients are able to access services
after regular business hours and holidays. The Health Services Agency will request Physician's
Assistant/Nurse Practitioner volunteers for participation in after-hours call. If enough volunteers
are not obtained, the department will assign staff in order to maintain services for clients. The
employee may be assigned in writing to such duty by the Health Services Agency Director, leave
a phone number where #hey can be reached or carry a pager or cellular phone, and return calls
within a period of time specified by the Health Services Agency Director.

Employees in budgeted positions in the class of Physicians Assistant/Nurse Practitioner who are
assigned to receive and answer ca11s from clients after working hours shall receive payment of
$10.00 per hour (from ~ p.m. on a weekday to 8 a.m. the following day); and $10A0 per hour for
weekends and days on which the County offices are closed in observation of a holiday {from 8
a.m. on a weekend day or holiday to 8 a.m. on the following day}. "Completed" means receiving
and answering all client calls within the period of assignment.

The payment for this assignment is not payment for time actually worked. Time spent by such
employees in receiving and responding to ca11s shall be counted as actual time worked. For each
incident, a minimum of fifteen (15) minutes time worked may be recorded. If the actual time
worked for an incident exceeds fifteen (15) minutes, this minimum shall not apply.

Response to phone calls and returning calls sha11 not be considered call-back duty. After hours
medical phone service shall not be considered on-call duty. Employees assigned such phone
service are not required to report to work. Employees are required to answer client calls on a
timely basis, but are otherwise free to pursue their own activities and are not restricted to a
particular locale.

No more than one (1) employee may be assigned such duty on any one day without the advanced
written approval of the County Administrative Officer.
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County Counter Proposal

3.6 NOTIFICATIONS

Distributed at the table by County on 9/8121

A. Notification of Change in Status.
It shall be the duty of the County to notify the Union whenever the services of any Countyemployee in a class in this unit are engaged or terminated.

B. Disciplinary Action.

For the Union

~~
Kiernan Colby
Co-Chief Negotiator

9/15/21

Date
_.

r
~~,. `r  ~,

Ben Fuchs
Co-Chief Negotiator

9M 5/21
Date

For the unty

1~.1 ---'C._~
Ajita Patel
Personnel Director

Date

The County shall notify the Union in writing of any intended dismissal, suspension orreduction in rank of employees covered by the Memorandum of Understanding. l'hesame day that the notice of intended action is served to the employee, a'copy of the notice shallbe either a) hand-delivered to the Union with'all attachments, e~b) faxed to the Union v►~thoutattachments and sent to the Union by First Class Mail with all attachments or c1 ernailed to the



AR'~"ICL~ 3.7 UNION LEAVE AND TIME OFF

The County acknowledges that County employees wha are Union board members or Shop
Stewards have an important role in development and maintenance of harmonious labor relations.
Further, the County acknowledges that effective representation requires participation in training
and Union activities and that reasonable time aff 1~~-~ should be available for such
purposes.

The Union acknowledges the County's priority for County programs1 a~ services and projects.
The Union accardin~ly recognizes the need for the provision of notice as well as reasonable
limitations in the administration of this Article. The Union thus recognizes that
approval of leave under this Article ma~not be wanted if an employeelUnion board member or
Shop Steward ~~~e has specialized skills, talents, abilities and Irnowledge~~~r that are
necessary and which cannot be reasonably replaced.

In accordance with Government Code 355$.8, the County will continue to pa~the em~loYee
their regular compensation during leave which is approved under this Article and wiIl continue to
make its regular contributions toward the employee's retirement and insurance benefits/in-lieu
stit~ends during that leave. Employees shall likewise continue to make their normal retirement
and insurance contributions during approved Union leave under this Article.

The Personnel Department shall coordinate with the employee's department and the Auditor's
Office to invoice the Union for the full cost of any compensation and benefitspaid to or on
behalf of the employee during their Union leave, and the Union shall reimburse the County for
those costs within 3Q daXs of receipt of the invoice. Reimbursable compensation shall.include
wages and any retirement contributions and insurancelin-lieu sripend payments made bX the
County on behalf of the employee and their dependents.

A. Short-Term Union Leave with Pay

The County and Union agree that an emplayee/[1lnion board member ar Shop Steward shall be
entitled to an aggregate of ~e~{~8} twenty-five (25 warkin~days per year time off without loss
of pay or other benefits for Union trainings and other activities, including activities of any
statewide or national emklavee organization with which the Union is affiliated, subject to the
following limitations:

~4: 1. The em~lovee must request leave under this section (3.7.A.) at least two (2) weeks in
advance of the first day of the proposed leave using ~^+:_~ ~~~^_'~ ̂ '~~~ _ ,_,,,,=,
~~~~a~~-~w;~~e~the County's Em~lovee Request for Time Off form (PER 1482AZ

2. If the timing of the requested leave period is not operationally feasible, the County and
the Union will work in good faith to identify and agree upon. an alternative leave eriod.

3. Employees granted leave under this section (3.7.A.} shall continue to earn full service
credit during that leave and shaIl retain their rights to return to their t~ositic~n at the
conclusion of the leave.



B. Long-Term Union Leave with Pav

T'he Union may request that an emt~lovee/LJnion board member ar Shop Steward be granted ~
leave without loss of com ensation or other benefits by the appointing
authority with the approval of the CAO for a period of up to twelve {12) months far Union
trainin~s and other activiries, including activities of any statewide or national empio~ee
organization with which the Union is affiliated, subiect to the followin~limitations•-

1. The employee must request leave under this section (3.7.B.) at least four {4) weeks in
advance of the first day of the t~roposed Leave using the County's Employee Request for
Time Off formSPER 1082A).

2. Only employees who have successfully completed their probationary period and have
permanent status in their current Count position shall be eligible for leave under this
section 3.7.B.)

3. Leave under this section (3.~.B.) is subiect to the approval of the appointing authori and
the County Aci~ninistrative Officer. The CAO's decision on such leaves is final.

4. The County agrees to the Union's request that employees granted leave under this section
(3.7.B.~ shall continue to earn full service credit during that leave.

5. A person granted such leave who has permanent status in her/his class shall have the right
to return to a position in that class.

6. While on such leave, the person shall not be considered a County employee for any
purpose except, for an employee with permanent status in their class, the right to
return at the expiration of the leave.

~~ _—~
Kiernan Colby
Ca-Chief Negotiator — SEFU

10/23121

DF`'7;.
~ i

Ajita Patel
Chief Negotiator —County

DStC

Ben Fuchs
Co-Chief Negotiator — SEN

10!25/21

Date
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The Union recognizes its obligation to cooperate with the County to maximize service of the
highest qua]ity and efficiency to the citizens of Santa Cruz County, consistent with its
obligations to the employees it represents, The County and the Union affirm the principle that
haxmanious labor-management relations are to be promoted and furthered.

~'a.i~c:++•e.~.n.~ea~iSsi •. •i~•..~isa ri~i~~~eio` ~:e•i~.:bpi.w~~~n~:~~n:::sia«~.Oi.•~a~e.~-

~6~Q%2.~~s~i CC7Lf

Kiernan Colby ~ T
Chief Negotiator — SEIU

1014/21

Date

Ben Fuchs
Cc~-~hiefNegotiator — SEIU

~f i

t~=~~~ {~_

Ajita Patel
Chief Negotiator —County

s

1 d d ~(~ ~ + l ✓ ( ~i

~at~

09/2812021.

Date



TENTATN~ AGREEMENT

ARTICLE 4 UNI(?1'V SECURITY

4.2 NOTICE OF RECOGNIZED UNION

The County. shall give a written notice to persons being processed for regular employment in a
class represented by the Union. The notice shall contain the name and address of the t,Tnion and

_.the fact that the Union is the exclusive bargaining representative for the employee's unit and
class. The County shall,past h:.,~ *'~~ ~m„'~"~~ ̂  ̂ ~T~ ̂ £the current Memorandum of
Understanding on both. the Internet and the Count~Intranet. Emnlovees may rectuest a co,~Y of
the Memorandum of Understanding from their supervisor or departmental Personnel Liaison

K~¢~t~L!.uL ~9~

Kiernan Colby
Chief Negotiator — SEIU

9/8/21
Date

i.__ _ 

~~l
,, ~ 

,.
z~ .- . ~

Ajita Patel
Chief Negotiator —County

~ ,~ i

Date



TENTATIVE AGREEMENT

ARTICLE 4 UNION SECURITY

4.3 CONFIDENTIAL ̂ ~Tn crr~~v~rrcnvv pOSITIONS

A. The positions currently designated as confidential are listed on Attachment A. Employees

designated as confidential may be changed by the County in accordance with provisions of

the Memorandum of Understanding and of the County's Employer-Employee Relations
Resolution.

K~ ~
Kiernan Colby
Chief Negotiator — SEIU

Ajita Patel
Chief Negotiator — Caunty

9/8/21
Date

~I~ Zo2.~ ..~
Date
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4.7 UNION ORIENTATION

The County shall allow Union representatives) to provide a Union orientation of up to thirty

{30) minutes to represented employees immediately preceding each scheduled new employee in-

processing meeting. Tl~e County and the Union representatives} shall not malign eitherparty, its

employees or officials.

A. Regularly Scheduled tn-Processing 1vleeti~gs

The Counxy molds tv~o new employee in-processing meetings each-week on regulazly established

days and rimes. The County shall;notify the Union of the regularly scheduled days and times for

such meetings and shall pirovide the Union with at least ten days advance notice of any change in

the. regularly established days or times.

B. Special In-Processing Meetings
There may be occasions where; due to special circumstances, an in-processing meeting must be

held. on a different day flr time than the regularly established day and time. The County will

provide the Union with as much notice as practicable of any such special in-processing meeting.

In the event that a Union representative is unable to attend anon-regularly scheduled in-

processing meeting, the County will provide a list of General Representation Unit attendees to

the Union within twa working days so the Union may contact them.

C. Union Officers and Stewards Release Time

Subject to the quarterly review described below in Section 4.'7.D., the County will approve paid

release time for a shop steward or a union ot~icer to provide a Union orientation immediately

before both weekly in-processing meetings so long as at least one General Representation Unit

member is registered to attend each meeting. It shall be the Union's responsibility to call the

Personnel Department reception desk the morning of each scheduled meeting to determine

whether any unit members are scheduled for in-processing that day. So long as at least one unit

member is scheduled for the meeting, the steward or officer shall be allowed 30 minutes of

release time for the Union orientation. If the steward or officer must travel to the meeting from,

another work location, they will also receive reasonable release time for

travel-e~ac~►~v~ Typical travel time is 30 minutes each wav (one hour total) for travel from
Watsonville or 15 minutes release time each way {30 minutes total) for travel from other work
locations, owever, the Counri
recognizes that at times this ma~need to be adjusted to accommodate traffic conditions.

The Union may,.at its discretion, have more than one representative at any pre-in-processing.
Union arientation; however, only one employee will receive ,paid release time for any such
meeting. If the Union wishes for more than one shop. steward or union officer to attend any pre-
in-processing Union orientation, the additional steward/officer must seek their supervisor's prior
approval for time off to attend the meeting and if their request is approved they must use their



own accruals for this time. Alternatively, the additional steward/officer may request to modify
their work schedule to attend during their lunch period if doing so meets their department's
operational needs.

The Union shall provide the Personnel Department with a quarterly schedule designating up to
12 shop stewards and union officers who will present Union orientations at new employee in-
processingduring the coming quarter and specifying the orientation dates assigned to each
designated steward or officer. In order to limit the operational burden on the County, no steward
or officer shall be assigned to preset more than ot~e orientation per month. The quarterly
schedule must beprovided by the 15~' day of the month prior to each nev►~ quarter (i:e., ~y
December i 5, March i S, June 1 S and September 15) in ozder to ensure adequate. time to arrangerelease time. Release time will be approved in advance one quarter at a dime. If na unit membersare scheduled for in-pmcessing on a date for which a stev~ard or off►cer lias been granted releasetime, the release time shall be automatically revoked, and it sha1T be the responsibility of the.
stewarti/officer to inform their supervisor of the change in circumSfances. If a steward/officer isunable to attend in-processing on their assigned date, the Union may send a member of its staffin lieu of the stewardlofficer.

D. Quarterly Review
The twice-weekly release time shall be subject to quarterly review to ensure that it is not undulyburdensdme to County opErations, Should the. County provide the Union with objective
examples of operational challenges, the parties will promptly meet and discuss those challengesin a collaborative effort to identify a mutually agreeable way to satisfactorily mitigate those
challenges, Changes to release time shall be subject to mutual agreement.

For the ~Jnion

~~~, ~~
Kiernan Colby
Co-Chief Negotiator

9/15/21
Date

%? .—~
~_

iG~

Ben Fuchs
Co-Chief Negotiator

9N 5127

Date

For the Cote

c
Ajita Patel
Personnel Director

~~~ i~ ~ ~z ~~ ~~ ~
Date

~ ~Z



County Counter Proposal

ARTICLE b NO DISCPIMINATION

Distributed at Table by County on 9/9/21

A. Fair Employment Practices. Equal Employment Opportunityll~Ion-discrimination.

1.. The County and the ~Jnion agree that no person employed or applying for
employment shall be discriminated against on the basis of race, color, religion,
creed. disab l ty„~mental a~nhvsical), medical condition {cancer related or
genetic characteristics), rational origin, ancestry,-marital status, sex, sexual
orientation, age (over 18), pregnancy, childbirth. breastfeeding, or other related
medical conditions, gender, gender identity, gender expression, emetic
information. milita ' or veteran's status, or any ofher non-merit factor except
where sex or pl ysic~l capability is detem~ ned to be a bona fide occupational
qualification after consideration of reasonable accommodation fact~rrs in relation
to the essential job duties of the position, The parties also agree to support efforts
which are intended to achieve equal employment opportunity as provided for. in
Federal, State and County requirements.

2. Article 223 C and D sets forth the contractual process for employees aggrieved
by alleged violations of Article 6 A1.

B. Union Activities. Neither the County nor the Union shall interfere vaith, intimidate, coerce or
discriminate against County employees ~ieea~se~e#=#~ei~ for exercising their rights under thisMemorandum of Understandin  gorforfie-forming, joini~ end o~articipate~ng in activitiesof the Union or providing testimony to any public body (e.e.. ~g the Board of
Supervisors, or exercising theiz~ right to refuse to join or participate in the activities of the
Union.

For the Union

/'~yGPJLi~~ ~19'y
Kiernan Colby
Co-Chiefi Negotiator

For the County

~~ ~~

9/15/2'1

Date

~'
>ti ~ ~ 

_ ~~

Ben Fuchs

CaChief Negotiator

Ajita Patel
Personnel Director

"1jt~~~ aa~ vt~ 4~- ~
Date

9/15/21

Date



TENTATIVE AGREEMENT

9.6 RETIREMENT (PERS) -LOCAL MISCELLANEOUS MEMBERS &COUNTY PEACE
OFFICER SAFETY MEMBERS TIER 3 CAP

A. Cpmpensation Cap

Employees hired on or after January 1, 2013, wh'o fall in Tier 3 as defined in Article 9.1.A.3
are subject to the compensation cap pursuant to PEPRA (AB340). Upon reaching the
compensation cap as determined by AB340, the employee and employer contributions to
Ca1PERS retirement shall cease until the first full pay period in the following calendar year.
In lieu of Ca1PERS retirement contributions the employee may participate -with the employer
in a Defined Contribution Plan. administered by a third. party acid in accordance with Internal
Revenue Service Regulations, administrator guidelines, and AB340.

Such Defined Contribution Plan shall require employee and employer contributions for those
employees who choose to participate in the plan. Pursuant to the Defined Contribution Plan
guidelines, the decision to participate is a one-time irrevocable decision. Newly eligible
employees shall be provided an election window that is governed by Internal Revenue
Service Regulations and administrator guidelines. For plan participants, the employee
contribution shall. be three percent (3%), and the employer contribution shall be the lesser of
six and one-quarter percent (6.25°l0) or the current CalPER5 Tier 3 employer contribution
rate, for all regular salary earnings over the compensation cap. Contributions -shall be
administered through a payroll deduction for employees.

1. Vesting

The Defined Contribution Plan shall include a vesting component which requires six {6)
years of Santa Cruz County service and an age requirement of fifty (50) years. The date
of County service, for the purpose of vesting under this article only, shall be the
employee's date of hire. An employee who separates and returns to Santa Cruz County is
deemed to have qualifying consecutive County service, as long as the employee does not ~,
withdraw his/her employee contributions from the defined contribution plan.

Employer contributions will become fully vested and available to the employee after six
(6) years of Santa Cruz County service and upon reaching age 50, subject to any other
plan requirements as defined by the third party administrator. As long as the employee
does not withdraw their employee contributions from the defined contribution pion, the
employer contribution is vested upon achieving the years of service and age, even if the
employee is no longer an employee flf Santa Cruz County.

2. Investment Control

Employees shall be responsible far the investment and control of the employee
contributions and the employer shall be responsible for the investment and control of the
employer contributions until contributions become vested as described above. The



County will invest the contributions with fiduciary responsibility in a manner consistent
with other County Investments. Employees may request information from the Personnel
Department regarding investment strategy and the rate of return.

3. Disability

An employee who is deemed to be disabled for the purposes of CaIPERS retirement will
be considered vested under the defined contribution plan, upon providing Santa Cruz
County with the Ca1PERS approval.

4. Me Too Provisions

If the County offers a different plan to other Tier ~ 3 employees during the term of this
agreement, SEIU has the option of adapting the terms of that plan, subject to Internal
Revenue Service Regulations, and plan administrator guidelines.

Kiernan Colby Ajita Pagel

Chief Negotiator — SEIU Chief Negotiator -County

9/8/21

Dade
-~ ~~ ~~`
Dade



TENTATIVE AGREEMENT

10.4 DISABILITY INSURANCE

A. Employees in this unit have elected to be enrolled in the State Disability Insurance ($DI)
program, which replaces fhe County provided plan with all costs of partici anon to be borne— - - - ,.~ ~ ~c „a... - -- ---by-the employee through a payroll deduct~on.''''~~ ~'~~~~ ; ~ - - ~*-~* T~v-~;-~

- - 
x ~~

B. When an employee is on a leave of absence during which time the employee has applied or
reapplied for SDI, the employee has the option to utilize their annual leave or remain in an
unpaid statas during the seven (7Ly wairingy,period required for SDI.

~! j~ ^~~

Kiernan. Colby ~— Ajita Patel
Co-Chief Negotiator — SEN Chief Negotia#or —County

10/23/21
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Ben Fuchs
Co-Chief Negotiator — SEIU

10/25/21
Date
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10.7 CONTINUATION OF INSURANCES DURII'~TG LEAVE 4F ABSENCE WITI~OUT PAY
DIRECT PAYl

The County and Union agree to abide by CaIPERS requirements under the California Public
Employees' Retiremen# Law re arding continuation of insurances during leaves of absence
without ~a~In order to continue County insurance benefits coves e~ during a leave of absence
without day of a full~a,~period or more, the emQlayee must ~av their insuranc~remiuxns in
accordance with the provision of this Article (10.7). Employees who do not follow the
t~rocedure set forth below may have their insurance benefits canceled during the period of their
leave of absence without pay. " "

A. Employees granted leave of absence without pay of one full pay period or longer
shall notify the enefits Division of the Personnel Department_ Benefits
staff will meet with employees upon request to explain how the leave may affect their health
insurance benefits.

~ ~ An employee who elects to continue their benefits coverage during an unpaid leave
of absence of one full pay ueriod or loner shall continue to pay their premiums during their
leave of absence.

B. Health Insurance.

1. If the leave is under 34 calendar days, the Count will collect the amount due through
payroll deductions after the employee returns to paid status in accordance with Article
14J.D.

2. In order to continue to receive health benefits Burin an unpaid leave of absence of 30
calendar days ar longer, the employee must enroll in the Ca1FERS Direct Pam r~ am
and. pay 100% of their health plan premium both the employee and the Count



contributions directly to the health plan. Persannel will_~rovide the em ~Ioyee with a
Direct Pay packet which the employee must complete and return. The em~lovee will then
be enrolled in Direct Pav and the health plan will provide them with infornnarion on the
premium payment process.

a. As required by Federal or State law, the County will reimburse eligible emplovees
who are an aanroved leaves under the Family Medical Leave Act (FMLA ,California
Famil~Rights Act (CFRAl. Pregnancy Disabilit~Leave (PDL) or Workers'
Compensation for the Count share of the health plan premium far both emplovee
and de,~endents in the same amount as if the employees were working ar on paid
leave.

The employee is responsible for pavin the re lgu ar employee contribution far their
benefits and those of their dependents and will not be reimbursed for that
contribution.

b. An employee on an approved Medical leave of absence that is not FIvILA CFRA
PDL or Workers' Compensation will be reimbursed for the County share of the health
plan premium for the em~lo wee only. The employe will not be reimbursed for the
County share of the health plan premium for any dependents.

'The employee is responsible for payin  ~gthe re  u,~lar employee contribution for their
benefits and those of their dependents and will not be reimbursed for that
contribution.

c. An employee an a Personal leave of absence is responsible for the full Count and
employee shares of the premiums for both the employee and their detaendents for the
health pion and will receive no reimbursement.

3. If an em~lo~e declines to enroll in Direct Pav or fails to paw eir premiums to their
health_plan as required, health benefit coverage for the employee and an~d_e_pendents
maX be canceled.

4. Employees who do not may for insurance coves ~e duriu~ the leave of absence are treated
like a new em ~>loyee with regard to determining when covera~?e begins. Should
employees and/ar their dependents not be covered during a leave of absence without pay
of the employee the~will be treated as initial enrollees for purposes of qualification
period and benefits includingdeductions and co-payments upon return of the em~lavee
to active employment.

C. Other Benefits.

z
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1. An employee an any of the above types of leave other than Personal leave is responsible
for paving, the County the employee contribution toward dental dependent vision and
supvlemental life insurance and any other similar fee for service benefits in order to
retain these services. The County will continue to cover the re~lar County contribution.

2. An employee on a Personal leave of absence is responsible for na g the County both.
the fu11 County and the full em~loYee contributions toward the premiums for both the
employee and their dependents for dental, vision. and both regular and supplemental life
insurance and any other similar fee far service benefits in order to retain these services.

3. During any unpaid leave the employee is responsible for paying the County their regular
contribution toward anvpre-tax program they are enrolled in under Article 10.1.F.
(flexible Spending Acconnt2

D. Repayment

The County shall have the right to recover from the employee any un aid contributions due
tender this Article (10.7

a. current Emplaces
If the e~a~lovee continues employment with the County fallc~win~the end of the unpaid
leave, upon the em~layee's return to paid status the Caun shall rovide the empioye~



with a written accounting of anv amount due and shall recover that amount through
pavroil deductions. Such deductions shall not exceed $250 der ua~period and shall
continue until the full amount due has been recovered.

Separated Employ
If the emplovee separates from Count~mployment before the full amount due has been
recovered, the County shall have the right to recover any amounts still owing
throu

,attachment of wages, deduction from wage/accrual
payoff upon separation, civil action, or other actions.

Kiernan Caiby
Co-Chief Negotiator — SEILT

Fi

Ajita Patel
Chief Negotiator.— County

9 0/23121
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Ben Fuchs
Ca-Chief Negotiator — SEIU
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All full-time employees shall be granted a meal period not less than thirty (30) minutes,
scheduled at approximately the mid-point of the work period. Supervisors should make advance
arrangements for relief or coveragre as needed to ensure that employees are able to take their

coverage as needed so the emplavee can take their meal period as soon thereafter as possible
Employees required to be at workstations for eight (8) or more consecutive work hours shall
have their meal periad during work hours.

_ ~~ ~~ _

Kiernan Colbyi
Chief Negotiator - SEIU
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Ajita Pagel
Chief Negotiator —County
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TENTATIVE AGREEMENT

ARTICLE 11.2 REST PERIODS

All employees shall be granted a rest period during each four (4) hours of work. Departments
may make reasonable rules concerning the rest period scheduling. Rest periods shall be taken

arrangements for relief or eovera~e as .needed:#o ensure that emnlovees are able to take their rest
.periods. If an employee has the opnortunity to take a rest period but fails to do so the rest period
is waived.

Restroom breaks shall not count against employees' restperiods.

~lt.~/ZKQ.IL ~G17'c~.

Kiernan Colby
Co-Chief Negotiator.- SEN

9/23/21
Date
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Ben Fuchs
Co-.Chief Negotiator - SEIU
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Aj ita Patel
Chief Negotiator -County
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~ 2.2 AUTHORIZATION

Employees cannot work overtime without the advance approval of department heads or their
designated agents. Advance approval may include written instructions from department heads for
standard situations, and such instructions may be changed by department heads from time to
time. Operational needs vary b~deparnnent. Departments shall ensure that plans are in place to
relieve employees at the end of their scheduled shifts. Departments shall ensure that employees
are relieved at the end of their scheduled shifts when overtime is not approved. This sha11 not
prevent the parties from mutually agreeing to other arrangements.

~iKiernan Colby
Co-Chief Negotiator — SEIU

1 Q123/21

Date
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Ben Fuchs
Co-Chief Negotiator — SEIU

10/25/21
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Chief Negotiatar —County
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'TENTATIVE AGREEMENT

14.2 SHIFT DIFFERENTIAL

A, Swing Shift. Employees who work eight (8) consecutive hours or more which includes at
least four (4) hours of work between the hours of 5:00 p.m. and 12:00 a.m. es a regular work
assignment sha11 be -paid a rate of $x:58 1.75/hour above their hourly salary rate for a swing
shift differential.
fie:

B. Graveyard Shift. Employees who work eight {8) consecutive hours or more which includes at
,least four (4) hours of work between the hours of 12:00 a.m. and 8:00 a.m. as a regular work
assignment shall be paid a rate of ~3 2.00/hour above their hourly salary rate for a
graveyard shift differential.

C. Corridor Application. The predominant number of hours scheduled in a shift determine the
differential to be paid and the entire shift is to be paid at the appropriate shift differential. If
equal hours are worked in each of the shift periods then the higher shift differential will be
paid. ~f a split shift is worked where an individual works four (4) hours and then is off for a
period of time and then returns to complete the four (4) hours, then the criteria of eight (8)
consecutive hours has not been met and' there is no eligibility for the differential.

~~~ ~~
Kiernan Colby
Chief Negotiator — SEIU

Ajita Patel
Chief Negotiator —County

~J~/21 q ~ 81 ZO 2-1

Date Date



TENTATIrVE t~GREEI~II!'"~"

14.3 BILINGUAL PAY DIFFERENTIAL

A. The County sha11 provide bilingual payment of an additional $9:3~A 1 A er hour above the
base hourly rate where the employee is required by the appointing authority to use their
bilingual skills at Levei One and the employee is certified as qualified at Level One, by the
County Personnel Director.

The County shall provide bilingual payment of an additional 1.35 er hour above the
base hourly rate'where the employee is required by the appointing authority to use their
bilingual skills at Level Two and the employee is certified as qualified at Level Two by the
County Personnel Director.

"Level One" is the ability to converse in the second languages) and to read English and
translate orally into the second language(s). "Level Two" is the ability to converse in the
second language(s); to read English and translate oratly into the second language(s); read the
second language{s) and translate oralty into English; and to write in the second language(s).

B. Bilingual pay shall be initiated at ttie beginning of the pay period after the criteria outlined
herein are met.

C. The County shall periodically review positions covered by these provisions to determine the
number, location, language and/or teve( of bilingual skill Required of positions to be
designated as requiring bilingual skills The County may require retesting of employees for
the purpose of certifying that employees possess the necessary skill level.

D. Bilingual pay shall be removed when the criteria as outlined herein cease to be met.

~ (~ 1

Kiernan Colby Ajita Patel
Chief Negotiator — SEIU Chief Negotiator —County

918/21 ~~, ~ 1 ~-(~ ~ ~
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TENTATIVE AGREEMENT

27.8 PARENTAL LEAVE -PERSONAL LEAVE (For employees who are NOT eligible forleave under FMLA/CFRA~

Personal leave (including accrued paid leave such as vacation or annual leave, and leave ofabsence without pay) associated with maternity, paternity, or adoption may be granted at thediscretion of the appointing authority in accordance with provisions governing such leave inSection 164 of the Personnel Regulations. A reasonable period of personal leave connected withmaternity, paternity, or adoption is two (2) months.

A. For pregnancy/childbirth, this huo (2} month period would include any requested time offwhich does not meet the pregnancy disability requirements stated above. (including any timetaken off prior to birth when the pregnant employee is not disabled, as well as time taken offby the employee after the disability period).

B. For all~'~~- ma ents of a newborn s -or €~~=~e-~ t{s}-e€ a newly adapted child notcovered by 17.8(A), this two (2) month period includes any time taken off from the date ofbirth or adoption. Additional personal leave related to maternity, paternity, or adoption maybe granted at the discretion of the appointing authority. Departments may require
documentation to support a request for personal leave for ~t~#e~~these reasons.

C. Employees in this unit are covered under State Disability Insurance and Paid Family Leavethrough the State of California.

~~____

Kiernan Colby Ajita Patel
Co-Chief Negotiator — SEIU Chief Negotiator —County

9/15/21
Date

Ben Fuchs
Co-Chief Negotiator — 5EIU
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TENTATIVE AGREEMENT

19.4 ACCESS TD PERSONNEL REGULATIONS

Employees sha11 be allowed reasonable access to the County Personnel R.~egulations, which are
available on both the Count~~ Intranet and on the Internet

/ ~~"'~1
~. .y

Kiernan Colby ~~~ Ajita Patel
Chief Negotiator — SEIU Chief Negotiator —County
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TENTATIVE AGREEMENT

ARTICLE 21 CLASSIFICATION ACTIONS AND SALARY
PROTECTION

. -----)iiil~l}~)~~:1)Y~~
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Chief Negotiator — SEIU
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Co-Chief Negotiator - SEIU

10/22/21

~,•-~

l

Ajita Patel
Chief Negotiator —County

l ~~~~ I.~-
Date

Date



ARTICLE 22 GRIEVANCE PROCEDURE

22.1 The County and Union recognize that settlement of grievances is essential to sound employee
management relations. The parties seek to establish a mutually satisfactory method for the
settlement of grievances of employees or the Union. The parties encourage the prompt settlement
of grievances. In presenting a grievance, the aggrieved and/or his/her representative is assured
freedom from restraint, interference, coercion, discrimination or reprisal. Pursuant to this
Memorandum of Understanding and the County"s Procedures Manual Section 160, Salary,
Compensation and Leave Provisions, which directly applies to employees in the General
Representation Unit, the procedures and provisions herein are established in order to maintain a
reasonable and uniform. process for dealing with disputes.

22.2 DEFINITION

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

1. A management interpretation or application of provisions of this Memorandum of
Understanding ~ that adversely affects an employee's wages, hours or conditions
of employment, except as provided for in subsections 22.2 B, C, D and E below.

2. A management interpretation or application of the County Procedures Manual Section
160, Salary, Compensation and Leave Provisions, ~ that directly applies to
employees in the General Representation Unit and which adversely affects the
employee's wages, hours or conditions of employment.

B. Specifically excluded from the grievance procedure are:

1. Subjects involving amendment or change of aBoard of Supervisors resolution,
ordinance, minute order or this Memorandum of Understanding.

2. Dismissals, suspension, or reduction in rank or classification (appeal process through
Civil Service).

3. Probationary dismissals upon original appointment.
4. Content of performance evaluations.
5. Leaves of Absence, Article 17.2-5.
6. Violation, misinterpretation, or misapplication of Civil Service Rules or provisions of

the County Code (appeal process through Civil Service).
7. Complaints regarding occupational health and safety or the applicable procedures for

such complaints (report to appropriate State or Federal agency).
8. Complaints regarding Workers' Compensation or the applicable procedures for such

complaints.
9. Relationship Affirmation, Article 4.1

C. Alleged violations of Article 6A.1 (anti-discrimination) are arbitrable; provided compliance
with }'~~* ~~a ~„'~;~~* +~ the fallowing: The employee must utilize the County's EEO process



as a condition precedent to arbitration, and the matter shall not be ripe for arbitration until the
EEO claim is resolved at the last level within the County {i.e., after appeal to the County
Administrative Office). See Personnel Regulation Section 192. Employees may appeal and
request arbitration of the County Administrative Officer's decision on harassment and/or
discrimination complaints via a written appeal and request to the Personnel Director within
seven (7) calendar days of the em~lovee's receipt of said decision
sec-~e~. Arbitration after compliance with the County's internal EEO process and in
compliance with Article 22.SB.4 will be final and binding.

D, With the exception of the provisions regarding arbitration of discrimination matters specified
in subsection C, the exclusions from the grievance procedure specified in Article 222B remain
unchanged, are in full force and effect, and are not grievable or arbitrable.

E. Allegations that the County's actions on any excluded matter (Article 22.2B) were based on
discriminatory intent does not render the matter grievable or arbitrable under Article 6, Article
22.2C or any other provision of the MOU.

22.3 PRESENTATION

Employees shall have the right #o present their own grievance or do so through a representative of
their own choice. Grievances may also be presented by a group of employees or by the Union. No
grievance settlement may be made in violation of an eacisting rule, ordinance, Memorandum of
Understanding, minute order or resolution of the Board of Supervisors or State law. Union
grievances shall comply with all foregoing provisions and procedures.

22.4 GENERAL PROVISIONS

A. ,The provisions of this Article shall not abridge any rights to which an employee may be
entitled under the County's limited civil service system, or merit employment system, nor sha11
it be administered in. a manner which would abrogate any power which, under the limited civil
service system, or merit employment system, is the sole province and discretion of the Civil
Service Commission.

B. The time limits set forth in this Article {Article 22) are essential to the grievance procedure and
shall be strictly observed.

1. Failure of the employee{s) or Union to file a grievance within the required time limits
at Step 1 shall result in automatic dismissal of the grievance. Failure of either party to
appeal andlor respond within the required time limits at any subsequent step shall result
in an automatic advancement of the grievance to the neat step.

2. Time limits specified in the processing of grievances may be waived by mutual written
agreement.

C. In no event shall any grievance include a claim for money relief for more than a ninety (90)
day period prior to filing of the grievance. Any grievance settlement shall be implemented in
the second pay period following the settlement of the grievance. Grievance settlements shall be



in writing and shall specify the name of each affected employee and the specific relief to be
afforded to each.

D. Grievances may, by mutual agreement, be referred back for further consideration or discussion
to a prior step or advance to a higher step of the grievance procedure.

E. No hearing officer or arbitrator shall entertain or make findings of fact or recommend on any
dispute unless such dispute involves a position in a unit represented by the Union and unless
such dispute fa11s within the definition of a grievance as set forth in this Article.

. ' : iZ~ t

A. Informal

The County and the Union agree that the informal resolution of grievances promotes
harmonious employee-management relations. Employees are encouraged to act promptly
through an informal meeting with their immediate supervisor in an attempt to resolve the
matter before it becomes the basis for a formal grievance. Any resolution reached at the
informal step must be in accordance with the provisions of this agreement, or other resolution,
rule or ordinance. If the Union and County management are actively engaged in an attempt to
resolve the matter informally, the parties may agree in writing to toll the time limit for filing
the grievance until the informal process concludes.

I: ~ ru .

1. STEP 1
Within thirty (30) calendar days of occurrence or discovery of an alleged grievance, the
grievance may be presented to the department head or designated representative. The
grievance shall be subnutted on a County of Santa Cruz Employee Grievance Form and
shall contain the following information:

a, The name of the grievant.
b. The specific nature of the grievance.
c. The date, time and place of occurrence.
d. Specific provision{s) of the Memorandum of Understanding or Section 160

of the County Procedures Manual alleged to have been violated.
e. Any steps that were taken to secure informal resolution.
f. The corrective action desired.
g. The name of any person or representative chosen by the employee to enter

the grievance. The employee shall be allowed reasonable time to meet with
a designated representative. Areasonable amount of time will be granted
the employee and representative to handle the initial investigation .and
processing of the grievance. The representative may discuss the problem
with employees unmediately concerned and attempt to achieve settlement
of the matter.

The department head. or designated representative shall provide a written decision
within thirty (30) calendar days of receipt of the grievance. Unless mutually



waived, the department head or designee shall meet with the grievantlUnion prior
to issuing their decision.

2. STEP 2
If the aggrieved is not satisfied with the first step decision, helshe may, within fourteen
{14) calendar days after receipt of the decision, present a written appeal of the decision
to the Personnel Director or designated representative. The Personnel Director or
designated representative shall provide a written decision within fourteen { 14) calendar
days of receipt of the appeal. Unless mutually waived, the Personnel Director. or
designee shall meet with the grievant/Union prior to issuing their decision.

3. STEP 3
The decisions) of the Personnel Director may be appealed within fourteen (14)
calendar days to an arbitrator .The written appeal shall be filed with the
Personnel Director.

4. MEDIATION
Prior to advancing to arbitration under "5 —ARBITRATOR" both parties shall jointly
consider whether the tvpe of case involved lends itself to immediate mediation If both
parties agree to do so, the parties shall iointly request that a mediator be assigned by
the State Mediation and Conciiiatian Service. If the mediation process does not
promptly result in an acceutable resolution to bath parties, the case shall advance to
arbitration. The parties shall equally share any costs relating to mediation. If there. is no
agreement to proceed through the mediation step, then the case shall be determined
solely the arbitrator.

5. ITRATOR
The ~g-e~~arbitrator's compensation and expenses shall be borne equally by
the grievants} and the County. Each party shall bear the costs of its own. presentation,
including the preparation and post hearing briefs, if any. The ~~;~~~ v~=~~~-arbitrator
shall be selected by mutual agreement between the parties. If the parties are unable to
agree upon an arbitrator-~e~~g-~€f~e-~, the parties shall jointly request the State
Conciliation and Mediation Service to submit a list of seven (7) qualified ~ g
ef~e~-s-arbitrators. The parties shall then alternately strike names from the List until
ane name remains, and that person shall serve as the ~e~-e~i~arbitrator. The
party having the first choice to strike a name from the list shall be determined by lot.

a. Procedures for choosing an arbitrator ~gf~se~ shall begin within thirty
(30) calendar days of receipt of the appeal at Step 3. Prior to the selection of the
arbitrator ~~g$~e~, the parties will attempt to stipulate to as many facts as
passible and agree on the issues) to be submitted to the arbitrator~g
e ms.
b. 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 County and the grievant may submit
briefs to the arbitrator ~g-s~ in lieu of a hearing.
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c. Except when briefs are submitted as specified in the preceding, it shall be the
duty of the arbitrator ~e~~~ to hear and consider evidence submitted by
the parties and to thereafter make written findings of fact and a decision within
fifteen. (15) calendar days of the conclusion of the hearing.

e: d. The arbitrator ~e~~i~tg~-e~~ shall have no authority to add to, detract from,
alter, amend or modify any provision of this Agreement or impose on any party
hereto a limitation or obligation not explicitly pzovided for in this agreement.
Nor shall the arbitrator have any authority to add to, detract
from, alter, amend or modify any resolution, ordinance or minute order of the
Board of Supervisors, State law, or written rule.
e. The decision of the arbitrator ~e~r~~g-e~~ shall be final and binding upon
the parties.

Kie an Co by, Co-Chief Negotiator - SEIU

_~~- ~-1
Date ,-~

Ajita Patel, Chief Negotiator -County
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i TENTATIVE AGREEMENT

23.10 RETENTION OF REEMPLOYMENT LIST STATUS

Laid off employees having permanent status at the time of layoff, or permanent employees who
displaced to a lower class on the basis of prior permanent status in the lower class, or permanent
employees ~~rho have had. the authorized hours of their positions involuntarily reduced; shall be
certified to openings from reemployment lists established for each class in which they have
reem}~loyment rights. Such employees shall be placed on the Departmental Reemployment List
in order of seniority, and such employees shall also be placed on a Countywide Reemployment
List as a block in na particular order.

A. Departmental Reemployment Lists:

If an opening occurs in the department from which employees were laid off, those fln the
reemployment list will be certified to positions in the class from which they were separated on a
one-to-one basis in order of seniority. A Departmental Ove~ll List is the only list that shall have
precedence over a Departmental Reemployment List. (Civil Service Rules. Section IV) A
department may request selective certification of bilingually qualified employees from a
Departmental Reemployment List for a vacant position that is designated as bilingual pursuant to
Article 14.3. If there is no departmental reemployment list, the order of certification shall be: (1 }
County-wide Overfill List; (2) County-wide Reemployment List; and (~} other employment lists
as specified in Civil Service Rule VI.B.2..

B. e Countywide Reemployment Lists.

If an opening occurs in a class in departments other than the ane in which the layoff took place,
the Personnel Director shall certify the Countywide Overfill Lists for that class to the other
department(s). If there is no Countywide Overfill List for the class, the next list to be certified
shall be the CountyK~ide Reemplayn~ent List. Names on such a Countywide Reemployment List
shall be certified toget}ier as a block in no particular order. A department may request selecrive
certification of bilingually qualified employees from a Countywide Oti~erfill List for a vacant
position that is designated as bilingual pursuant to Article 14.3. If there is na ~;~-~T—,
Countywide OvertI1 List, the order of certification shall be:

1. Countywide Reemployment List; and
2. Other employment lists as specified in Civil Sertirice Rule VI.$.2.

C. Re#ention of Reemployment List Status.

A laid off employee shall remain on the Reemployment Lists for the class until either of the
following occurs:

1. He/she refuses one offer of an intervietiv or one offer of reemployment in the class
from which helsl~e was laid off or displaced; OR



,.

2. Twenty-four (24) months have elapsed from the date of layoff or displacement. A laid
off err►ployee's name may also be re►noved from reemployment lists on evidence that
the person cannot be iocatec~ by postal authorities.

The name of a person on a reemployment list who fails to reply within ten (10) working days to a
written certification notice shall be removed from the reemployment lists for tie class. Such
persons name may be restored to the list upon written request by the person.

nG~!!/LjZCI.~L ~N
Kiernan Colby
Chief Negotiator — SEIU
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Ajita Patel
Chief Negotiator —County
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TENTATIVE AGREEMENT

ARTICLE 25 TUITIQN REIMBURSEMENT AND TRAINING

25.1 TRAINING TASK FORCE &TUITION REIMBURSEIv1ENT

A. The County and the Union recognize the importance of training programs and the
development of career ladders and encouraging promotions. The County and the Union agree
to aLabor-Management Training Task Force. Such task force will have four (4)
representatives from the General Representation Unit and one (1) SETU staff person for a
maximum of five (5) representatives. The task force shall meet semi-anrivally~upon request

the Union. The scope of the task force shall be:

1. Reviewing and helping select in-house and on-line training programs to help
employees prepare for promotional opportunities, clarify career paths within the
County service and identify and overcome barriers to career advancement; and

2, Discuss and make recommendations to the Personnel Department regarding ways
to improve upward mobility and promotional opportunities for current County
employees.

B.
~-i~Al1 employees ~-are assi  ;~ned to watch the on-line New

Em„plovee Orientation (NEON on paid work time soon after joining the County workforce.
T~~ T'-~;rt~ ~~•. ~n~;~- The NEO includes a new member orientation module developed by
SEIU

C. For the term of this agreement, the County will provide $25,000 for funding for employees in
the General Representation Unit for: the existing Tuition Reimbursement Program; for
reimbursement for jab-related but not required licenses and/or certificates; and for
reimbursement for professional association dues for professional associations for which dues
are inseparable from certification and/or licensure.

1. Reimbursement shall only apply to fees paid by the employee during the calendar
year in which reimbursement is received, No reimbursement shall be made for fees
of less than $5.

2. Extra Help Employees in the classes of Lifeguard, Head Lifeguard, Aquatic Aide,
Recreation Program Specialist, Recreation Coordinator, Recreation Supervisor,
Park Service Officer, and Park Recreation Cultural Worker I-IV are eligible to
request reimbursement for licenses and certificates pursuant to this section.

3, Employees shall not be reimbursed under both this provision and the provisions of
A rtirlc~ 1 ~ ~

Kiernan Colby
Chief Negotiator — SEIU

9/8/21

Date

/~,+ ~4~

'~ `~^~'~"` _._..dam' ..ter'`

Ajita Patel
Chief Negotiator —County

Date



TENTATIVE AGREEMENT

ARTICLE 26 HSD WORKLOAD COMMITTEE

A. It is the intent of the management of the Human Services Division (HSD) to:

1. Fill vacant budgeted positions and to fi11 behind approved leaves of
absences without pay in excess of thirty (3Q) days provided that adequate
Federal/State funding is available; and

2. Distribute the workloads of clerical staff, benefits representatives,
employment training specialists and social workers fairly.

B. In an effort to fairly distribute workload, the HSD management will act to assign staff
and/or distribute cases and tasks, with consideration of such factors as caseltask
complexity, training status, and/or worksite operations.

C. The Workload Committee shall consist of management representatives and Union
stewards or alternates from HSD. ,

Additional attendees may be agreed upon at the request of managem~nt or the Union
Committee representation may differ by DivisionlPragram. Meetings will be held at
either party's request.

D. The purpose of the Workload Committee shall be to address workload concerns
arising from cases/tasks, and/or functional assignments and make recommendations
for consideration in the following areas:

1. Workload distribution

2. Workload Impacts

3. Workload. efficiencies including but not limited to technology solutions

4. Protected time; and

5. Forecasting future trends and resources needed

Any proposals mutually agreed to by the Committee will be recommended to the HSD
Director for timely review and response.

E. In assessing the quality of an employee's work, HSD management wi11 take into
consideration the effecf of extensive vacancies, major regulatory changes, and
technology related impacts.

F. Complaints made pursuant to this Article are not grievable; however, all other



provisions are subject to the grievance procedure.
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Kiernan Colby ~i
Chief Negotiator — SEIU

10/7121
Date
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Y .,.'~, _._.

Ben Fuchs
Co-Chief Negotiator — SEIU

(~

Ajita Patel
Chief Negotiator —County

1 t> ~ Q ~~
Date

10/22/21

Date



j TENTATIVE AGREEMENT

ARTICLE 27 JOINT ~8#LABOR-IUTANAGEMENT COMMITTEES

A. HSA Joint Labor-Management Committee

The parties agree that there will be one committee comprisin e~-~€ representatives from
HSA management and the Union. Tlie committee will consist of management representatives
and Union stewards or alternates from HSA.

The committee will meet quarterly, or more frequently by mutual agreement. The purpose of
this committee shall be communication and information sharing and problem solving on
relevant HSA issues such as employee work environment and policies and procedures. The
committee wi31 consider HSA related issues concerning recruitmentlretention; patient care
and staffing. Any proposals mutually agreed to by the committee will be recommended to the
Agency Director for review and. response. Issues discussed by the committee are only
grievable if they otherwise meet the definition of a grievance under Article 22.

B. Public Works a~~~~-~~ point Labor-R~anagement Committee

The parties agree that there will be one committee comprisinge~-e~representatives from
Public Works management and the Unian,
~.,,.,., r~,;~a c„n,,,-.,., ~„a *,,n r T.,;~n. The committees will consist of management
representatives and Union stewards or alternates from Public Works:?: +• ~~ a -* ~ .

Thy Public Works Joint Labor-Ivlana ement ry~a~-r~-~ ie~ eCommittees will meet as
needed. The purpose of ~#ese this committees shall be communication and information
sharing and problem solving on relevant Public Works ̂~ ~''~°'~' c•~^~^~* issues such as
employee v~~ork environment and policies and procedures. The committees will consider
department-related issues concerning recruitmentlretention and staffing, Any proposals
mutually agreed. to by the committees will be recommended to the department head far
review a~ld response. Issues discussed by the committees are only grievable if the}j otherwise
meet the definition of a grievance under Article 22.

C. Child Su ort Joint Labor-Nana ement Committee

The parties agree that there will b~ one committee comprising representatives from Chiid
Support and the Union The committee will consist of management representatives and
Union stewards or alternates from the department.

The Child Support Joint Labor-Management Committee will meet as needed The purpose of
this committee shall be communication and information sharing and problem solving on
relevant Child Support issues such as e~npiovee work environment and policies and
procedures The committee v,.~ill consider de~artineni-related issues concerning
recnlitmentlretention and staffing. Anv proposals mutually agreed to bathe committee will



{ be recommended to the department head for review and response. Issues discussed by the
committee are only ~rievable if they otherwise meet the definition of a ~,rievance under
Article 22.

~~~ ~~
Kiernan Colby
Chief Negotiator — SEIU

9/8/21

Date

_. ---~~.~ t _. _, _ ~~.
Ajita Patel
Chief Negotiator —County

c.~ ~' ~ ~~ r r
~̀ _c..- ~

Date



TENTATIVE AGREEMENT

32.1 Provisions of the regular employees' MOU applicable to extra help employees.

The following sections of the MOU between the County and Union for the General
Representation Unit apply to extra help employees:

Article 2: Recognition
Article 2.l
Article 2.2
Article 2.3 '
Article 2.4

Article 3: Union Activities
Article 3.l -Stewards
Article 3.2-Bulletin Boards
Article 3,3-Distribution
Article 3.4-Visits by Authorized Union Representatives
Article 3.5-County Facilities
Article 3.6-A, C, E Notifications

Article 4: Union Securit3~
Article 4.1-Relationship Affirmative
Article 4.2-Notice of Recognized Union
Ar#icle 4.3-Agency Slop
Article 4.4-Maintenance of Membership
Article 4.5-Modified Agency Shop
Article 4.6-Exclusions
Article 4.7-Financial Report
Article 4.8-Vote to Rescind Agency Shop Provision
Article 4.9-EnforcenienUSeparability
Article 4.10-Indemnify and Hold Harmless
Article 4.11-Payroll Deduction and Pa}~ Over

Article 5: Peaceful Performance
Article 5.1
Article 5.2
Article 5.3

Article G; No Discrimination

Article 7: Pay
Article 7.1
Article 7.2-Requirements for Step Increases



~' Effective January 14, 20l 7, the MOU language supersedes the Personnel Regulations and Article
7.2 applies for step advancements for all extra help employees.

Article 10: Insurance Benefits
Article l Q.1.E-Preta~c Dollar Program

Article 11: Meal Periods, Rest Periods, Clean-Up Tirne
Article 11.1-Meal Period
Article 1 Y .2-Rest Periods
Article 113-Clean-Up Time

Article 12: Overtime
Article 12.1-Definition
Article 12.2-Authorization
Article 12.3.A-Computation

Article 14: Differentials
Article 14.1-Application
Article 14.3-Bilingual Pay Differential
Article 14.8-Pharmacist In Charge Differential
Article 14.9-Agricultural Biologist Aide Lead Differential
Article 14.10-Dual Clinical Lab Scientist License and Microbiologist Certificate

Article 15: Other Compensation Provisions
Article 1~.1-Automobile Mileage Reimbursement
Article 15.2-Reimbursement for Property Damage
Article 15.4-Meals in Locked Facilities
Article 1 ~.5-Meal Allowance in Declared Emergency

Article 16: Paid Leave
Article 16.3.A-Required Court Leave
Article l 6.3.0-Donation of Blood
Article 16.3.11-Assault Leave

Article 18: ~mplayee Parking/Bus Passes

Article 14: Emi3loyee Rights
Article 19.3-Personnel Files
Article 19.4-Access to Personnel Regulations
Article 19.6-Defense and Indemnification

Article 20: Health and Safety

Ar#icie 2l ;Classification Action
Article 21.A-Classification Action



Article 21:2-Unit Assignment

Article 25: Training and Promotional Opportunities
Article ~:? 25.1.C.2.- Tuition Reimbursement Program

Article 28: Separability of Provision

Unless specifically listed above, MOU provisions for the General Representation Unit do not
apply to extra help employees.

Kiernan Colby
Chief Negotiator — SEIU

9/8/21

Date

~~

Ajita Patel
Chief Negotiator —County
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County Counter Proposal

ARTICLE 35 HOLIDAY PRENIIUM PAY

Distributed at Table by County an 9/9/21

County agrees to time snd a half for emplovees who are requu~ed to work on holidays if theemployee works 40 hours in the same pay period. Premium pav is effectuated on the actual d~of ~}je holidays even if the Cou ~,rty observes the holiday,an a different date.

For the Union

Kiernan Caiby_~l~~~
Co-Chief Negotiator

9/15/21

Date
/T~ _ 7 '

"~ -.- zH ~

Ben Fuchs
Ca-Chief Negotiatar

9115/21

Date

For the~quntyr

Ajita Patel
Personnel Director

~~~~~ ~~
Date

be scheduled to work that day;



TENTATIVE AGREEMEP~IT

36,4 EXTRA HELP DIFFERENTIAL

~~ „fi,.o ~,,,.;~ 4 ~nn~ °Extra help employees will receive an extra-help differential of $x-88
$2.00 an hour in addition to their regular pay for all hours worked in lieu of
benefits. .Effective October
28, 2014 retired annuitants will not be eligible to receive an extra help differential pursuant to
CaIPERS regulations.

KG?it.J1~CZiL ~B~y

Kiernan Colby _~
Chief Negotiator — SEIU

~~ f
~.' `

Ajita Patel
Chief Negotiator —County

9/8/21

Date

~~~ t
Date



TENTATIVE AGREEMENT

37.1 County ExaminationsJTnterviews

All employees shall be granted leave with pay from their work for a reasonable period of

time to participate as candidates in examinations or selection intervi
ews €s~..~e~~}
with the. County,

provided they request such leave in advance. The bounty shall not adjust schedules of

extra help workers for the purpose of avoiding the provisions of
this section.

Kiernan Colby ~^
Co-Chief Negotiator — SEIU

9!23/21
Date

-r~

t:

Ben Fuchs
Co-Chief Negotiator — SEIU

09/23/2021

Date

~~~ j ~.

Ajita Patet
Chief Negotiator -County

;•,~'. G
Date
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TENTATIVE AGREEMENT

Attachment A of SEIU MOU — , ~~~°— ~'~~^~ (TBD)

CpNFIDENTIAL PQSITIONS
GENERAL REPRESENTATION UNIT

DEPARTMENTIOFFICE POSITIpN
Auditor .}~~t~-}-- D Tr nn

1 Sr Receptionist BU7-001
Board of Supervisors 1 Sr. Receptionist/Receptionist BU~7-001 /BU3

CAO 1 Sr. Receptionist $U7-001
l Executive Secretary-CAO BJ7-001
1~ Admin Aide URl -401

County Counsel ~- 2 Sr. Legal Secretaries BHS-00~3/BH3IBHz
BHS-0067BH3/BH2

4 l Legal Secretary IIII ~~-3~-9E~
~~-~-0&3
BH3-p04IBH2
~-3-883

1 Paralegal JC2-001
District Attorney 1 Admin Aide

' SeEF *
UR1-002
~ rc,._n~Q;-CE~e~3~ Se~v~se

H.S.A. 1 Executive Secretary BJ9-001
1 Admin Aide UR1-88~-0 l $

H.S.D.
1 Executive Secretary BJ9-OO

Information Services 1 Sr. Accounting Technician CH8001

°
2 IT Ap~/Dev Sugp Analvst III

~
DD3-010
DD3-012

~~~ Parks ]Secretary BJS-00~-5
Personnel

~ Da ̂  ~' r'~~~,~ 8~-VE2-015/BBS
8 Personnel Technicians ~-B-SVE2-Ol IBBS
~ D ~~ Tn,.~.~;,.;.,n~ VE2'OO2IBBS

VE2-009/BBS
VE2-012BB5

` VE2-O] ORBS
VE2-Ol3/BBS
VE2-014/BBS

1 Program Coordinator UU3-001
Planning 1 Executive Secretary BJ9-001

Public Works l Executive Secretary BJ9-001
2 Personnel Technicians VE2-401

V E2-004
Sheriff 1 Secretary BJ9-001



Reference: Santa Cruz County Employer-Employee Relations Policy Sections 1$1.2{A) and 1$1.4(E)(2).

~~
Kiernan Colby
Chief Negotiator — SEIU

9/8/21
Date

Ajita Patel
Chief Negotiator —County

_~L~_1~
Date



TENTATIVE AGREEMENT
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TENTATIVE AGREEMENT
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Kiernan Colby
Chief Negotiator - SE~U

9/8/21
Date

--,,r' ~ ~'i~ .t~ ~,-,,
/ -"

Ajita Patel
Chief Negotiator -County

Dat
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Approved list by Olivia Martinez and Terri Cobbs in sub~mmittee on 7/27J20~0 ~ 4:p~ p~

Attachment D - SEIU Benchmark ti~t~ng
September 24, 2Q16

Accountant I UB2 49.Aacounfant III ~ UB6 BBAccounting Analyst UB7 ADProperty Tax Specialist 11E1 HVProperty Tau System Coordinator UE3 G7

Account Cleric CH3 ~ BBActr~unt Clerk Trainee CH1 ATAcxounti~g Clerical Supervisor I CH6 V2Accounting Clerical Supervisor ii CH9 JLAcxounting Technician CH7 V2Cashier -Disposal Site BS9 K3Medical Silting Technician CH4 V2Payroll Supervisor BK8 HQPublic Guardian Cleric BP1 FQSr. Axount Clerk CH5 19Sr. Aa:aunting Technician CH8 JLSr Medical Billing ~tenician ~, C4.̂.

Agricultural L'Ifei~hts ~ Measures inspector 11 TG5 JGAgriculture! Biologist A(de TC1 31Agricultural Weights &Measures Inspector i TG3 EOAgricultural Weights &Measures inspector il! TG7 55Vector Control Specialist TCfi 55

AnEma~l Control Officer ti AC7 D6Animal Care Worker AC2 D2Animal Control Officer l AC5 D4Animal Health Specialist ACB D5Animal Services Assistant AC1 D2Animal Services Coordinator AC4 DOAnimal Svcs Cik Qisp AD3 FCShelter Maint Mgr AC3 03Registered Veterinary Technician AD4 ZF

~pprsE~~r tt DAT B1E~Appraiser l DA5 BUAppraiser/Auditor Aide DA2 EQSr. Appraiser DA8 JO



( A chmen# D - ~EtU Benchm~~c Listing
Sep#ember 24; 20'16

Assessment GI~Nc BL8 ~ MAAssessment Technician 8L5 IV

Auditor,Appr~fser li UGT ii1~{dAuditor-Appraiser I UG5 BKAuditor-i4ppraiser iil UG8 BO

Auditor 111 UF4 GTAuditor i
UF2 . G5Auditor 1! UF3 G6AwdiMr IV UFB VH

Automotive Mechanic Ml1~4 DNRuto Services Attendant MM1 RGSr. Automotive Mechanic MM5 IU

Benefits Represent~ti~e SC6 J3Assistant Fair Hearing Officer S,~F , ~Cal Chiid Seniices Specialist i SG3 6CCai Child Services Socialist II SG5 J2Benefits Representati►►e Supervisor SE5 07Benefits Representa#ive Trainee 5C3 KYHealth Client Benefit Rep NM6 J6Med Care Eligibility Worker SC8 J2Metl Care Program Eligibility Supervisor SE2 SXMental Health Fee Clerk SC4 gCPublic Health Investigator NV5 LU
S~ S~45r. Public Health Investigator Ni/7 LWStaff Develop Trainer SE4 EK

~uitding Inspector it Tt~6 JIBuilding Counter Supen~isor TP6 IKBuilding inspector I 1'R4 BPBuilding Plans Checker TP7 HYHousing RehatilConstruction Specialist TR7 JISr. Building 1nsRector TR8 X8Sr. Building. Plans Checker _ TP8 X6Supervising Building Inspector TR9 MQ

Page 2 of 13



( Att~chmen# D - ~EIU B~nchm~rk Li~tir~~
September 2~, 2D'i6

Position Title Class Cade Ran ~

Building Maintenance Worker i! MG6 R8Building Equipment Mechanic MH3 R5Building Equipment Supenrispr MH8 l~iBinding Main#enance Supervisor AAH7 H9Building Maintenance Worker 1 .MG4 JKBuilding Maintenance Worker )li MG8 tFA~iaintenance Custodian FD5 !311~aint~nance Electrician MG9 i'LMaintenance Electra/Mechanical Wo~Cer MG3 TL .Ma~rrtenanoe Plumber MG7 TLSr. Building Equipment- Mechanic MH6 VZSr. Maint Electrician ~5 ~

Building PetmEt Technician 11 TP3 66Budding Permit Technician i TP2 SDSr. Building Permit Techn(cian TP5 HU

Buyer
VCS VPSr. Buyer
VC5 HT

C~[iforni~ Children Services - Physical Therapist PP5 F5California Children Services -Occupational Therapist PP6 F5Occupy#ional Therapist -Mental Health PP8 F5

Chffd support Speciaii~t II BY2 tCZChild Support Specialist I BY1 KIChild Support Specialist I❑ BY3 XOC~Ilection Officer BY6 CF
~ ~Supenrisl~g Child Support Specialist BY7 XQVctim Services Representative BY4 W

Page 3 of 13



t Attachment D - SElU Benchrrt~rk Listing
September 2~, ~Q'i6

RosfNon Title Class Code Ran e

Civi! Engineer
EE1 NMAssist in Civi! Engineering ED5 YOAssociate Civit Engineer ED7 NHJr. In Civil Ehgineenng ED3 NBTraffic Engineer
ED6 NH

Clinical Lib Scientist t~C7 GkCoroner Forensic Technician RE2 VXLab AssistantlPhlebotomist NA3 12I.ab Technician NA5 WQMedical tabb Technician NCfi GUPharmacy Technician NJ1 FASenior. Lab Asisis~arrt/Phlebotomist ~ SB

Code Gompiiance investigator it GL5 !LCode Compliance Investigator i GL3 DQCode Compiianoe Investigator il! Gl.7 CZCode Compliance Investigator N~. GL8 TJ

Comm Technician U I~YS G!Comm Installer MY1 ROComm Technician i MY3 JZSr. Comm Technician MY6 BDSupervising Communications Technician MY7 X7

b►d~- ~l
~ ~
~ €~

Cook FGb IYCook's Assistant FG3 R7Head Cook FG7 W8

Criminali~t ii Bf~2 t2SCriminalist I BM'1 ZQ

Page 4 of 13



( ktt~chment ~ • ~EtU Benchrn~ck ~.is~€ng
September 24, 2016

~ PosFtion Tide ~ Ciass Code ~ Rac~ge

Custodian
FD2 RICustodian Leadworker FD4 R2Housekeeper fC3 K6Supervising Custodian FD8 VUZ

i~N4 64

~ ~
K~

~ ~

~k6E:~~~r#e~ys~8sl~-# G1~3 ~

64

~4}
~k

X£~ G4
1~ of

AtAi4

Jd~A- ~
~ ~

Employment and Tr~tning Specialist It SFt1 !HEmployment and Training Specialist i SF5 KCSr. Employment and Training Specialist SH2 ICVeterans Serviczs Representative SR7 VU

Engineering Tech 11 _ EC4 _ ___ __ _ _~!B-_ _ _ __

Engineering Aide i EB3 t1Engineering Aide II EB5 WGEngineering Associate EC9 MOEngineering Tech I ECG DYEngineering Tech III EC5 HZPre-Trea#ment Program Specialist EC3 HZSr: Engineering Associate
i

EC8 1G

Page 5 of 7 3



{' Ai~chment D - SEIU 8enchm~rk List~n~
September 24, 201 s

I~_ Position Title- ~ Cless Code Range.. {

Environment! Health Specfsii~t i TJT XKEnvironmental Health Aids ~ TJ1 KGEnvironmental Health Specialist 11 TJ8 H8Environmental Health Specialist IU TJ9 XGEnvironrnentai Health Specialist Trainee TJ5 KKEnvironmental Program Coordinator TM5 CVWater Quality Specialist I TJ2 XIWater Quality Specialist II TJ3 JVWater Quailty Specialist tli T.l6 UQSo11d Waste Inspector ii TN4 IT.Solid ihtaste Inspector i TN1 8GS~oer~isfns~ i~tate~r QualiEv S„eecia st T,~6 _ ~f S

Gf;~Ana~vst t~ ~ ?2~~s a~~~t ~ r,~ t~GfS Analyst AU ~C3 73GEC Info Sys Tech 1 CV3 g7GEO Info Sys Tech li CV5 BJ

Group Supervisor II SV5 JJGroup Supervisor I SV3 KM
S~3 ~
~ ~St. GfDUp SU~NISOf
Sv7 TU
~~ ~}Pretrial Svcs Specialist SS5 48Probation Aide SU2 VQinstitutional Supervisor SW2 E5

Health Educator T~H7 H3~piderniologist NH 1 XBHealth Program Specialist NX5 PAProgram Coordinator UU3 BVPublic Health Nutritionist NU5 H7Sr; Health Educator NH6 H2Sr. Public Health Nutritionist NU7 H3Substance Abuse Prevention Coordinator NT5 H9

Page 6 of 13
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Attachment D - .~EtU Benchmark L~s~in~
September 24, 2016

Heavy Equipment Mechanic it MN7 FGHvy EquiQment Mechanic ! MN3 Y1Pimp Maintenance Mechanic MP4 F9Supervising Heary Equipment Mechanic MP5 XA

Hum r~ Svcs Dsta Aar Scecfeiist JJ~
Human Svice Data Acg Supervisor JJ¢ ~6

IT Acn Dev 8~ Suc~ort afvst II ~ ADZ 9~iT App Dev & Sucnort Ar,~ivst 1 p~?,_1 ~1IT Apa Dev & Sypnort Analyst 11! p~3
1T Aoo Dev & Sucoori Analyst, iV ~ 9!}~ Acp Dev & Su~uarf Anaivst Supervisor ~¢ ~

IT ~uboort Services Anatvst II 1~,~ Q21T Suu~ott~Senrices ~1nalvst I ~ t,~,IT SuoQort Services Anaivst ill ~ (~
IT Sunoort Services Analyst IV Tf~. C~4IT~Su~nort Services Supervi~or LT6 (~4

IT &ors Adrrtf n AnahrsY It FjH CL21T,Sys Adrnin Analyst I H~ X7IT ~ Admin Analyst ili HH3 X3IT Svs Admin Anaivst IV i~HS_ ~4IT ~ Admin Analyst Supervisor Fj,H6 C4

IT Metvrork/Gom€~~gFc~t6or~~ ~4n~lv~# tl ~ 2,,Z!T Network/Commur~ati~ns Analyst 1 V 1
~ NetworklCommunications Analyst lil ~ ~IT N~tworklCommunications Analyst Supervisor NN8 24

Latent Print Examiner BN2 LSLatent Print Examiner Trainee BN1 LB

Page 7 ~f '13



,~i~chrnent D - ~EEU B~nchrn~r~ ~ist~~g
September 2~R, 20'f6

Legst Secretary 11
Lew Clerk = Caunty Counsel
Law Clerk - DA
Legal Process Clerk II
Legal Secretary
Paralegal
Sr. Legal Secretary

JC3 85
JC4 85
BA9 FE
BH2 C2
JC2 IQ
BH5 B9

~liedice! 1~Essist~nt i~~It7 Y7Community Health Worker I MN3 D3Community Health Worker 11 NW5 K~Community Mental Health Aide NM3 K7'Student Nurse Trainee VJ9 AV

~'ypFs~-6{eNE~I 8G6 d8Office AssistaA~ II ~ ~Case Data Clerk BN3 M6Clerk I ~ BA4 D1Clerk it
BA6 28Clerk lit ~ BA8 FBClerk U! Supervisory gq7 ~FDupt Equip Opr i CR1 ~ DJDupl Equip Opr It
CR3 29Dup1 Equip Opr III CR7 IZ~Eiection Worker -Central gc~2 KgElection Worker — Misc BA1 KBImaging Technician CC2 Y6Lega! Document Examiner BU9 P3Receptionist BU3 K.fRecords Cisrk gV7 FgSr. Case Data Clerk gN~ ~~Sr. Receptionist BU7 JF'Student Worker 1 VJ2 U9'Student Worker 11 VJ4 AR'Student Worker 111 VJ6 AU'Student Worker IV VJ8 AY~y~pis~-Elegy-E ~ ~Office~Assistant i B 3 J~7~y~►s~~er~ ~ ~Office Assistant IIl - ~ JF

4~-Office Assistant lif Sur~eroisar SCB 41

Page 8 of 13



t` AtE~c~ment D - ~EIU ~~r~chmsrk Lisfing
September 24, 2016

Rosition

Fersannel Technician
Payroll Clerk
Personnel Clerk
Personnel Payroll CIeMc

VE2
BB1
BB5
BB3

Y2
FN
FN
FN

Pharntscist

Physician Assistant/NEurse Practitioner
~ilurse-Midwife
Psych MH Nurse Practitioner '

Planner p
Hydrologist
Park Planner 1
Park Planner 11
Park Planner III
PaMc Planner IV
Planner
Planner 111
Planner tV
Planner !V (B)
Planning Technician
Registered Geologist
Resource Planner 1
Resource Planner 11
Resource Planner tti
Resource Planner lV
Supervising Planner
Urban Designer
Housing Specialist 1
Housing Specialist 11
Housing Specialist lil

~uE~~ic H~~i~h F~icrabialogi~t
Sr. Public Health Microbiologist

NJS

PJ3

GA5
GB2
GW2
GW4
GW6
GWS
GA3,
GA7
GAB
GABS
GF4
GB1
TM4
TMS
TM8
Thlf9
GA9
WAb
GE'I
GE2
GE3

I~E7
NE8

Page 9 of 7 3

BA

IA

C(
1/l
DS
CI
C8
TH
DS
C8
TH
VI
FX
KV
DS
Ci
C8
T~!
TH
YK
Z1

Z3

AS
XP
~►A



f~ Attt~chment D - SElU Benchmark Listing
September 24, 2016

Clinic Nurse i.
PG3 WWClinic Nurse if PG5 WAClinic Nurse !il PGZ VKDetention LVN PD4 ,IQDetention Nurse Specialist i PD5 CYDetention Norse Specialist II PD6 ~ COLVN
.PC3 SFMenta! Healtfi Nurse Clinician SK6 MZNose-Midwi#e Rd4 3~
~d3 ~1Psychiatric Technician PC4 SFPublic Health Nurse I ~ PH3 WAPublic Health Nurse III PH8 Y!
~Rd6 ~

Public Works ~i~in#enance Worker ii MU5 8FHeavy Equipment Servir~ WoMcer MK3 FOParks Mint Supervisor MF5 JMParks Maint Worker i ME1 36Parks Maint Worker ~i ME2 YBParfcs Maint Worker Ill ME4 ESPublic Works Dispatcher MU1 DDPublic Viforks MaintenancQ Worker i MU3 16

Public forks F~ir~tenance t"i~orker 11t td~U7 Y3Disp~sai Site Matn Wkr NiW6 WFHeavy Equipment Operator -Disposal MW7 TQLead Heavy Equipment Operator MW3 EWPuibic Works Equipment Trainer UT2 PLPublic Works Maintenance Worker IV MU9 CRPublic Works Supervisor MV4 GMTransfer Truck Driver MW4 TQ

Radiatogy Technologist hEG3 AJChief Radiology Technologist NG4 BG

Re~~ Propett~► Agenf DE6 6DAssistant Real Property Agent DE3 NGSr. Real Property Agent DE6 8Y

Page 30 at 13



/~ti~chment D - SEI€1 Benchm~r~ Lisf~r~g
September 24, 2016

Recreatfan Superrrisor G77 52'Aquatics Aide GK8 TCAquatics Coordinator GK5 Y4Agyatics Prog Spec GK4 34Aquatics Supervisor G}t7 ~2
Guttural Affiairs Specialist GS5 52'Head Lifeguard GK3 AZ'L'~feguard GK1 AK'Lifeguard Instructor GK2 AM'Parks Services Officer TU3 G1'Pk Rec Cul Wier 1 6M1 TC'Pk Rec Cul Wkr H GtVl2 EG'Pk Rec Cul Wkr 111 GM3 EH'Pk Rec Cui Wkr IV GM4 ~ EJRecreation Coordinator GT5 Y4Recreation Program Specialist ~ GT4 34

Saniffition Niatntenance 1lYorker it ~ NiR3 WISanitation Maintenance Worker I MR9 FUSanitation Main#enance Worker iN MR5 !E

Secretary BJ5 YAAdministrative Aide UR1 LOAdministrat+ve Secretary -Board of Supervisors BJ8 TiBoard Clerk 8X5 6EClerical Supervisor i BD3 VOClerical Supervisor i! BD6 JYDivision Secretary . 8J4 Y5E~cecutive Secretary BJ9 I!Executive Secretary.- CAO BJ7 TfSc. Board Clerk BX6 LORecordins~ Services Sueecvisor BU8 FB

~h~riffs F~ecarc~s Clerk BAES FZSheriffs Community Sen+ices Ufficer BN7 iSSheriffs Property Cterk CM5 EVSheriff s Proosrty/Evidence Supervisor CM8 SU

Psge 91 of 7 3



,4tf~chmer~t D - ~EtU Benchmark Luting
Sepfiember 24, 2~'i6

Sociall~taricer li SM4 $KMed Care Service Worker SM7 L6Socia! Worker 1 SM2 SI

Sr. i~ier~tai Health Client 3peciaiist SK5 GGClinic~I Psychologist SY3 ZDMental Health Client Specialist NP5 SGMental Health Supervising Client Specialist SK8 MTMental Health Utilization Review Specialist SK7 MTMental Health. Counselor 1 S~3 ,~tiAentai Health Counselor ti ~5 p~Sr. mental Health Counselor ~ SH

Sr. Social Wo~lcer SM8 H4Deputy Public Guardian DG4 H4in Home Quality Assurance Specialist SM6 SLSocial WoMc Supervisor 1 SNG H4Social Work Supervisor li SN8 SJSr. Staff Development Trainer SM9 SJProtective Services Quality Assurance Specialist SM5 ZG

~ ~

Treatment Plant Operator C~~T3 tdElectr (nstr Supvr MS8 MXElectr InstrTech i MS3 HOElec#r Instr Tech II M55 GLSr. Treatment Plant Operafor MT6 IMTreatment Plant Operator -Supervisor MT8 MXTreatment Plant Operator I - Tr MT9 WO

hector Ecologist TC7 ~B

lfid~rehouse 1Norker ~ ClC3 ~ Y8Medical Supply Clerk CL5 14Parking Attendant BW4 27Parts Technician fihN1 KOPurchasing Technician CL6 35Warehouse Supervisor CK5 VVJ
a

Page 12 ofi 13



~4t~chme~t D - ~EtU ~enchm~rk Listing
Sept,~mber 24, 2018

Position Title

lAlelfare Fraud Investigator ii RH3 VFChild Support Investigator i Rh KPChild Support lnvestigat~r it Rig VFinvestigator Assistant NVfi KNSr. Welfare Freud Investigator RH6 VGWelfare gaud lnvestigabor 1 RH2 KP

* Tied to Clerk !i Step 1 -Section 165.1
'Class cations that are Extra Heip

.~.______.._______._.__ ~.___..________,_.._.__._.___.____.~._._
{ Co-Chief Negotiators for the Union:

~ S

_-.--.---_...__.. _..._w__.._..._..__........__..~_.~..__.___~_..._~v.r_... _. ._
Chief Negotiator for the County;

1

Kiernan Colby
i Ajita Patel

~ I I ~ 2-t . ~ 23 Z.~ 2~ iDa
Date

~~--

Ben s

I
____

Date
,

s
i ____ .._.,___._. ,..,__..___...~_ _~ _~_: _ .._.._._._._..._ _,___...__,._:___~... _._._.
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*AlI laetrders Q~r attachments t~ be adjusters nt end of negotiations as needed*

TENTATIVE AGREEMENT

ATTACHMENT G of SEIU MOU — ~'e~~e~be~~~,~E~n ~~Y:~:~~~r_' 4 ~n~' TgDq '~v~____'_""_... . v~ zzvzz

SIDELETTER OF AGREEMENT
BETWEEN

TH:E COUNTY OF SANTA CRUZ
AND

SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL S21

Advance Enrollment Voluntary Time Off with Accrual (AVTO)

A. Purpose

The County of Santa. Cruz (County) abrees to establish and administer an Advance Enrollment
Voluntary Time Off with Accrual Program (AVTO) for all County employees. The purpose of
the AVTO is to prevent layoffs within the County of Santa Cruz. In the event that the Board of
Supervisors {BOS) determines that layoffs are necessary, the Board will authorize the usage of
the AVTO Program for the fiscal year within departments.

B. Procedure

1. Employees will ha~~e a two {2) week enrollment period, from the date of authorization by
the BOS, in which they may voluntarily elect to submit an application to reduce work
hours in advance within the twelve (12) month. fiscal period: Only employees who have
attained permanent status with the County of Santa Cruz may participate in the AVTO
program.

2. The application to participate in the AVT~ shall be available to employees by request at
the Personnel Office located at 701 Ocean Street, Rm 3-~8 510. All employees will be
notified iii writing regarding the AUTO specifics and application locations) prior to the
implementation of the enrollment period. .

3. Applications for voluntary leave shall be reviewed in good faith by the department head
or department head designee. The department head or department head designee shall
respond, in writing, to the application for voluntary leave under this program within
twenty (20) calendar days.

4. 'The department head or department head. designee shall approve- the application or deny
the application. Applications for voluntary leave will not be denied arbitrarily or
capriciously. The decisi~~l of the department head or designee shall be final.



removed from the AVTO for the batance of the ttivelve (12) mont~ls, The Union agrees
that if the AV'Tq savings are not realized. then mid-fiscal year Layoffs may be required.

6. AUTO may be taken in increments of ai ]east one full hour. Employees may choose to
request a black of VTO v~~ithin the fiscal year authorized try the BQS.

Example: An employee may request a block of VTO for any length of time within the
twelve- {12) month fiscal period such as, but not limited #o, a week, a month, or six (6)
month period.

?. The County's contribution for the employer's contribution of medical, dental, retirement
and life insurance for AVT'0 participants shall remain the same. The employees medical,
dental, retirement, annual. leave accrual and life insurance benefits shall remain the same
during the Ai~TO leave.

8. AUTO,shall apply toward time in service for step advancement.

9. AVTO s}iall not apply toward completion of probation.

10. AUTO shall apply toward seniority for purposes of layoff.

1 1. AUTO shall be granted without requiring employees to use annual leave.

12. AVTO shall not be considered paid leave for purposes of determining overiim.e
eligibility.

13. AVTO shall not be considered ~~~hen determining eligibility for holiday pay.

14. Differentials are not paid on AVTO hours.

1~. AVTO may affect PERS service credit. Employees shall be responsible for contacting
PERS and confirming the effect of their participation in AVTO.

C. Payment Options

The County, Union representatives and the A~iditor Controller Representatives will meet to
discuss the feasibility and impleme►itation of the flat reduction or prepaid reduction payment
options.

D. Arogram Announcement

1. The County and the Union representatives shall encourage all departments and
department employees who are able and willing to participate in AV1"4 to do so.
Employees will not be disciplined, harassed, discriminated. against, or otherwise
adversely affected. by choosing not to participate in AV?O by either the County or the
Union.



2. The County and the Union Representatives shall develop and distribute literature
regarding ALTO.

3. The County and the Union will hold joint brown bag lunch meetings to promote the
AVT{) program and answer questions on the AVTQ program.

E. This side-letter of agreement does not modify, abridge, or otherwise affect the current
Memorandum of Understanding or other agreements between t3~e County and the Union
currently in effect..

Kiernan Colby ~—
ChiefNegotiator - SEN

f ~\+.~,,_ ~~~}

Aj ita Patel
Chief Negotiator —County

x/8/21
Date

~~~ ~~ ~~ }

Date



TENTATIVE AGREEMENT

LACTATION POLICY REVISION

Personnel Administrative Manual Section XII.12 (Lactation Accommodation), section c., will be
revised as follows:

c. Lactaring employees shall be provided easily accessible refrigerator and freezer units
far storage of Hulk, and the County shall ciearly label those units as being exclusively
for milk storage. The County shall ensure on a regular basis that the units aze

however. employees aze also pernutted to store breast milk in refrigerator and freezer
units atready otherwise used bv_~e~v~ e employees by the County for the storage
of food, if they choose to do so. Breast milk shall be clearly labeled: The County
shall not be responsible for any lost or stolen containers left in refrigerators or
freezers witttin County facilities.

Note: This Tentative Agreement addresses the Union 's proposed Attachment L —Lactation
Policy Reform.

/~i~a~~
Kiernan Colby
Co-Chief Negotiator—Sf1U

9/23/21

Date

_„
c
x_ _ `~

Ben Fuchs
Co-Chief Negotiator — SEIU

09/23/2021

Date

?~

Ajita Patel
Chief Negotiator-County

2.3 ~ z.- ̀
Date



~._.

TENTATIVE AGREEMENT

The County's Employee Request for Time Off form (form PER 1082) will be revised to include
the following:

Q 1 am regularly assigned to 6e on-call and will be unavaflab/e on the days conf~guous
to my request for dime off befween to

Note: This Tentative Agreement addresses the Univn's proposed new MOU Article 13.4 — ON GALL AND
CALL BACK WHILE ON LEAVE y:{ 4

Kiernan Colb-y~ (/ Ajita Patel
Co-Chief Negotiator - SEIU Chief Negoriator -County

9/23/21

Date

.,-~ s-

Ben Fuchs
Co-Chief Negotiator — SEIU

09/23/2021
Date

Date



~~~

Department:

5 ~ ~A:

Name

P.11 foreseeable requests far time oft muss be submitted anti approved in advance. An emp{oyee who
is absent from duty for more than #hree {3} working days without an approved leave is considered #o
have a~#omaficaily resfgned.

Pay FROM — TliROIlGH _ Total
Code Qate Hour Dale Maur Hours

a.m. a.m.
_— _ __ i

a.m. ! ~ a.m.

a.m. a m.

~uR~os~ o~ ~~Av~:

Q t am regularly assigned to be on-catt anti wild be unavailable on the days contigcsous fo my
requesf for time otf ~efween --- to

if requesting leave for family care reasons or one's own serious health condition, make sure you
have obtained and react the notice on Err~ployee Obligaticns under the Family and ti/iedical Leave
Act {FMLA)

__ —
011 ;Vacation F11 FM~A acabon'

°; OG4 i Comp. Time nfif F44 FMl..A Comp Time Off -̀ 
_..___-- --- ~

033 Admin. leave ": F33 FMLA Admin Leave i —Y —`
-----

022 ; Sick Leave F22 FMLA Sick Leave'~~ ~ --"~_ _~ __. _._ ~____.- ---- ___ ~.--__i______._
Time off recorded as "Sick Leave" o+ "FPthU4 Sick Leave" can be used for the illness of the
employee OR in a calendar years you can use what you accrue in a six-month period a# time to

'. care for a family rr.ember
FP.rL~Wtt~ou#Pay 

___._—:____
_ t~A Nithout Pa F~ ~ ~'--- - ... ._~~__ __ _.__ jF _._ _. ~' ___ ----__..----- -- --

Ali campensatory time must he usee~ before Leave of Absence rv~thou~ Pay can be granted, if
I~a~~e is fic~r employee illness, ail Sick leave n.ust be exhausted L~efore lQA without Pay is ~

_----granted.
1 J Jury Duty(Co~rt RG~earance (Attach a cUpy of Jury_Duiy Nonce or Cour Summons

1 ~~ Bereavement i_eave. {indicate the relations~iip of the deceased to yourself and fhe Sta#e `:.
i deceased resided, ir.} ___

`ALl FNLP. LEAVES REQl11RE hrtEDiCAI CERTIFICATION, OR PROtaF OF BIR i N Apppl~lpN OR
FOSTER PLACERnENT FQR MEDICAL CERTiF1CAT1C~t~l, USE FC~RNtS PER?081 p~ PEf;1J818

!t is the employee's r~espansibility to request leave and provide the required documentation (incluaing
a physician's statement - PER1081A ar PER1081B -completed an foil from each #reating physician)
on a #imsly basis to #I~e ernpioyee's department The provision of similar documentation to another
party {e g ; Ll'Q cap rier, V~Iorker's Compe~~sation Admiriisir2it~r} does naf relieve the emplaye2 of
hisihe~ ~espensibility to r~rovide this aacuments#ion to hisll~er deparment

{=mc%!Cy2e s Sipn2~ i~e ~ Rec~ui;edi ~)ep=rtmenl2i fa:pn~ova~ (Req~,ired}

__ __ ~~tY 
Gate



TENTATIVE AGREEMENT

Clean-up Upon TA

GENDER NEUTRALITY

In the sairit of diversity and inclusivity, the County of Santa Cruz and the. Union aerQe to revise this
Memorandum of Understanding to make it gender neutral by chan~inQ the words "his/her" or "her his"
to "their" or "the employee's." These changes will be effectuated in the followine sections of the MOU•

Articles 3.7 5.2 7.2 9.6.A.1. 12.5 13.3 A 2 14.4 15 2 15.5 16 1 C 16.2 C 3 16.3.E. 16 3 F 17 4 A
18.1,19.3, 20.C...21.1, 21.3.22.1, 23.14, and 40.B.

_. ~ ,

Kiernan Colby ~~~ Ajita Patel
Chief Negotiator - SEIU Chief Negotiator -County

~_

9/8/21 ~'. ~ ~ - ~' ~v
Date Date



County Counter Proposal to Nevi Article 1

(Location in h/IOU - TBD)

SElU-Personnel Labor Nlan~c~ement

The County and the Union share a commitment to supporting the streamGninq ofi the
recruitment and hiring process in order to promote the timely fiilinq of vacancies. Far the
term of this agreernent, aLabor-Management Committee comprised of three
representatives each from Personnel Management and the Union shall be created fior
the t~urpose of communication, information sharing and problem solving on recruitment
re{aced issues such as outreach, prospective candidate engagement, and other process
related items. The Union shat! contact the County to schedule the first Committee
meeting and tt~e parties will mutually agree on a meeting schedule thereafter.

The Committee will consider tools such as:

i. Continuous recruitments
ii. Frequently Asked Questions to guide applicants and supervisors
iii. Training sessions for new and experienced supervisors
iv. Other process improvement ideas

The Committee shall issue written recommendations tc~ the Personnel Director and the
Civil Service Commission regarding possible changes to processes, practices aid/or
any i#ems requiring Civil Service Commission andlor Board of Supervisors approval.
Anv change to the Civi! Service Rules will require Civil Service Commission approval
f+rst, followed t~v Board of Supervisors aRproval. The Committee's recommendations
shah be issued within six months of convening.

~~~~ ~~
Kiernan Colby
Co-Chief Negotiator - SEIU

10/23/21
Date

Ajita Patel
Chief Negotiator -County

Date
7;~ —,
~ ~y - E

'JG~ - _,- }

den Fuchs
Co-Chief Negotiator - SEIU

10/25/21

L3ate



Side Let#er- Metal Health Client Specialist Classification Series Egna~sion

The~urpose of this article is to redefine and ex,~,and the ability to hire mental health
professionals in order to fill vaca~~# positions and better identif~qualificatio~s to find eli  ~ible
candidates for specified positions. This agreement through the Mental Health Client Specialist_ .. .. .... ~ ... . ~ • . y ~ • r n - n

two preexisting classifications to reflect these new classificarions. Finally, this article establishes
compensation levels for the two new classifications that reflects additional levels of education,
~2'c`~ll?iil~,, ct23t~fli' ICS~30I1Si~i~ity.

The Mental Health Client ~ecialist (MRCS) series henceforth comprises the following four
classifications:

1) Mental Health Client 8.pecialist I

a. Utadate MRCS I job specification with distinguishing charac#erisiics

2) Mental Health Client Specialist II

a. Job qualifications:

A master's de~ee from an accredited college or university in psycholo~v
social t~vork counseling~or closerrelated behavioral science field•

One year as a Mental Health Client Specialist ~ or equivalent experience'

~cial requirement —registered with the State of California Behavioral
Board of Sciences as an Associate Marriage and Family Thera ist
Associate Clinical Social Worker or Associate Professional Clinical
Cflt~selor.

A bachelor's degree from an accredited calle~e or university in
psychology counseling, or closely related behavioral science field•



Three years full-time experience in a reco sized public or private a~encv_
providing mental health counseling substance abuse counselin~~sycho-
social assessment, or case management services to individuals with mental
illness, substance use disorders, ar emotional dis~ba~ce, which includes
a minimum of two years' experience in rop vidin~ crisis intervention
services in the community or in an inpatient psychiatric pro ram.

b. Compensation flf 5 percent above the MHCS I sal scale.

3) Senior Mental Health Client Specialist I

a. Update Senior iVg-ICS I job specification vui#h distingwshixig characteristics.

4) Senior Mental Health Client Specialist II

a. Job qualifications:

Possession of a master's degree or PhD with a major in social work,
~svcholoQv, clinical counselin,~psychiatric nwrsir~g or a closely related
behavioral science field which has included completion of a university
approved internship, preferably a clinical internship, in a mental health
_ enc~

~j-

One year of full-time experience as a Senior Mental Health Client
Specialist I at the Count~of Santa Cruz or equivalent experience.

!'

Possession of a master's degree or PhD with a orator in social work
~s ~c olo~y clinical counselin~psvchiatric nursing ar a closely related
behavioral science field which has included completion of a university
improved internship, preferably a clinical internship, in a mental health
a enc

Three years' experience in crisis intervention as a Mental Health Client
Specialist II.

b. Compensation of 5 percent above the Senior MRCS I sal scale.

The Personnel De~ariment shall finalize the implementation plan and. publish job descriptions
and the salar  yscheduie for all four classifications within 90 calendar days of ratification of this
Agreement. The implementation elements include placing current employees in the MRCS class



at the MRCS I level and current employees in the Sr. MRCS class at the Sr MRCS I level
Following the iob specification creation, the Health Services A ency (HSA) will identify and
allocate alternate staffm~ patterns based on operational needs. Subsequently HSA will be
equipped to alternately promote individuals to level II based on assignment

Kiernan Colby
Co-Chief Negotiator — SEIU

Date

Ben Fuchs
Co-Chief Negotiator — SEIU

Ajita Patel
Chief Negotiator —County

Date

Date


