DATE December 13, 2021

TO:

SEIU Local 521

FROM: County of Santa Cruz

SUBJECT:  LAST BEST AND FINAL PACKAGE OFFER

I Introduction

As you are aware, the County of Santa Cruz and the SEIU Local 521 — 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.

I Last Best and Final Offer (LBFO) Terms

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

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

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

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

e Salary:

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

© Two and one-half percent (2.5%) 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 and BOS approval,
increase the salary ranges for all classifications in the Public Health Nurse
Il benchmark by 4.5%.
o Effective the first full pay period in September 2022, increase the salary
ranges for all classifications in the Public Health Nurse II benchmark by
4.5%.



o Effective the first full pay period after ratification and BOS approval,
increase the salary ranges for all classifications in the Physician
Assistant/Nurse Practitioner benchmark by 9.5%. :

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

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

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

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%.

e  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 & 11, Supervising Heavy
Equipment Mechanic & Pump Maintenance Mechanic are eligible to be
reimbursed up to $1,000 per contract year with receipts.

e Medical:

o Effective as soon as administratively possible for Calendar Year 2022,
County will contribute 95%/90%/90% of the 2022 premium for the lowest
cost HMO (excluding Kaiser) available in CalPERS Health, but not less
than EE Only = $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
CalPERS 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 will contribute 95%/90%/90% of the
2024 premium for the lowest cost HMO (excluding Kaiser) available in
CalPERS Health, but not less than EE Only = $978.71, EE + 1 =
$1,854.39, EE + 2 or more = $2,410.70, which includes the PEMHCA
minimum.
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¢ On-Call Pay:
o Effective the first full pay period after ratification and BOS approval,
increase on-call compensation from $3.00/hour to $4.00/hour.

e Detention and Juvenile Hall Facilities Differential:
o Effective the first full pay period after ratification and BOS approval, all
employees in the job classes of Cook, Head Cook, Detention LVN,
Detention RN (aka Detention Nurse Specialist I/II), 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 for a 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.

e 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 7/12 schedule.

All 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
on the issues brought forward by both parties. All tentative agreements are included in
Attachment B. The 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.

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, 2021. 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 -
accepts the terms of this LBFO, the County’s bargaining team will prepare the tentative
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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ATTACHMENT A
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ARTICLE 1 MEMORANDUM OF UNDERSTANDING: INTRODUCTION

This is a Memorandum of Understanding between the County of Santa Cruz and the Service
Employees International 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
results of negotiations between the County of Santa Cruz and SEIU Local 521 for County
employees for the period September19;-2020-through-September 18,2021 September 19, 2021
through September 18, 2024 for all provisions, and supersedes all previous agreements. Unless
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It is understood and agreed that this MOU represents a complete and final understanding on all
negotiable issues between the County and SEIU Local 521 on behalf of the General
Representation Unit. This Agreement supersedes all previous memoranda of understanding or
agreements between the parties on matters within 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 shall remain in effect for the life of the Agreement and unless otherwise
stated neither party is obligated to reopen on any matter covered in this Agreement. In the event
any new practice, subject or matter arises during the term of this Agreement which is subject to
meet and confer and an action is proposed by the County, SEIU Local 521 on behalf of the
General Representation Unit shall 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. '

It is understood and agreed that implementation of this Memorandum of Understanding 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
3.1 STEWARDS

The Union agrees to notify the County of their Stewards on a quarterly basis. At least one
Steward shall be allowed in each department. If a department has more than one physical work
location, a Steward shall be allowed at each separate physical work location. If more than
twenty-five (25) employees in the same department are assigned to one physical work location
one (1) Steward shall be allowed for each twenty-five (25) or fraction thereof. The Union may
request additional Stewards where departmental circumstances warrant such action and
department heads are authorized to grant such requests where circumstances warrant. Alternate
Stewards may be designated to serve in the absence of the Steward. The County and Union will
jointly offer an eight (8)-hour basic Shop Steward training course once per calendara year as part
of the Training Task Force program. The County agrees to provide release time for one (1) eight

e

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- Article 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 federal law 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 the-pay-period-beginning-October22;2016 the first full pay period after

ratification by the Union and Board of Supervisors approval, each step in the salary range
for all employees shall be increased by 2-5 3%.

2. Effective the first full pay period beginning- in September 2022232017, each step in the

salary range for all emplovyees shall be increased by 2.5%. add»ﬁ—new—tep—s{ep#dfep-ﬂae
rrentbottem-step—m Fees-Whoe-hRave mpiete $0-hours-at-the-old eP- Wi

3. Effective the first full pay period beginning in September 2023222018 each step in the
salary range for all employees shall be increased by 275 2.5%.

C. Equity Adjustments

1. Effectwe the first full pay period after ratification by the Union and Board of Supervisors

approval-beginning-Oetober 222016, all employees in the Public Health Nurse II




benchmark classifications ef-Clinieal-ab-Seientist will receive an equity adjustment of
8:62 4.5%.

. 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%.

. Effectlve the first full pay period after ratification by the Union and Board of Supervisors

approvalbeginning-Oetober22;-2016, all employees in the Physician’s Assistant/Nurse
Practitioner benchmark classifications eﬁRadieleg}eaHeehmbgas{ will receive an

equity adjustment of 763 9.5%.

. Effective the first full pay period in September 2022. all emplovees in the Physician’s

Assistant/Nurse Practitioner benchmark classifications will receive an equity adjustment
of 5.5%.

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

. Effective the first full pay period in September 2022, all emplovees in the Clinical Lab

Scientist benchmark classifications will receive an equity adjustment of 7.25%.

. Effective the first full pay period after ratification by the Union and Board of Supervisors
approval all employees in the Radiological Technologist benchmark classifications will
receive an equity adjustment by 5.75%.

. Effective thé first full pay period in September 2022, all emplovees in the Radiological

Technologist benchmark classifications will receive an equity adjustment of 5.75%.
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8.2 MECHANIC TOOL ALLOWANCE

Effective upon Union ratification and Board of Supervisors approval, all employees in budgeted
positions in the classes listed below shall be eligible to receive a tool reimbursement of up to a
maximum of $1.000 per contract year, which shall be paid following presentation of receipts
documenting the purchase:

Automotive Mechanic

Senior Automotive Mechanic

Heavy 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

CalPERS 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 CalPERS 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 CalPERS in
accordance with the provisions of the PEMHCA Program or a CalPERS approved County
offered alternate medical plan. Employees have the option of enrolling their eligible dependents
in a CalPERS 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 CalPERS approved County offered alternate medical plans the
following monthly amount for active, eligible employees in budgeted positions who elect to
participate in such program:













6 1. As-seen-as-administratively-pessible;fFor calendar year 2021, the County will

provide the following monthly benefit contributions for active employees:
a. CalPERS PEMHCA CONTRIBUTION

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

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee only = $869.32, which includes the PEMHCA minimum
contribution in 61(a)(1). The County’s contribution represents 95% of the
2021 premium of the lowest cost HMO available in CalPERS Health
(excluding Kaiser), minus an additional $10 employee contribution.

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 CalPERS
Health (excluding Kaiser), minus an additional $10 employee contribution.

3. Employee + two or more dependents = $2155.90, which includes the
PEMHCA minimum contribution in 61(a)(3). The County’s contribution
represents 90% of the 2021 premium of the lowest cost HMO available in
CalPERS Health (excluding Kaiser), minus an additional $10 employee
contribution.

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

2. Effective as soon as administratively possible, for calendar year 2022, the County will
‘provide the following monthly benefit contributions for active emplovees:

a. CalPERS PEMHCA CONTRIBUTION

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

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

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

2. Employee + one dependent = 90% of the 2022 premium of the lowest cost
HMO available in CalPERS 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 = 90% of the 2022 premium of the
lowest cost HMO available in CalPERS Health ( excluding Kaiser). but not
less than $2.165.90. This includes the PEMHCA minimum contribution in

2(a)(3).

At no time during the 2022 plan vear will the County pay more than the full costs
associated with emplovees’ health plan selection.

. For calendar year 2023, the County will provide the following monthly benefit

contributions for active employees:

a. CalPERS PEMHCA CONTRIBUTION

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

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee only = 95% of the 2023 premium of the lowest cost HMO available
in CalPERS 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
HMO available in CalPERS Health (excluding Kaiser). but not less than
$1.757.71. This includes the PEMHCA minimum contribution in 3(a)( 2).

3. Employee + two or more dependents = 90% of the 2023 premium of the
lowest cost HMO available in CalPERS Health (excluding Kaiser). but not
less than $2.285.02. This includes the PEMHCA minimum contribution in

3(@)(3).

At no time during the 2023 plan vear will the County pay more than the full costs
associated with emplovees’ health plan selection.

4. For calendar year 2024, the County will provide the following monthly benefit
contributions for active employees:

a. CalPERS PEMHCA CONTRIBUTION

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

[t

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

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

|

b. FLEXIBLE HEALTH ALLOWANCE CONTRIBUTION

1. Employee only = 95% of the 2024 premium of the lowest cost HMO available
in CalPERS Health (excluding Kaiser), but not less than $978.71. This
includes the PEMHCA minimum contribution in 4(a)(1).

2. Employee + one dependent = 90% of the 2024 premium of the lowest cost
HMO available in CalPERS Health (excluding Kaiser), but not less than
$1.854.39. 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 CalPERS Health (excluding 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 pay more than the full costs
associated with emplovees’ 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 CalPERS approved County offered alternate medical plan
in which they and their dependents are enrolled.

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

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

. Pre-Tax Dollar 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.

. Survivor Coverage.

Upon the death of an active employee who has dependents covered under a medical plan
offered through the County, the County shall 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. Employees in this representation unit who retire through CalPERS may enroll in a CalPERS

health plan or any County offered alternate medical plan, as provided under the Public
Employees” Medical & Hospital Care (PEMHCA) Program and CalPERS regulations.

. The County agrees to contribute as shown below for eligible retirees who are enrolled in a

- CalPERS Public Employees’ Medical and Hospital Care Program (PEMHCA) medical plan
or an alternate medical plan approved by CalPERS and offered through the County. The
County’s monthly contributions are as follows:

a. Effective January 1, 2012 for all employees 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 CalPERS on an annual basis), not
to exceed the actual cost of the plan selected. This amount shall be paid directly to
CalPERS. In addition, the County may make a longevity contribution (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 section H.3) by the
County on a monthly basis.

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



3.

retiree health inéurance, which when added to the PEMHCA minimum will total the
amount shown in the following 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.

For retirees with 6+ years of County service, each additional year of service above
5 years shall be recognized with a fixed dollar increase per year, as shown on
Attachment E and F, to a maximum of $507 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 yea;rs
of service for Retiree Plus one or more dependents.

For retirees with 6+ years of County service, each additional year of service
beyond age 55 shall also be recognized with a 5% increase, as shown on
Attachment E and F, to a total County Contribution maximum of $507 for Retiree
Only and $557 for Retiree Plus one or more dependents.

Upon the retiree or the qualifying family member of a deceased annultant (see
section H.3) 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.

Effective in any calendar year that the PEMHCA minimum (as determined by
CalPERS 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.

Increases to the County contribution pursuant to Section 2.b(5) shall only apply to
retirees with retirement dates on or after the date of said revision(s) to Attachment
E and/or Attachment F.

. Retiree’s contributions from County shall remain fixed at the amount 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.

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

Employees who retire under a disability will receive the greater of:
a) 300% of the PEMHCA minimum or
b) the benefit as determined 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.

N

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 with 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 final and 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 defined in Section H.2.b) to a qualifying
family member of a deceased retiree for a portion of the cost of the CalPERS 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, § 22819.1. ’

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
$200 per month.

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 coverage
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 whom 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-duty hours and the employee must be avaﬂable to report to work within a
one-hour penod be-assien all-duty-an-emp : -3-W

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 who is called back to duty shall be considered on-call until he/she reaches
the job site. Travel time to the job site shall not be considered time worked.

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

C. Compensation.

1. Effective September 13, 2014 all employees assigned on-call duty shall receive $3.00 per
hour when assigned to be on-call.
2. Effective the first full pay 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. $64 for a 16-hour period, and $96 for a 24-hour period) when assioned 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 DETENTION AND JUVENILE HALL FACILITIES DIFFERENTIAL

thejuvem}e—ha}l—&eih&es— Effectlve the ﬁrst full pay Denod after ratlﬁcatlon bv the Union

and Board of Supervisors approval, the Detention and Juvenile Hall Facilities Differential
will be eliminated and the $1.00 per hour differential shall be rolled into the base pay for
each step in the salary range of the below job classifications:

Cook

Head Cook

Detention LVN

Detention RN (aka Detention Nurse Specialist I/I1)
Detention Nurse Supervisor
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14.6 LONGEVITY DIFFERENTIAL

A. Prior to July 12, 1997: Employees who have completed 62,401 of County Service Hours

B.

shall be paid a Longevity Differential of 3.0% of their base hourly rate.

On and After July 12, 1997: Employees who have completed 52,000 hours (equivalent to
approximately 25 years of full-time employment) shall be paid a Longevity Differential of
3.0% of their base hourly rate. Effective the first full pay period after Union ratification and
Board of Supervisors approval, employees who have completed 41,600 County Service
Hours (equivalent to approximately 20 years of full-time employment) shall be paid a
Longevity Differential of 3% of their base hourly rate.

For the purposes of the longevity differential only, employees with a break 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 (CAO); and only for service years
with the County of Santa Cruz, if the employees had permanent Civil Service status and were
in good standing at the time of separation, and return to County employment in a budgeted

position within two years of separating-met-or-conld-meet-the-requirements-under-the-Civil
Service-Rules-Section XHI B—Reinstatement). The decision of the CAO shall be final.

For the purposes of the longevity differential only, employees who leave County service in
order to pursue higher education may be credited for previous service vears with the County
of Santa Cruz with the approval of the County Administrative Officer (CAQ); and only for
service years with the County of Santa Cruz, if the employees had permanent Civil Service
status and were in good standing at the time of separation, and return to County emplovment
in a budgeted position within four years of separating, upon presentation of proof that the
employees spent the full four years of separation enrolled in higher education. The decision
of the CAQ shall be final.

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

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

January 1 - New Year's Day

The third Monday in January, known as "Martin Luther King Jr. Day"
The third Monday in February, known as "Presidents' Day"

March 31, known as “Cesar Chavez Day”.

The last Monday in May, known as "Memorial Day"

July 4 - Independence Day

The first Monday in September, known as "Labor Day"

The second Monday in October, known as "Indigenous People’s Day"
November 11 - known as "Veterans Day"

10 The Thursday in November appointed as "Thanksgiving Day"

11. The Friday in November - the day after Thanksgiving Day

12. Half day-on December 24 - "Christmas Eve"-Effeetive-calendar-year 2018-and
bevond-Christmas-Eve-shall be-atull-day-heliday-

13. December 25 - "Christmas”

14. June 19, known as “Juneteenth”.

W NUW R W

Holidays which fall on a Sunday shall be observed on the following non-holiday work day.

Holidays which fall on a Saturday shall be observed on the preceding non-holiday work day.
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ARTICLE 31 WORK SCHEDULE/LOCATION ASSIGNMENT
A. Work Schedules/Schedule Changes.

Except as provided below, the standard work schedule shall be eight (8) hours per day, five )
days per week, with two (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
work 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. Alternate Schedules.

a. Upon recommendation of a department head or designee, flex-time, job
sharing and voluntary reduced work hour programs may be established
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. Individuals assigned to such
schedules shall accrue leave and holiday hours on the same 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 the County elect to eliminate an existing 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. 7/12 Schedule — Sheriff’s Records Clerks
Effective as soon as administratively possible, all Sheriff’s Records Clerks
assigned to the Sheriff’s Corrections Bureau will work a 7/12 schedule
consisting of three 12-hour days in one week of the pay period, and four
12-hour days in the other week of the pay period. Employees assigned this
schedule will work a modified work period. in which one 12-hour day will
be split between the two work weeks, leaving the employee with 42 hours
of scheduled work each work week. Individuals assigned to such
schedules shall accrue leave on the same 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.

1. Overtime. Employees will be subject to Article 12 and overtime
will accrue on any hours of work over 40 in each designated work
period. This will result in employees who work their full assiened
schedule receiving four hours of overtime each pay period.




ii.  Holidays. Employees assigned the.7/12 schedule are not subject to
the provisions of Article16.1.A. (Holidays). Instead, these
employees will accrue .051 hours of holiday credit (the equivalent
of 112 hours per year, representing the 14 County holidays) for
each hour they are in paid status up to 80 hours per pay period.
Holiday accruals will be cashed out twice per vear. in June and
December.

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

iv.  Implementation of this article (31.A.1.d.) is subject to coordination
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. Intra-Departmental Poesition-Transfers.

All employees that are interested in intra-departmental transfers shall have their name placed on
the Countywide transfer list. Effective January 1, 2008, departments that desire to fill any vacant
. position through an intra-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 consideration 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 shall 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.

D. Hours Worked.

Effective August 10, 1996, all hours worked exclusive of overtime (as defined in Article 12.1)
shall apply to step advancement and annual leave accrual. On a quarterly basis, beginning
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 shall consider this list for the filling of
temporary vacancies when practical.

E. Seniority Defined.
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 they 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 calls from clients after working hours shall receive payment of
$10.00 per hour (from 5 p.m. on a weekday to 8 a.m. the following day); and $10.00 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 calls 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 shall not be considered call-back duty. Afier 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 Distributed at the table by County on 9/8/21

3.6 NOTIFICATIONS

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

B. Disciplinary Action.

The County shall notify the Union in writing of any intended dismissal, §uspension or
reduction in rank of employees covered by the Memorandum of Understanding. The

same day that the notice of intended action is served to the employee, a copy of the notice shall
be either a) hand-delivered to the Union with all attachments, or-b) faxed to the Union without
attachments and sent to the Union by First Class Mail with all attachments:, or ¢) emailed to the
Union Member Resource Center and designated Union O anizer with all attachments. It shall
be the Union'’s responsibility to provide the County with the appropriate email addresses and

departmental assignments.

For the Union ' For the ;z“ﬂti’\/% :

KiernanColby /7 Ajita Patel
Co-Chief Negotiator Personnel Director

9/15/21 | 0\\\ Wiy oz
Date : Date

Ben Fuchs
Co-Chief Negotiator

9/15/21
Date




TENTATIVE AGREEMENT
ARTICLE 3.7 UNION LEAVE AND TIME OFF

The County acknowledges that County employees who 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 off witheut-pay should be available for such
purposes.

The Union acknowledges the County's priority for County programs, ard services and projects.
The Union accordingly recognizes the need for the provision of notice and as well as reasonable
limitations in the administration of this Article. EurthertThe Union thus recognizes that
approval of leave under this Article may not be granted if an employee/Union board member or
Shop Steward may-have has specialized skills, talents, abilities and knowledge;-which that are
necessary and which cannot be reasonably replaced.

In accordance with Government Code 3558.8, the County will continue to pay the emplovee
their regular compensation during leave which is approved under this Article and will continue to
make its regular contributions toward the employee’s retirement and insurance benefits/in-licu
stipends 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 benefits paid to or on
behalf of the employee during their Union leave, and the Union shall reimburse the County for

those costs within 30 days of receipt of the invoice. Reimbursable compensation shall include

wages and any retirement contributions and insurance/in-lieu stipend payments made by the

County on behalf of the employee and their dependents.

A. Short-Term Union Leave with Pay

The County and Union agree that an employee/Union board member or Shop Steward shall be
entitled to an aggregate of ten(18) twenty-five (25) working 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 employee organization with which the Union is affiliated, subject to the
following limitations:

A< 1. The employee must request leave under this section (3.7.A.) at least tFwo (2) weeks in
advance of the first day of the proposed leave using netice-of-each-absence,-unless
mutually-waivedthe County’s Employee Request for Time Off form (PER 1082A).

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 period.

3. Employees granted leave under this section (3.7.A.) shall continue to earn full service
credit during that leave and shall retain their rights to return to their position at the
conclusion of the leave.




B. Long-Term Union Leave with Pay

The Union may request that an employee/Union board member or Shop Steward be granted A

leave without loss of compensation or other benefits ¢ by the appointing

authority with the approval of the CAO for a period of up to twelve (12) months for Union
trainings and other activities, including activities of any statewide or national employee

organization with which the Union is affiliated, subject to the following limitations:-

1.

>
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The employee must request leave under this section (3.7.B.) at least four (4) weeks in
advance of the first day of the proposed leave using the County’s Employee Reguest for

Time Off form (PER 1082A).

Only employees who have successfully completed their probationary period and have
permanent status in their current County position shall be eligible for leave under this

section (3.7.B.)}

Leave under this section (3.7.B.) is subiject to the approval of the appointing authority and
the County Administrative Officer. The CAO's decision on such leaves is final.

The County agrees to the Union’s request that emplovees granted leave under this section
(3.7.B.) shall continue to earn full service credit during that leave.

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.

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

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

10/23/21 ( Q/;Z@‘/ 2\
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Ben Fuchs
Co-Chief Negotiator — SEIU

10/25/21

Date



TENTATIVE AGREEMENT
ARTICLE 4 UNION SECURITY

4.1 RELATIONSHIP AFFIRMATION

The Union recognizes its obligation to cooperate with the County to maximize service of the
highest quality 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
harmonious labor-management relations are to be promoted and furthered.

Abonnan Colby

Kiernan Colby
Chief Negotiator — SEIU

10/4/21
Date
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Ben Fuchs
Co-Chief Negotiator — SEIU

09/28/2021
Date
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Ajita Patel
Chief Negotiator — County

Date



TENTATIVE AGREEMENT
ARTICLE 4 UNION 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 Unjon and
-the fact that the Union is the exclusive bargaining representative for the employee's unit and

class. The County shall post -give-the-employee-a-eopy-of the current Memorandum of
Understanding on both the Internet and the County Intranet. Employees may request a copy of

the Memorandum of Understanding from their supervisor or departmental Personnel Liaison.

Kieman Colby ¢ | Ajita Patel

Chief Negotiator — SEIU Chief Negotiator — County
‘ sl Vo

9/8/21 | | qlegiooos

Date . Date



TENTATIVE AGREEMENT
ARTICLE 4 UNION SECURITY

4.3 CONFIDENTIAL ANB-SUPERVASORY 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.

Aornan Colby &;D., I

Kiernan Colby J Ajita Patel
Chief Negotiator — SETU Chief Negotiator — County
0/8/21 al@lzo21

Date Date
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4.7 UNION ORIENTATION

The County shall aliow Union representative(s) to provxde a Union orientation of up to thirty
(30) minutes to represented employees immediately preceding each scheduled new employee in-
processing meeting. The County and the Union representative(s) shall not malign either party, its
employees or officials. .

A. Regularly Scheduled In-Processing Meetmgs

The County holds two new employee in-processing meetings each week on regularly established
days and times. The County shall notify the Union of the regularly scheduled days and times for
such meetings and shall provide the Union with at least ten days advance notice of any change in
the regularly established days or times. ,

B. Special In—Proeessmg Meetings

There may be occasions where; due to special circumstances, an in-processing meeting must be
held on a different day or time than the regularly established day and time. The County will
provide the Union with as much notice as practicable of any such special i in-processing meeting.
In the event that a Union representative is unable to attend a non-regularly scheduled in-
processing meeting, the County will provide a list of General Representation Unit attendees to
the Union within two 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 wnll approve paid
release time for a shop steward or a union officer 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 momning of each scheduled meeting to determine
whether any unit members are seheduled 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 an-additional-30-minutes reasonable release time for
travel-each-way. Typical travel time is 30 minutes each way (one hour total) for travel from
Watsonville or 15 minutes release time each way (30 mlnutes total) for travel from other work
locations, regardless-efthe-actua pvel-tis owever, the County
recognizes that at times thxs may need to be adlusted to accommodate traffic conditions.

The Union may, at its discretion, have more than one representative at any pre-in-processing
Union orientation; 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
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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-
processing during 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 present more than one orientation per month. The quarterly
schedule must be provided by the 15% day of the month prior to each new quarter (i.e., by
December 15, March 15, June 15 and September 15) in order to ensure adequate time to arrange
release time. Release time will be approved in advance one quarter at a time. If no unit members
are scheduled for in-processing on a date for which a steward or officer has been granted release
time, the release time shall be automatically revoked, and it shall be the responsibility of the
steward/officer to inform their supervisor of the change in circumstances. If a steward/officer is
unable to attend in-processing on their assigned date, the Union may send a member of its staff
in lieu of the steward/officer. ' '

D. Quarterly Review ,

The twice-weekly release time shall be subject to quarterly review to ensure that it is not unduly
burdensome to County operations. Should the County provide the Union with objective
examples of operational challenges, the parties will promptly meet and discuss those challenges
in 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 Union | For the Coyniy) /\_Q
Kiernan Colby J Ajita Patel
Co-Chief Negotiator Personnel Director
9/15/21 A PA
Date ' Date
-,
Ben Fuchs

Co-Chief Negotiaior

9/15/21

Date



County Counter Proposal

ARTICLE 6

Distributed at Table by County on 9/9/21

NO DISCRIMINATION

A. Fair Employmént Practices. Equal Employment Opportunity/Non-discrimination. ,

I..

The County and the Union agree that no person employed or applying for
employment shall be discriminated against on the basis of race, color, religion,
creed, disability (mental and physical), medical condition (cancer related or
genetic characteristics), national origin, ancestry, marital status, sex, sexual
orientation, age (over 18), pregnancy, childbirth, breastfeeding, or other related
medical conditions, gender, gender identity, gender expression, genetic

information, military or veteran's status, or any other non-merit factor except
where sex or physical capability is determined to be a bona fide occupational
qualification after consideration of reasonable accommodation factors 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. ',

- Article 22.2 C and D sets forth the contractual process for employees aggrieved
by alleged violations of Article 6 Al.

B. Union Activities. Neither the County nor the Union shall interfere with, intimidate, coerce or
discriminate against County employees beeause-of theis for exercising their rights under this
Memorandum of Understanding or for te-forming, joining and or participateing in activities
of the Union or providing testimony to any public body (e.g., ineluding the Board of
Supervisors), or exercising their right to refuse to join or participate in the activities of the
Union. ‘

For the Union

. For the County

W &%r/, QV//QL\/\_,L—Z_

Kiernan Colby

Jd ~ Ajita Patel

Co-Chief Negotiator . Personnel Director
9/15/21
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Ben Fuchs
Co-Chief Negotiator

9/16/21

Date



TENTATIVE AGREEMENT

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

Al Compensation Cap

Employees hired on or after January 1, 2013, who fall i 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
CalPERS retirement shall cease until the first full pay period in the following calendar year.
In lieu of CalPERS retirement contributions the employee may partlclpate with the employer
in a Defined Contribution Plan administered by a third party and in accordance with Internal
Revenue Service Regulatlons, administrator gmdelmes, and AB340.

Such Defined Contribution Plan shall requnre 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%) or the current CalPERS Tier 3 employer contribution

rate, for all regular salary eamings 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 Wthh reqmres 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 plan, the
employer contribution is vested upon achieving the years of service and age, even if the
employee is no longer an employee of Santa Cruz County.

2. Investment Control
Employees shall be responsible for 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. -

Disability

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

Me Too Provisions
If the County offers a different plan to other Tier B 3 employees during the term of this

agreement, SEIU has the option of adopting the terms of that plan, subject to Internal
Revenue Service Regulations, and plan administrator guidelines.

| - S
. ) (\ /\\ ) - - e f(
Kiernan Colby % Ajita Patel

Chief Negotiator — SEIU Chief Negotiator — County
0/8/21 qlgl 202
Date ’ Date



TENTATIVE AGREEMENT

10.4 DISABILITY INSURANCE

A. Employees in this unit have elected to be enrolled in the State Disability Insurance (SDJ)
program, which replaces the County provided plan with all costs gf_ga_;l:ticiggtigrx_ to be borne

- “bytheemployee thifough a payroll deduction.

axcaed 000 Ore

by-the-County-through-a-payrell-deduction-
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 status during the seven (7) day waiting period required for SDI.

Ksnnan ot O~ &

Kiernan Colby ¢ Ajita Patel
Co-Chief Negotiator — SETU : Chief Negotiator — County

10/23/21 Rlz1lz
Date Date
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Ben Fuchs
Co-Chief Negotiator — SEIU

10/25/21
Date




TENTATIVE AGREEMENT

10.7 CONTINUATION OF INSURANCES DURING LEAVE OF ABSENCE WITHOUT PAY
DIRECT PA

The County and Union agree to abide by CalPERS requirements under the California Public
Employees’ Retirement Law regarding continuation of insurances during leaves of absence
without pay. In order to continue County insurance benefits coverage during a leave of absence
without pay of a full pay period or more, the employee must pay their insurance premiums in
accordance with the provision of this Article (10.7). Emplovees who do not follow the
procedure set forth below may have their insurance benefits canceled during the period of their -
leave of absence without pay. nee e B eceived-b
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A. Employees granted leave of absence without pay of one full pay period or longer must

shall notify the EmployeeInsurance/Benefits 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 ¢ e i in-advance_Eo

DCAIBEN

EHe 3 : > e YR en 5 ) (€ 3 e s
employment- An employee who elects to continue their benefits coverage during an unpaid leave
of absence of one full pay period or longer shall continue to pay their premiums during their
leave of absence.

B. Health Insurance.

1. Ifthe leave is under 30 calendar days, the County will collect the amount due through
payroll deductions after the employee returns to paid status in accordance with Article
10.7.D.

2. In order to continue to receive health benefits during an unpaid leave of absence of 30
calendar days or longer, the employee must enroll in the CalPERS Direct Pay program
and pay 100% of their health plan premium (both the emplovee and the County




contributions) directly to the health plan. Personnel will provide the emplovee with a
Direct Pay packet which the employee must complete and return. The employee will then
be enrolled in Direct Pay and the health plan will provide them with information on the

premium payment process.

a. As required by Federal or State law, the County will reimburse eligible employees
who are on approved leaves under the Family Medical Leave Act (FMLA), California
Family Rights Act (CFRA), Pregnancy Disability Leave (PDL) or Workers’
Compensation for the County share of the health plan premium for both emplovee
and dependents, in the same amount as if the employees were working or on paid
leave.

The employee is responsible for paying the regular employee contribution for 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 FMLA, CFRA,
PDL or Workers’ Compensation will be reimbursed for the County share of the health
plan premium for the employee only. The employee will not be reimbursed for the
County share of the health plan premium for anv dependents.

The employee is responsible for paying the regular employee contribution for their
benefits and those of their dependents and will not be reimbursed for that
contribution.

c. An employee on a Personal leave of absence is responsible for the full County and
employee shares of the premiums for both the employee and their dependents for the
health plan and will receive no reimbursement.

If an employee declines to enroll in Direct Pay or fails to pav their remiums to their
health plan as required, health benefit coverage for the emplovee and any dependents
may be canceled.,

[hd

Employees who do not pay for insurance coverage during the leave of absence are treated
like a new employee with regard to determining when coverage begins. Should
employees and/or their dependents not be covered during a leave of absence without pav
of the employee, they will be treated as initial enrollees for purposes of gualification
period and benefits, including deductions and co-payments, upon return of the emaployee

to active employment.

[

C. Other Benefits.

Then-an-emsle




1. An employee on any of the above types of leave other than Personal leave is responsible
for paying the County the employee contribution toward dental, dependent vision and
supplemental life insurance and any other similar fee for service benefits in order to
retain these services. The County will continue to cover the regular County contribution.

2. An employee on a Personal leave of absence is responsible for paying the County both

the full County and the full employee 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 for 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 any pre-tax program they are enrolled in under Article 10.1.F.

(Flexible Spending Account).

D. Repayment

The County shall have the right to recover from the employee any unpaid contributions due
under this Article (10.7).

a. Current Employees
If the employee continues employment with the County following the end of the unpaid
leave, upon the emplovee’s return to paid status the County shall provide the emplovee




with a written accounting of any amount due and shall recover that amount through

payroll deductions. Such deductions shall not exceed $250 per pay period and shall

continue until the full amount due has been recovered.

b. Separated Employees

If the employee separates from County employment before the full amount due has been

recovered, the County shall have th

¢ right to recover any amounts still owing

; attachment of wages, deduction from wage/accrual

payoff upon separation, civil action, or other actions.
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TENTATIVE AGREEMENT

11.1 MEAL PERIODS

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 coverage as needed to ensure that employees are able to take their

meal periods. An employee who is not relieved of duty in time to take their scheduled meal
period should immediately notify their supervisor, who shall be responsible for arranging

coverage as needed so the employee 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 period during work hours.
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TENTATIVE AGREEMENT

ARTICLE 11.2 REST PERIODS

All employees shall be granted arest penod during each four (4) hours of work. Departments
may make reasonable rules concerning the rest period scheduling. Rest periods shall be taken as
close to the middle of the work period as is practicable. Supervisors should make advance
arrangements for relief or coverage as needed to ensure that em loyees are able to take their rest .
eriods. If an employee has the opportunity to take 4 rest period but fails to do so the rest enod v

is waived. —Rest—peaeds—net—%akea—ﬁha«l-l—be—w&md—

Restroom breaks shall not count against employees’ rest periods.
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TENTATIVE AGREEMENT
12.2 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 by department. Departments shall ensure that plans are in place to

relieve employees at the end of their scheduled shifts. Departments shall ensure that emplovees

are relieved at the end of their scheduled shifts when overtime is not approved. This shall not
revent the parties from mutually agreeing to other arrangements. ,
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TENTATIVE AGREEMENT

14.2 SHIFT DIFFERENTIAL

A.

Swing Shift. Employees who work eight (8) consecutive hours or more whxch includes at
least four (4) hours of work between the hours of 5:00 p.m. and 12:00 a.m. as a regular work
assignment shall be pald a rate of $-1—-§0$l 75 /hour above thexr hourly salary rate for a swmg '
shift differential. Effective 016 all-be-$

Fate:

Graveyard Shift. Employees who work elght (8) consecutive hours or more Whlch includes at

Jeast 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 $4—6§§2 00/hour above thelr hourly salary rate for a
graveyard shift differential. Effeetive-Ostober22;-2016; 8 00/hourabove

 the-salary-rate:

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. If 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 elght (8)
consecutive hours has not been met and there is no eligibility for the differential.
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TENTATIVE AGREEMENT

14.3 BILINGUAL PAY DIFFERENTIAL

A. The County shall provide bilingual payment of an additional $8:50 $1.00 per hour above the
base hourly rate where the employee is required by the appointing authority to use their
bilingual skills at Level One and the employee is certified as qualified at Level One, by the

M 314 he rato hh |, g o~ L

»

County Personnel Director. Effective-September 27,20

abeve-the-base-hourly rate:

The County shall provide bilingual payment of an additional $6-85 $1.35 per hour above the
base hourly rate where the employee is required by the appointing authority to use their
bilingual skills at Level Two and the employee is certified as qualified at Level Two by the
County Personnel Director. Effeetivé ; 4—the-rate-shall-be-$ serha

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

A~

) Tttt et o

—tRe-Fo aH-bBEe - Ber-Rou

B. Bilingual pay shall be initiated at the 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 level 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.
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TENTATIVE AGREEMENT

17.8 PARENTAL LEAVE - PERSONAL LEAVE (For employees who are NOT eligible for
leave under FMLA/CFRA) .

Personal leave (including accrued paid leave such as vacation or annual leave, and leave of
absence without pay) associated with maternity, paternity, or adoption may be granted at the
discretion of the appointing authority in accordance with provisions governing such leave in
Section 160 of the Personnel Regulations. A reasonable period of personal leave connected with
maternity, paternity, or adoption is two (2) months. ‘

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

B. For allthe-father parents of a newborn ehild-or «fef-t-he-pefem(e)-ef anewly adopted child not
covered by 17.8(A), this two (2) month period includes any time taken off from the date of

birth or adoption. Additional personal leave related to maternity, paternity, or adoption may
be granted at the discretion of the appointing authority. Departments may require
documentation to support a request for personal leave for patemalthese reasons.

C. Employees in this unit are covered under State Disability Insurance and Paid F amily Leave
through the State of California. '
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TENTATIVE AGREEMENT

19.4 ACCESS TO PERSONNEL REGULATIONS

Employees shall be allowed reasonable access to the County Ppersonnel Rregulations, which are

vaxlable on both the County Intranet and on the Internet: maaaaé—m—%he-empkayee-s-éep&m

/‘““"\
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TENTATIVE AGREEMENT

ARTICLE 21  CLASSIFICATION ACTIONS AND SALARY
PROTECTION
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TENTATIVE AGREEMENT

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 whieh 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, whieh 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 a Board of Supervisors resolution,

ordinance, minute order or this Memorandum of Understanding.

Dismissals, suspension, or reduction in rank or classification (appeal process through

Civil Service).

Probationary dismissals upon original appointment.

Content of performance evaluations.

Leaves of Absence, Article 17.2-5.

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

g

A

C. Alleged violations of Article 6A.1 (anti-discrimination) are arbitrable; provided compliance
with that-and-subjeette the following: 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 employee’s receipt of said decision in-weiting-to-the Personnel
Direetor. Arbitration after compliance with the County’s internal EEO process and in
compliance with Article 22.5B.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 22.2B 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 to 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 existing 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 shall
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 and/or respond within the required time limits at any subsequent step shall result
in an automatic advancement of the grievance to the next step.

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

C. Inno 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 falls within the definition of a grievance as set forth in this Article.

22.5 PROCEDURE
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 lnmt for filing
the grievance until the informal process concludes.

B. Formal

1. STEP1
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 submitted on a County of Santa Cruz Employee Grievance Form and
shall contain the following information:

The name of the grievant.

The specific nature of the grievance.

The date, time and place of occurrence.

Specific provision(s) of the Memorandum of Understanding or Section 160
of the County Procedures Manual alleged to have been violated.

Any steps that were taken to secure informal resolution.

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. A reasonable 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 immediately concerned and attempt to achieve settlement
of the matter.

Ao op

o

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 grievant/Union prior
to issuing their decision.

2. STEP2
If the aggrieved is not satisfied with the first step decision, he/she 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. STEP3
The decision(s) of the Personnel Director may be appealed within fourteen (14)
calendar days to an arbitrator hearing-offieer. The written appeal shall be filed with the
Personnel Director. '

4. MEDIATION
Prior to advancing to arbitration under “5S — ARBITRATOR.” both parties shall jointly
consider whether the type of case involved lends itself to immediate mediation. If both
parties agree to do so, the parties shall jointly request that a mediator be assigned by
the State Mediation and Conciliation Service. If the mediation process does not
promptly result in an acceptable resolution to both 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 by the arbitrator.

5. HEARING-OFEICERARBITRATOR
The hearing-officerarbitrator's compensation and expenses shall be borne equally by
the grievant(s) and the County. Each party shall bear the costs of its own presentation,
including the preparation and post hearing briefs, if any. The hearing-officer-arbitrator
shall be selected by mutual agreement between the parties. If the parties are unable to
agree upon an arbitrator-hearing-offieer, the parties shall jointly request the State
Conciliation and Mediation Service to submit a list of seven (7) qualified kearing
offieers-arbitrators. The parties shall then alternately strike names from the list until
one name remains, and that person shall serve as the hearing-officer-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 hearing-officer shall begin within thirty
(30) calendar days of receipt of the appeal at Step 3. Prior to the selection of the
arbitrator hearing-officer, the parties will attempt to stipulate to as many facts as
possible and agree on the issue(s) to be submitted to the arbitratorhearing
officer.

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 hearing-officer in lieu of a hearing.



¢. Except when briefs are submitted as specified in the preceding, it shall be the
duty of the arbitrator hearing-effieer 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.

d. The arbitrator heasing-6ffieer 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 provided for in this agreement.
Nor shall the arbitrator hearing-officer 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.

€. The decision of the _arbitrator hearing-effieer shall be final and binding upon

the parties.
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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 who 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
reemployment 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 no particular order. '

A. Departmental Reemployment Lists.

If an opening occurs in the department from which employees were laid off, those on 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 Overfill 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 (3) other employment lists
as specified in Civil Service Rule VL.B.2..

B. Geuﬂg:—wée Countywide Reemployment Lists.

If an opening occurs in a class in departments other than the one 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 Countywide Reemployment List. Names on such a Countywide Reemployment List
shall be certified together as a block in no particular order. A department may request selective
certification of bilingually qualified employees from a Countywide Overfill List for a vacant
position that is designated as bilingual pursuant to Article 14.3. If there is no Geunty—wide
Countywide Overfill List, the order of certification shall be:

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

C. Retention 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 interview or one offer of reemployment in the class
from which he/she was laid off or displaced; OR



2. Twenty-four (24) months have elapsed from the date of layoff or displacement. A laid
off employee's name may also be removed from reemployment lists on evidence that
the person cannot be located 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 the class. Such
persons name may be restored to the list upon written request by the person.
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TENTATIVE AGREEMENT

ARTICLE 25  TUITION REIMBURSEMENT AND TRAINING
25.1 TRAINING TASK FORCE & TUITION REIMBURSEMENT

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 a Labor-Management Training Task Force. Such task force will have four (4)
representatives from the General Representation Unit and one (1) SEIU staff person for a
maximum of five (5) representatives. The task force shall meet semi-annually, upon request
by 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 promononal opportunities for current County

employees.

course-of this-agreementwhichAll employees will-are assigned to watch the on-line New
Employee Orientation (NEQ)-on paid work time soon after joining the County workforce.

ZFhe-Umeﬁ-may-ées%ﬂThe NEO mcludes a new member orlentatlon rnodule develoged by

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 job-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

Article 15.3 .
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TENTATIVE AGREEMENT
ARTICLE 26 HSD WORKLOAD COMMITTEE
A. lt is the intent of the managemeht of the Human Services Division (HSD) to:

1. Fill vacant budgeted positions and to fill behind approved leaves of
absences without pay in excess of thirty (30) 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 case/task
complexity, training status, and/or worksite operations. :

C. The Workload Committee shall consist of management representatives and Umon

stewards or alternates from HSD se%n—(—l}membem—%hree—@)—mp;ese;mqg

Addmonal attendees may be aqreed upon at the request of manaqement or the Umon
Committee representation may differ by Division/Program. 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 ass:gnments 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 will take into
consideration the effect 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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TENTATIVE AGREEMENT

“ARTICLE27  JOINT UNIONLABOR-MANAGEMENT COMMITTEES

A.

HSA Joint Labor-Management Committee

The parties agree that there will be one committee comprisinged-ef representatives from
HSA management and the Union. The 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 will consider HSA related issues concerning recruitment/retention; 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.

Public Works and-Child-Suppert Joint Labor-Management Committee

The parties agree that there will be one committee comprisinged-ef representatives from
Public Works management and the Union; it i ;

from-Child-Suppert-and-the Union. The committees will consist of management

representatives and Union stewards or alternates from Public Worksthe-twe-departnents.

The Public Works Joint Labor-Management and-Child-Suppert eCommittees will meet as
needed. The purpose of these this committees shall be communication and information
sharing and problem solving on relevant Public Works e~Child-Suppert issues such as
employee work environment and policies and procedures. The committees will consider
department-related issues concerning recruitment/retention and staffing. Any proposals
mutually agreed to by the committees will be recommended to the department head for
review and response. Issues discussed by the committees are only grievable if they otherwise
meet the definition of a grievance under Article 22.

~ Child Support Joint Labor-Management Committee

The parties agree that there will be one committee comprising representatives from Child
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 employee work environment and policies and

procedures. The committee will consider department-related issues concerning
recruitment/retention and staffing. Any proposals mutually agreed to by the committee will




be recommended to the department head for review and response. Issues discussed by the

committee are only grievable if they otherwise meet the definition of a grievance under

Article 22.

_/fa'a/um Colby,

Kiernan Colby
Chief Negotiator — SEIU

9/8/21
Date

e g'/m\

Ajita Patel
Chief Negotiator —~ County

v b
! T} LG
Date
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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 2.1
Article 2.2
Article 2.3
Article 2.4

Article 3: Union Activities

Article 3.1-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 Security

Article 4.1-Relationship Affirmative

Article 4.2-Notice of Recognized Union
Article 4.3-Agency Shop

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-Enforcement/Separability

Article 4.10-Indemnify and Hold Harmless
Article 4.11-Payroll Deduction and Pay Over

Article 5: Peaceful Performance
Article 5.1
Article 5.2
Article 5.3

Article 6: No Discrimination
Article 7: Pay

Article 7.1
Article 7.2-Requirements for Step Increases



Effective January 14, 2017, 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 10.1.E-Pretax Dollar Program

Article 11: Meal Periods, Rest Periods, Clean-Up Time
Article 11.1-Meal Period '
Article 11.2-Rest Periods

Article 11.3-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-Agriculwral Biologist Aide Lead Differential

Article 14.10-Dual Clinical Lab Scientist License and Microbiologist Certificate

Article 15: Other Compensation Provisions
Article 15.1-Automobile Mileage Reimbursement
Article 15.2-Reimbursement for Property Damage
Article 15.4-Meals in Locked Facilities

Article 15.5-Meal Allowance in Declared Emergency

Article 16: Paid Leave

Article 16.3.A-Required Court Leave
Article 16.3.C-Donation of Blood
Article 16.3.D-Assault Leave

Article 18: Employee Parking/Bus Passes
Article 19: Employee Rights

Article 19.3-Personnel Files

Article 19.4-Access to Personnel Regulations
Article 19.6-Defense and Indemnification

Article 20: Health and Safety

Article 21: Classification Action
Article 21.A-Classification Action



Article 21.2-Unit Assignment

Article 25: Training and Promotional Opportunities
Article 25-B-2 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.

— ; ) -
: -7 4 A /. e
Aornan C)o%q { AN
Kiernan Colby J Ajita Patel
Chief Negotiator — SEIU ‘ Chief Negotiator ~ County
Al % } )07
9/8/21 | 4 ojered

Date Date



County Counter Proposal Distributed at Table by County on 9/9/21

ARTICLE35 HOLIDAY PREMIUM PAY

County agrees to time and a half for employees who are required to work on holidays if the

m pay is effectuated on the actual da

employee works 40 hours in the same pay period. Premium pay a y
of the holiday. even if the County observes the holiday on a different date.

iday pay to the employee. However if the functions that the employee normally performs are
not needed on a holiday (for example if the department is closed that day), the employee will not
be scheduled to work that day.

For the Union , For the /CQ’unty

Kiernan Colby ‘ Ajita Patel

Co-Chief Negotiator Personnel Director
9/15/21 C‘\]\L@ l 207

Date Date
T ¢ N

¢

P
AU
: -

Ben Fuchs
Co-Chief Negotiator
9/15/21

Date



TENTATIVE AGREEMENT
36.4 EXTRA HELP DIFFERENTIAL

Effective-April-8;-2006-eExtra help employees will receive an extra-help differential of $i—09
$2.00 an houri in addmon to thexr regular pay for all hours worked in lieu of-aceruals-and-all-other
benefits. Effe ber-6 entia e-52-00-Effective October
28, 2014 retired annuitants wﬂl not be eligible to receive an extra help differential pursuant to

CalPERS regulatlons

T g ; .
p / §\ Uy { xf‘
ARrernan C&%a; hr” TN e e
Kiernan Colby 7 Ajita Patel
Chief Negotiator — SEIU , + Chief Negotiator — County

9/8/21
Date Date




TENTATIVE AGREEMENT

37.1 County Examinations/Interviews

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 interviews for-promotional
nitie ad- &ra anste inte ' peF-6atenaar-yea withtheCounty,

Jeave in advance. The County shall not adjust schedules of

.

- provided they request such

extra help workers for the purpose of avoiding the provisions of
Rty- inat iew)-this section.

; —

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

9/23/21 | Q \ 3oy
Date Date

.

q <):\ LT

Ben Fuchs

Co-Chief Negotiator — SEJU

09/23/2021
Date
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TENTATIVE AGREEMENT

Attachment A of SEIU MOU - September19-2020— September18:202+ (TBD)

DEPARTMENT/OFFICE

Auditor
Board of Supervisors

CAO

County Counsel

CONFIDENTIAL POSITIONS
GENERAL REPRESENTATION UNIT

POSITION

+-Seeretary BdS

1 Sr. Receptionist BU7-001

1 Sr. Receptionist/Receptionist BU37-001/BU3
+Exeecutive-Seeretary———————BI9-001

1 Sr. Receptionist BU7-001

1 Executive Secretary-CA BJ7-001

1. Admin Aide : UR1-001

+ 2 Sr. Legal Secretaryies BH5-0023/BH3/BH?

BH5-006/BH3/BH?

4_1 Legal Secretary II/1 BH3-002
' BH3-003
BH3-004/BH2
BH3-60s
1 Paralegal JC2-0021
District Attorney 1 Admin Aide UR1-002
General-Services I-Seeretary———————————————BI5-00}
H.S.A. 1 Executive Secretary BJ9-001
1 Admin Aide UR1-084018
H.S.D. +Seeretary——————————————BI5 001
: 1 Executive Secretary - BJ9-001
Information Services 1 Sr. Accounting Technician CHB8001
21T App/Dev Supp Analyst 1] DD3-010
DD3-012 -
POSCS Parks 1 Secretary BJ5-0015
Personnel +Seeretary—————————————————BJIS 00} :
2 Persennel-Clerks BB35-002-VE2-015/BB5
8 Personnel Technicians BBSVE2-011/BB5
6-Personnel-Technicians VE2-002/BBS
' : VE2-009/BBS
VE2-012/BBS_
VE2-010/BBS
VE2-013/BBS
VE2-014/BBS
1 Program Coordinator UuU3-001
Planning 1 Executive Secretary BJ%-001
Prebation }-Seeretary BJ5-601
Public Works 1 Executive Secretary BJ9-001
2 Personnel Technicians VE2-001
VE2-004
Sheriff 1 Secretary BJ9-001



Reference: Santa Cruz County Employer-Employee Relations Policy Sections 181.2(A) and 181.4(E)(2).

OQ/\)L/

Kigman Colpy / Ajita Patel
Chief Negotiator - SEIU : Chief Negotiator — County
9/8/21 %12\
Date

Date



TENTATIVE AGREEMENT




TENTATIVE AGREEMENT

L '? :'\\ ’/,) . o
__/{W &wa ~ G S -
Kiernan Colby J Ajita Patel
Chief Negotiator — SEIU Chief Negotiator — County
el
0/8/21 4151202
H 1 -

Date Date



App_roved list by Ofivia Martinez and Terri vCobbs in subcommittee on 712712020 @ 4:01 P\

Attachment D.- SEIU Benchmark Listing

September 24, 2016
. . Position Title Class Code | Range l
Accountant Il UB4 - HV
Accountant | uB2 48.
Accountant Il ‘ uUBs 6B
Accounting Analyst uB7 . AD
Property Tax Specialist : UE1 HV
. Property Tax System Coordinator : UE3 G7
Account Clerk CH3 - BB
Account Clerk Traineg CH1 AT
Accounting Clerical Supervisor | CHs V2
Accounting Clerical Supervisor {1 ' : CHS JL
Accounting Technician : CH7 V2
Cashier - Disposal Site BSS K3
Medical Billing Technician , CH4 ) V2
Payroll Supervisor . BK8 HQ
Public Guardian Clerk - BP1 . FQ
Sr. Account Clerk . CH5- 19
Sr. Accounting Technician ‘ CHs JL

Sr Medical Billing Technician b (>14 C4

Agricultural Weights & Measures inspector [i TGS JG
Agricultural Biologist Aide TC1 - 31
Agricuitural Weights & Measures Inspector | TG3 EO
Agricultural Weights & Measures inspector ill TG7 55
Vector Control Specialist TC6 55
Animal Control Officer Ii AC7 D6
Animal Care Worker AC2 D2
Animal Control Officer | ACS5 D4
Animal Health Specialist - ACB D5
Animal Services Assistant AC1 D2
Animal Services Coordinator C AC4 DO
Animal Sves Clk Disp AD3 FC
Shelter Maint Mgr AC3 D3
Registered Veterinary Technician AD4 ZF
Appraiser |l DA7 BW
Appraiser | v DAS BU
.Appraiser/Auditor Aide DA2 EQ

Sr. Appraiser : DA8 JO



Attachment D - SEIU Benchmark Listing

. Supervising Building Inspector

Page 2 of 13

September 24, 2016
E ~_______ Position Title Class Code Range
Assessment Clerk ‘ BL3 - MA
Assessment Technician BL5 o\
Auditor-Appraiser Il Hlcrg - HwW
Auditor-Appraiser | UG5 . BK
Auditor-Appraiser il uGse BO
Auditor lil UF4 G7
Auditor 1 UF2. G5
Auditor If UF3 G6
Auditor IV UF6 VH
Automotive Services Mechanic MM4 DN
Auto Services Attendant MM1 - RG
Sr. Automotive Mechanic MMS5 U
Benefits Representative SCé J3
Assistant Fair Hearing Officer SF1 NX
Cal Child Services Specialist | 8G3 8C
Cal Child Services Specialist [} - SG5 J2
Benefits Representative Supervisor SE5 07
Benefits Representative Trainee SC3 KY
Health Client Benefit Rep NM6 J6
Med Care Eligibitity Worker SC8 Jz
Med Care Program Eligibility Supervisor SE2 SX
Mental Heaith Fee Clerk SC4 8C
Public Health Investigator NV5 Lu
Sr. Public Health Investigator Nv7 Lw
Staff Develop Trainer SE4 EK
Buiiding Inspector il TRé Ji
Building Counter Supervisor TP8 1K
Building inspector | TR4 BP
Building Plans Checker TP7 HY
Housing Rehab/Construction Specialist TRY Ji
Sr. Building Inspector TR8 X6
Sr. Building Plans Checker TP8 X6
TRS MQ




Attachment D - SEIU Benchmark Listing

September 24, 2016

Class Code Range I

E - .Position Title

Building Maintenance Worker Il
Building Equipment Mechanic
Building Equipment Supervisor
Building Maintenance Supervisor
Building Maintenance Worker |
Building Maintenance Worker Iii
Maintenance Custodian
Maintenance Electrician
Maintenance Elecb'olMechamcal Worker
Maintenance Plumber -
Sr. Bmldlng Equ:pment Mechanic
int Electrician

Building Permit Technician Il
Building Permit Technician |
Sr. Building Permit Technician

Buyer
Sr. Buyer

California Children Services - Physical Therzapist
California Children Services - - Occupational Theraptst
Occupational Therapist - Mental Heaith

Child Support Specialist Il
Child Support Specialist |
Child Support Specxahst ]
Collectlon Offi icer

Supervising Child Support Spemahst
Victim Services Representative

MG§
MH3
MH8
MH7
MG4
MG8 -
FDS
MGS
MG3
MG?
MHe

TP3
TP2
TPS

vC3
VC§

PP5
PP6
PP8

BY2
BY1
BY3
BY6

BY7
. B4

Page 3 of 13

86
8D
HU

VP
HT

F§
F5
F5

X0
CF

xQ



Attachment D - SEIU Benchmark Listing

September 24, 2016
Position Title 4 Claes Code Range i
Civil Engineer : EE1 NM
Assist in Civil Engineering ED5 YO
Associate Civil Engineer : ED7 NH
Jr. In Civil Engineering ED3 NB
Treffic Engineer - ED® NH
Clinical Lab Scientist , NC7 GH
Coroner Forensic Technician RE2 VX
Lab Assistant/Phiebotomist : NA3 12
Lab Technician NAS waQ
Medical Labb Technician NC6 GU
" Pharmacy Technician o NJ1 FA
Senior Lab Aggmmglebqtgmg NA4 S8
Code Compliance Investigator iI " GLS IL
Code Compliance Investigator | ’ GL3 DQ
Code Compliance Investigator Il GL7 ‘ cz
Code Comipliance Investigator IV GL8 TJ
Comm Technician II ' MY5 Gl
Comm Installer MY1 RO
Comm Technician | MY3 Jz
Sr. Comm Technician MY6 8D
Supervising Communications Technician MY7 X7

Cook FG§ Y

Cook's Assistant FG3 R1
Head Cook . FG7 W8
Criminalist i ' BM2 Qe
Criminalist | BM1 ZQ

Page 4 of 13



Attachment D - SEIU Benchmark Listing

Sr. Engineering Associate

Page 5 of 13

September 24, 2016
Position Title Class Cc:de! Rsnge ,
Custodian FD2 Ri
Custodian Leadworker FD4 R2
Housekeeper FC3 K6
Supervising Custodian FD8 Wz
DP-Programmer-Analyst UN4 G4
ASMPFGM HMs 61
B-R-ProgrammerTrainee UMz KL
Bepti-BR-Goordinater s Hi
GEC-nfo-Sys-Techd o 87
GEO-nfo-Sys-Tech} A evE BJ
Network-Support-Analyst U3 &4
SF—DePﬂ-lﬂfOFma-tlea-Systems.Aga;ys; Xc7 G4
Employment and Training Specialist Il SH1 iH
Employment and Training Specialist | SFs KC
Sr. Employment and Training Specialist SH2 IC
Veterans Services Representative SR7 VU
Engineering Tech il 3 _ _ECqa ____ B - -
J5HHE je6tManager £Do ‘PW
Engineering Aide | EB3 1
Engineering Aide || EBS WG
Engineering Associate - ECO MO
Engineering Tech | EC2 DY
- Engineering Tech Il EC5 Hz
Pre-Treatment Program Specialist EC3 HZ
‘ ECs [cB



AﬂachmentD SEIU Benchmerk Listing
September 24, 2016

Position Title _ , Class Codei Rangev ,
Envnronmenlal Health Specialist | TJ7 XK
Environmental Health Aide ' ' T - KG:
Environmental Health Specialist ii TJ8 H8
Env:ronmental Health Specialist Ili TJ9 XG
Environmental Health Specialist Trainee ' TJS " KK
Environmental Program Coordinator T™M5 cv
Water Quality Speciailist | TJ2 X
Water Quality Specialist Ji TJ3 JV
Water Quality Specialist Il : TJ6 ua
Solid Waste Inspector Ii ' TN4 iT
Solid Waste Inspector | TN1 8G
Supervising Water Quality Specialist IL6 ) Qs
GIS Analyst Il 662 72
GIS Analyst | GG1 71
GIS Analyst Ili GG3 3
GEO Info Sys Tech | : cv3 87
GEO Info Sys Tech Ii , Cvs BJ
Group Supervisor il SV5 JJ
Group Supervisor | sva KM
\ ‘ L3 EB
: SLS bz
Sr. Group Supervisor - 8sv7 TU
Pretrial Sves Specialist ' §85 48
Probation Aide suU2 VQ
Institutional Supervisor Sw2 ES
Health Educator NH7 H3
Epidemiologist : NH1 ' XB
Heaith Program Specialist NX8& PA
Program Coordinator ‘ uus : Bv
Public Health Nutritionist NU5S H1
Sr. Health Educator NH6 H2
Sr. Public Health Nutritionist NU7 H3

Substance Abuse Prevention Coordinator NTS H1

Page 6 of 13



Attachment D - SEIU Benchmark Listing
September 24, 2016

Position Title Class Code | Range'

Heavy Equipment Mechanic I MIN7 - FG
Hvy Equipment Mechanic | MN3 Y1
Pump Maintenance Mechanic : MP4 Fg
Supervising Heavy Equipment Mechanic , MPS XA
Human Sves Data App Specialist SJ1 4
Human Sves Data App Supervisor JJ6 15
IT App Dev & Support Analyst Il pb2 82
IT App Dev & Support Analyst| j2iok] 21
{T App Dev & Support Analyst {l| bD3 83
IT App Dev & Support Analyst IV DDS 84
IT App Dev & Support Analyst Supervisor bbDe 84
S Services Analyst Il I12 Q2
Servi ' Im Q1
T Sy Servi lyst 1l 173 Q3
IT Support Services Analyst IV 115 Q4
IT Support Services Supervigor 116 Q4
IT Sys Admin Analyst Ii HH2 X2
IT Sys Admin Analyst | HH1 X1
IT Sys Admin Analyst |li HH3" X3
IT Sys Admin Analyst IV A HH5 X4
IT Sys Admin Analyst Supervisor HHB X4
IT Network/ICommunications Analyst Il NN2 ~22
T Network/Communications Analyst | NN1 21
[T Network/Communications Analyst 1il ' NN3 23
IT Network/Communications Analyst Supervisor NN6 24
Latent Print Examiner BN2 Le
Latent Print Examiner Trainee BN1 L8

Page 7 of 13



Attachment D - SEIU Benchmark Listing
September 24, 2016

Position Title v . Class Code Range l

Legal Secretary n . - BH3 ' - C1
_ Law Clerk - County Counsel JC3 85
Law Clerk - DA S JC4 85
. Legal Process Clerk i BA9 FE
Legal Secretary | BH2 c2
Paralegal JC2 1Q
Sr. Legal Secretary BHS - B9
Medicil Assistant - NW7 Y7
Community Health Worker | , NW3 . D3
Community Health Worker || -NW5 . K7
Community Mental Health Aide NM3 : K7
*Student Nurse Trainee ' ‘VJo AV
Typist-Clerk : \ BCS ; J8
Officé Assistant Ii BCs J8
Case Data Clerk BN3 M6
Clerk | C BA4 D1
Cierk Il BA6 } 28
Clerk it - . BA8 FB
Clerk Ill Supervisory BA7 JF
Dupl Equip Opr | CR1 - DJ
Dup! Equip Opr i "~ CR3 29
Dup! Equip Opr 1li CR7 iz
Electnon Worker - Central , BA2 - KB
"Election Worker — Misc . Ba1 KB
Imaging Technician - ‘ cc2 Y6
Legal Document Examiner BUS P3
Receptionist BU3 KJ
Records Clerk Bv7 FB
Sr. Case Data Clerk BNB Fi
Sr. Receptionist BU7 JF
'Student Worker | VJ2 09
“'Student Worker i ‘ VJ4 AR
'Student Worker Il VA AU
'Student Worker IV vJs AY
Office Assistant | BC3 J7
)ffice Assistant Il . BC7Y JE
Office Assistant 1} Supervisor BC8 01

Page 8 of 13



Attachment D - SEIU Benchmark Listing

Page 9 of 13

September 24, 2016
Position Title ! Class Code Range ’
Personnel Technician VE2 Y2
Payroll Clerk’ BB1 FN
Personnel Clerk BBS FN
Personnel Payroli Clerk BB3 FN
Pharmacist NJ§ BA
Physician Assistant/Nurse Practitioner PJ3 1A
Nurse-Midwife PJ4 38
Psyech MH Nurse Practitioner- PJS ZR
Planner i GAS - Cl
Hydrologist GB2 Vi
Park Pianner | GwW2 DS
Park Planner |1 Gw4 ci
Park Planner lil GWs6 cs
Park Planner IV GW8 TH
Planner | GA3 DS
Planner Iii GA7 - C8:
Planner iv GAB8 TH
Planner IV (B) GABB Vi
Planning Technician GF4 FX
Registered Geologist GB1 KV
Resource Planner | T4 DS
Resource Planner Il TMB Ci
Resource Planner Il TMB cs
Resource Planner IV TMS TH
Supervising Planner GAS TH
Urban Designer . WA5 YK
Housing Specialist | GE1 Z1
Housing Specialist II GE2 22
Housing Specialist i1 GE3 Z3
Public Health Microbiologist NE7 A8
Sr. Public Health Microbiologist NES8 XP



.

Aftachment D - SEIU Benchmark Listing

September 24, 2016
. Position Title , Class Code Range ,
Public Health Nurse |i " PHS VK
Clinic Nurse | PG3 ww
Clinic Nurse 1f PG5 WA
Clinic Nurse i , - PGEY VK
Detention LVN PD4 JQ
Detention Nurse Specialist | ' PD5 CYy
Detention Nurse Specialist I| ' PDE - co .
LVN ] PC3 SF
Mental Health Nurse Clinician SKé Mz
iewi ' R4 28
Psychiatric Technician - _ " PC4 SF
Public Health Nurse | PH3 WA
Public Health Nurse lif PH8 Y!
Public Works Maintenance Worker Ii MU5 8F
Heavy Equipment Service Worker MK3 FO
Parks Maint Supervisor ' MF5 JM
Parks Maint Worker | » ME1 36
Parks Maint Worker Il ME2 Y8
Parks Maint Worker Il ME4 ES
Public Works Dispatcher MuU1 DD
Public Works Maintenance Worker | MU3 16
Public Works Maintenance Worker Ifi MU7 Y3
Disposal Site Main Wkr Mwe WF-
Heavy Equipment Operator - Disposal MW7 TQ
Lead Heavy Equipment Operator MW3 EW
Pulbic Works Equipment Trainer , uT2 PL
Public Works Maintenance Worker |V MuUe : CR
Public Works Supervisor Mv4 GM
Transfer Truck Driver ' o Mw4 TQ
Radiology Technologist , NG3 AJ
Chief Radiology Technologist . NG4 BG
Real Property Agent DES 6D
Assistant Real Property Agent DE3 HG
Sr. Real Property Agent DE8 sy

Page 10 of 13



Attachment D - SEIU Benchmark Listing

September 24, 2016
Position Title . Class COdeI Range
Recreation Supervisor GTY - B2
'Aquatics Aide ) GKs8 TC .
Aquatics Coordinator GK5 Y4
Aquatics Prog Spec GK4 34
Aquatics Supervisor GK7 52
Culturai Affairs Specialist GS5 52
"Head Lifeguard _ _ GK3 : AZ
‘Lifeguard GK1 AK
'Lifeguard Instructor GK2 AM
'Parks Services Officer TU3 - G1
'Pk Rec Cul Wkr | GM1 TC
Pk Rec Cul Wkr I GM2 EG
Pk Rec Cul Wkr Ii| GM3 EH
Pk Rec Cul Wkr IV GM4 " EJ
Recreation Coordinator GTs Y4
Recreation Program Specialist ’ GT4 34
Sanitation Maintenance Worker i "MR3 wi
Sanitation Maintenance Worker | MR1 FU
Sanitation Maintenance Worker Il MR5 IE
Secretary BJS YA
Administrative Aide UR1 LO
Administrative Secretary - Board of Supervisors BJg Ti
Board Clerk BX5 BE
Clerical Supervisor | BD3 \e}
Clerical Supervisor | BD6 Jy
Division Secretary BJ4 Y5
Executive Secretary - BJS Il
Executive Secretary - CAO BJ7 T
Sr. Board Clerk BX6 LO
Recording Services Supervisor ' BUS FB
Sheriff's Records Clerk ’ BNS Fz
Sheriff's Community Services Officer BN7 Is
Sheriffs Property Clerk Cms EV .

Sheriff's Property/Evidence Supervisor cm8 su

Page 11 of 13



Attachment D - SEIU Benchmark Listing

September 24, 2016

Ciass Code Rangg ’

Page 12 of 13

Position Title
“Social Worker Il SM4 8K
Med Care Service Worker Sm7 L6
Social Worker 1 ’ SM2 sl
Sr. Mental Health Client Specialist SKS§ GG
Clinical Psychologist , SY3 ZD
Mental Health Client Specialist NP5 SG
Mental Health Supervising Client Specialist SK8 MT
Mental Health Utilization Review Specialist SK7 MT
Mental Health Counselor | SL3 EB
Mental Health Counselor i SLs bz
ﬁ:ﬂﬁﬂﬂﬂﬂk&&a&n&g@ SL7 SH
Sr. Social Worker SM8 H4
Deputy Public Guardian DG4 H4
In Home Quality Assurance Speciallst SMé SL
Social Work Supervisor | SN6 H4
Social Work Supervisor If SNB8 SJ
Sr. Staff Development Trainer SM9 SJ
Protectuve Services Quality Assurance Specialist SM5 pic]
Treatment Plant Operator MT3 D
Electr instr Supvr mS8 MX
Electr Instr Tech | MS3 HO
Electr Instr Tech Il M85 GL
Sr. Treatment Plant Operator MT6 IM
Treatment Plant Operator - Supervisor MT8 MX
Treatment Plant Operator |-Tr MT1 wo
Vector Ecologist TC7 58
Warehouse Worker CK3 Y8
Medical Supply Clerk CL5 14
Parking Attendant Bw4 27
Parts Technician MN1 KO
Purchasing Technician CLe 35
Waretouse Supervisor CKs WJ



Attachment D - SEIU Benchmark Listing
September 24, 2016

__Position Title Class Code 'Rarg_e_i
Welfare Fraud Investigator Ii RH3 VF
Child Support Investigator | R1 KP
Child Support Investigator |1 Ri2 VF
Investigator Assistant NVE KN
Sr. Welfare Fraud Investigator RHSE VG
Welfare Fraud ln’vestigatorl ' RH2 - KP

* Tied to Clerk Ii Step 1 - Section 165. 1
1Class:t‘ cations that are Extra Help

| Co-Chlef Negotlators for the Umon Chlef Negouator for the County

Kiernan Co]by

Ifte
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alzzl2021

Date !

Y
Benﬁﬁéﬁs V( ' '
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i Date
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*4il headers on attachments to be adjusted at end of negotiations as needed*

TENTATIVE AGREEMENT

ATTACHMENT G of SEIU MOU - Septemberl9,2020—September18;2621 TBD

SIDELETTER OF AGREEMENT
- BETWEEN
THE COUNTY OF SANTA CRUZ
. - ' AND ‘
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 521

Advance Enrollment Voluntary Time Off with Accrual (AVTO)

A. Purpose

The County of Santa Cruz (County) agrees 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 have a two (2) week enrollment period, from the date of authorization by
the BOS, in which they may voluntarily eléct 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 AVTO shall be available to employees by request at
the Personnel Office located at 701 Ocean Street, Rm 340 510. All employees will be
notified in writing regarding the AVTO specifics and application location(s) 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 deﬁy
the application. Applications for voluntary leave will not be denied arbitrarily or
capriciously. The decision of the department head or designee shall be final.



removed from the AVTO for the balance of the twelve (12) months. The Union agrees
that if the AVTO savings are not realized then mid-fiscal year layoffs may be required.

6. AVTO may be taken in increments of at least one full hour. Employees may choose to
request a block of VTO within the fiscal year authorized by the BOS.

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 to, a week, a month, or six (6)
month period.

7. The County’s contribution for the employer’s contribution of medical, dental, retirement
and life insurance for AVTO participants shall remain the same. The employees medical
dental, retirement, annual leave accrual and life insurance benefits shall remain the same
during the AVTO leave. '

b

8. AVTO shall apply toward time in service for step advancement.

9. AVTO shall not apply toward completion of probation.

10. AVTO shall apply toward ‘se’niority fér purposes of layoff.

11. AVTO shall be granted without requiring employees to use annual leave.

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

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

14. Differentials are not paid on AVTO hours.

15. 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 Auditor Controller Representatives will meet to
discuss the feasibility and implementation of the flat reduction or prepaid reduction payment
options.

D. Program Announcement

1. The County and the Union representatives shall encourage all departments and
department employees who are able and willing to participate in AVTO 1o do so.
Employees will not be disciplined, harassed, discriminated against, or otherwise
adversely affected by choosing not to participate in AVTO by either the County or the
Union. ‘
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2. The County and the Union Representatives shall develop and distribute literature
regarding AVTO.

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

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

Lannan Colby Al ()

Kiernan Colby J Ajita Patel

Chief Negotiator — SEIU Chief Negotiator — County
0/8/21 9 1 %12

Date Date



TENTATIVE AGREEMENT
LACTATION POLICY REVISION

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

c. Lactating employees shall be provided easily accessible refrigerator and freezer units
for storage of milk, and the County shall clearly label those units as being exclusivel
for milk storage. The County shall ensure on a regular basis that the units are
properly maintained and sanitary. Lactating employees shall not be expected or
required to use refrigerators and freezers used by employees for the storage of food.
bowever, employees are also permitted to store breast milk in refrigerator and freezer
units already otherwise used by previded-te 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 within County facilities. :

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

| O
Arsnanw Colby , - "\-“‘f:’\ “\w—‘y

Kiernan Colby Jd Ajita Patel -
Co-Chief Negotiator — SEIU Chief Negotiator — County
ﬁ j s

9/23/21 222\
Date Date

'{-/? “;
N
Ben Fuchs

Co-Chief Negotiator — SEIU

09/23/2021
Date




TENTATIVE AGREEMENT

The County’s Employee Request for Time Off form (form PER 1082) will be revised to mclude
the followmg ‘

Cdram regularly assigned to be on-call and will be unavailable on the days contiguous
to my request for time off between S ___to_ .

Note: This Tentat:ve Agreement addresses the Union’s proposed new MOU Article 13.4 — ON CALL AND
CALL BACK WHILE ON LEAVE e

. : ) { - : o )
Kieman Colby J : ‘ Ajita Patel
Co-Chief Negotiator — SEIU - Chief Negotiator — County
v | A2slz
Date . ' Date
Z
Ben Fuchs

Co-Chief Negotiator — SEIU

09/23/2021
Date
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Depariment: Name-

All foreseeable requests for time off must be submitted and approved in advance. An employee who
is absent from duty for more than three (3) working days withoul an approved leave is considered to
have automatically resigned. : '

Pay FROM THROUGH

Code Date Hour Date Mour J:;i
am. a.m,
o o Cam o - a.m.
— a.m. _ am.
PURFPOSE OF LEAVE:

diam regulaf{y assigned to be on-call and wiil be unavailable on the days contiguous to my
request for time off between , to . '

if requesting leave for family care reasons or one's own serious health condilion, make sure you
have obtained and read the notice on Employee Obligations under the Family and Medical Leave

Act (FMLA), e .
, Pay Codes Pay Codes - Family Care/Medical Leave
011 ! Vacation F11 ' FMLA Vacation” .
044 | Comp. Time Off F44  FMLA Comp. Time Of B —
033 | Admin. Leave F33 . FMLA Admin. Leave” T
022 : Sick Leave - F22 | FMLA Sick Leave® e ——

Time off recorded. as "Sick Leave" o "FMLA Sick Leave" can be used for the illness of the
employee OR in a calendar year, you can use whal you accrue in a six-month period of time to
. carefora family member ' I
£ LOA Withoul Pay FE T FMLA WithoutPay T R
Al compensatory lime must be used before Leave of Absence without Pay can be granted. f
leave is for employee illiness. all Sick Leave must be exhausted before LOA without Pay is

- granted. R

$1J 7 Jury Duty/Courl Appearance (Aftach & copy of Jury Duty Notice or Cour Summons
Bereavemeni Leave. (Indicate the relationship of the deceased 1o yourself and the State
¢ deceased resided in.) v

“ALL FMLA LEAVES REQUIRE MEDICAL CERTIFICATION, OR PROOF OF BIRTH, ADOPTION OR
FOSTER PLACEMENT. FOR MEDICAL CERTIFICATION, USE FORMS PER1081A OR PER1081B

It is the employee's responsibility to request leave and provide the required documentation {including
a physician's statement - PER1081A or PER1081B - completed in full from each treating physician)
on 2 timely basis to the employee's department. The provision of similar documentation to another
party (e g, LTD carrier, Worker's Compensation Administrator) does not relieve the employee of
his/her responsibility to provide this documentation to his/her depariment ‘

Employee s Signature {Requied) Deparimental Approvat (Required)

Date ' T Date

SERIDE2A - Regues: For Trve of



TENTATIVE AGREEMENT

Clean-up Upon TA

GENDER NEUTRALITY

In the spirit of diversity and inclusivity, the County of Santa Cruz and the Union agree to revise this

Memorandum of Understanding to make it gender neutral by changing the words “his/her” or “her/his”

to “their” or “the emplovee’s.” These changes will be effectuated in the following 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..
19.1,19.3, 20.C., 21.1, 21.3, 22.1, 23.14, and 40.8B. ‘

5
\.

Kierman Colby J Ajita Patel
Chief Negotiator — SEIU Chief Negotiator — County
Q,! o o ;
9/8/21 LS Q 2.0 2|

Date ' Date



TENTATIVE AGREEMENT
County Counter Proposal to New Article 1
(Location in MOU - TBD)

SElU-Personnel Labor Management

The County and the Union share a commitment to supporting the streamlining of the
recruitment and hiring process in order to promote the timely filling of vacancies. For the
term of this agreement, a Labor-Management Committee comprised of three
representatives each from Personnel Management and the Union shall be created for
the purpose of communication, information sharing and problem solving on recruitment
related issues such as outreach, prospective candidate engagement, and other process
related items. The Union shall contact the County to schedule the first Committee
meeting and the parties will mutually agree on a meeting schedule thereafter.

The Committee will consider tools such as:

i. Continuous recruitments

ii. Frequently Asked Questions to quide applicants and supervisors
iii. Training sessions for new and experienced supervisors

iv. Other process improvement ideas

The Committee shall issue written recommendations to the Personnel Director and the
Civil Service Commission regarding possible changes to processes, practices and/or
any items requiring Civil Service Commission and/or Board of Supervisors approval.
Any change to the Civil Service Rules will require Civil Service Commission approval
first, followed by Board of Supervisors approval. The Committee’s recommendations
shall be issued within six months of convening.

. s x [ ,\W&
Kinan Cotby Cros-
Kiernan Colby ¢ Ajita Patel
Co-Chief Negotiator — SEIU Chief Negotiator — County
10/23/21 {T/Q(é / 2|
Date Date '
7) 7
(}{(-. ) :” gy oo
Ben Fuchs

Co-Chief Negotiator — SEIU

10/25/21
Date




TENTATIVE AGREEMENT

Side Letter- Mental Health Client Specialist Classification Series Expansion

The purpose of this article is to redefine and expand the ability to hire mental health
professionals in order to fill vacant positions and better identify gualifications to find eligible
candidates for specified positions. This agreement through the Mental Health Client Specialist
Negotiations Side Committee adds two additional classifications to this series to reflect
additional licensure and other valuable qualifications. This article also amends the names of the
two preexisting classifications to reflect these new classifications. Finally, this article establishes
compensation levels for the two new classifications that reflects additional levels of education,

training, and/or responsibility.

'The Mental Health Client Specialist (MHCS) series henceforth comprises the following four
classifications:

1) Mental Health Client Specialist I

a. Update MHCS 1 job specification with distinguishing characteristics.

2) Mental Health Client Specialist II

a. Job qualifications:

A master’s degree from an accredited college or university in psychology.

social work, counseling, or closely related behavioral science field;

AND

One year as a Mental Health Client Specialist | or equivalent experience:

AND
Special requirement — registered with the State of California Behavioral
Board of Sciences as an Associate Marriage and Family Therapist,
Associate Clinical Social Worker, or Associate Professional Chmcal
Counselor.

OR

A bachelor’s degree from an accredited college or university in
psychology. counseling, or closely related behavioral science field:

AND



Three vears full-time experience in a recognized public or private agency
roviding mental health counseling, substance abuse counseling. psycho-
social assessment, or case management services to individuals with mental

illness, substance use disorders, or emotional disturbance. which includes

a minimum of two years’ experience in providing crisis intervention

services in the community or in an inpatient psychiatric program.

b. Compensation of 5 percent above the MHCS 1 salary scale.

3) Senior Mental Health Client Specialist I

a. Update Senior MHCS 1 job specification with distinguishing 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.

psychology, clinical counseling psychiatric nursing or a closely related

behavioral science field which has included completion of a university

approved internship, preferably a clinical internship. in a mental health
ency;

AND

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

OR

Possession of a master’s degree or PhD with a major in social work,
sychology. clinical counseling psychiatric nursing or a closely related

behavioral science field which has included completion of a university

approved internship, preferably a clinical internship. in a mental health

agency.

AND

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

b. Compensation of 5 percent above the Senior MHCS 1 salary scale.

The Personnel Department shall finalize the implementation plan and publish job descriptions
and the salary schedule for all four classifications within 90 calendar days of ratification of this
Agreement. The implementation elements include placing current employees in the MHCS class




at the MHCS I level and current employees in the Sr. MHCS class at the Sr. MHCS T level.
Following the job specification creation, the Health Services Agency (HSA) will identify and
allocate alternate staffing patterns based on operational needs. Subsequently, HSA will be
equipped to alternately promote individuals to level II based on assignment.

Kiernan Colby Ajita Patel

Co-Chief Negotiator — SEIU Chief Negotiator — County
Date Date

Ben Fuchs

Co-Chief Negotiator — SEIU

Date



