


Nothing is more difficult than negotiating a contract durinc 
Great Depression. But on top of the economic crisis Califcfi 
lenge with a governor - Arnold Schwarzenegger - who di 
we provide. Nor did he respect working families.

the worst economic crisis since the 
rnia State Workers had another chal- 

i j not respect us and the valuable services

After negotiating for nearly nine months, coming to an agreement with the Department of Personnel 
Administration, the Legislature and the governor refused to ratify our contract. In addition, the 
qovernor again threatened us with minimum wage and when he didn’t get his way he imposed 
two-day-a-month furloughs. But that was not good enough for him, so an additional day was added.

We refused to allow Schwarzenegger’s attacks to keep us down. We organized, protested, rallied, 
and stood strong more than ever. More than 30,000 members participated in some form of union 
activity. Workers became engaged in politics, by phone banking, precinct walking, and having 
conversations with their co-workers, family, and friends about the importance of having a worker 
friendly legislature and governor. \ 1

The end result was a contract which

• Stops the furloughs ^ x .
• Implements two professional development days to provide time for represented members to

improve their knowledge and skills „ ,
• Strengthens the Joint Labor Management Committee language to allow members a greater

voice in the worksite . • ,
• Protects against the threat of minimum wage through continuous appropriations tor

state salaries

In addition, our hard work last fall helped elect Gov. Jerry Brown, a longtime supporter of state 
employees, and a majority in the Legislature who respect the terms of our contract.

We couldn’t have accomplished these things without the power of the members we represent 

getting involved.

Why does all this matter?

A union is a family. A union is a community. Now more than ever we need to get involved. We are 
not alone in this fight. California is not an island. Public employees are under attack in Wisconsin 
and all over America. We must unite to protect working families and retirement security. The best 
wav to protect our retirement security is to ensure that all Americans have some modest retirement 
security Get involved - the future of California, the nation, and working families is in our hands.
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President
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PREAMBLE

This MEMORANDUM OF UNDERSTANDING, hereinafter referred to as the Contract, entered into by the 
STATE OF CALIFORNIA, hereinafter referred to as the State or the State employer, pursuant to sections 
19815.4 and 3517 of the Government Code, and Service Employees International Union (SEIU) Local 
1000 (Union of California State Workers), or the' Union, pursuant to the Ralph C. Dills Act (Dills Act) 
commencing with section 3512 of the Government Code, and has. as its purpose the promotion of 
harmonious labor relations between the State and the Union; establishment of an equitable and peaceful 
procedure for the resolution of differences; and the establishment of rates of pay, hours of work, and other 
conditions of employment, including health and safety.

The term "Contract” as used herein means the written agreement provided under section 3517.5 of the 
Government Code.

ARTICLE 1 - RECOGNITION

1.1 Recognition (Excludes Unit 17)
A. (Unit 1) Pursuant to Public Employment Relations Board (PERB) Decision SA-SR-1, as amended 

by SA-AC-54-S, the State recognizes the Service Employees International Union, (SEIU) Local 
1000 (Union of California State Workers), as the exclusive representative for the Professional 
Administrative, Financial, and Staff Services Bargaining Unit, hereinafter referred to as Unit 1.
Unit 1 consists of all employees in the job classifications listed by title in the salary schedule 
attached hereto and incorporated by reference as a part of this Contract. Any new classes 
established and assigned to Unit 1 shall be incorporated in the Contract.

A. (Unit 3) Pursuant to Public Employment Relations Board (PERB) Decisions SA-SR-3, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union,

. (SEIU) Local 1000 (Union of California State Workers), as the exclusive representative for the 
Professional Educators and Librarians Bargaining Unit, hereinafter referred to as Unit 3. Unit 3 
consists of all employees in the job classifications listed by title in the Salary schedule attached 
hereto and incorporated by reference as part of this Contract. Any new classes established and 
assigned to Unit 3 shall be incorporated in the Contract.

A. (Unit.4) Pursuant to Public Employment Relations Board (PERB)Decision SA-SR-4, as amended 
by SA-AC-54-S, the State recognizes the Service Employees International Union (SEIU), Local 
1000 (Union of California State Workers), as the exclusive representative for the Office and Allied 
Bargaining Unit, hereinafter referred to as Unit 4. Unit 4 consists of all employees in the job 
classifications listed by title in the salary schedule attached hereto and incorporated by reference 
as a part of this Contract. Any new classes established and assigned to Unit 4 shall be 
incorporated in the Contract.

A. (Unit 11) Pursuant to Public Employment Relations Board (PERB) Decision SA-SR-11, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union 
(SEIU), Local 1000 (Union of California State Workers), as the exclusive representative for the 
Engineering and Scientific Technician Bargaining Unit, hereinafter referred to as Unit 11. Unit 11 
consists of all employees in the job classifications listed by title in the salary schedule attached 
hereto and incorporated by reference as a part of this Contract. Any new classes established and 
assigned to Unit 11 shall be incorporated in the Contract.

A. (Unit 14) Pursuant to Public Employment Relations Board (PERB) Decision SA-SR-14, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union 
(SEIU), Local 1000 (Union of California State Workers), as the exclusive representative for the 
Printing Trades Bargaining Unit, hereinafter referred to as Unit 14. Unit 14 consists of all 
employees in the job classifications listed by title in Appendix “I” attached hereto and incorporated 
by reference as a part of this Contract. Any new classes established and assigned to Unit 14 
shall be incorporated in the Contract.

A. (Unit 15) Pursuant to Public Employment Relations Board (PERB) Decision SA-SR-15, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union 
(SEIU), Local 1000 (Union of California State Workers), as the exclusive representative for the 
Allied Services Bargaining Unit, hereinafter referred to as Unit 15. Unit 15 consists of all 
employees in the job classifications listed by title in the salary schedule attached hereto and
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incorporated by reference as a part of this Contract. Any new classes established and assigned to 
Unit 15 shall be incorporated in the Contract.

A. (Unit 20) Pursuant to Public Employment Relations Board (PERB) Decision SA-SR-20, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union 
(SEIU), Local 1000 (Union of California State Workers), as the exclusive representative for the 
Medical and Social Services Specialists Bargaining Unit, hereinafter referred to as Unit.20. Unit 
20 consists of all employees in the job classifications listed by title in the salary schedule attached 
hereto and incorporated by reference as part of this Contract. Any new classes established and 
assigned to Unit 20 shall be incorporated in the Contract.

A. (Unit 21) Pursuant to Public Employment Relations Board (PERB) Decision S-SA-SR-21, as 
amended by SA-AC-54-S, the State recognizes the Service Employees International Union 
(SEIU), Local 1000 (Union of California State Workers), as the exclusive representative for the 
Education Consultants and Library Bargaining Unit, hereinafter referred to as Unit 21. Unit 21 
consists of all employees in the job classifications listed by title in the Salary Schedule attached 
hereto and incorporated by reference as a part of this Contract. Any new classes established and 
assigned to Unit 21 shall be incorporated in the Contract.

B. Pursuant to Government Code sections 19815.4 and 3517, the Service Employees International 
Union (SEIU), Local 1000 (Union of California State Workers), recognizes the Director of the 
Department of Personnel Administration (DPA) or his/her designee as the negotiating 
representative for the State and shall negotiate exclusively with the director or his/her designee, 
except as otherwise specifically spelled out in this Contract.

C. The Service Employees International Union (SEIU), Local 1000 (Union of California State 
Workers) agrees to hold the State harmless, defend and indemnify the State and its officers, 
agents, and employees for fees, costs, and damages resulting from a challenge, in any forum 
(administrative or judicial) by any person or entity, to the provisions of this Article.

1.1.17 Recognition (Unit 17)
A. Pursuant to Public Employment Relations Board (PERB) decision SA-SR-17, the State 

recognizes SEIU Local 1000, as the exclusive representative for Registered Nurse Bargaining 
Unit 17, hereinafter referred to as Unit 17. Unit 17 consists of all employees in the job 
classifications listed by title in Appendix "M" attached hereto and incorporated by reference as a 
part of this Contract. Any new classes established and assigned to Unit 17 shall be incorporated 
in the Contract.

B. The State further recognizes the professional nature of the duties and responsibilities of Unit 17 
employees in their contribution to the successful performance of the mission of State government.

C. Pursuant to Government Code sections 19815,19815.4, and 3517, SEIU Local 1000, recognizes 
the Director of the Department of Personnel Administration (DPA) or his/her designee as the 
negotiating representative for the State and shall negotiate exclusively with the Director or his/her 
designee, except as otherwise specifically spelled out in the Contract.

1.2.1 Designation of Confidential Positions (Unit 1)
A. “Confidential employee” is defined as any employee who is required to develop or present 

management positions with respect to employer-employee relations or whose duties normally 
require access to confidential information contributing significantly to the development of 
management positions [Government Code section 3513(f)],

B. Performance of the following work tasks does not in and of itself justify/qualify for confidential 
status:

1. Processing grievances:
2. Processing Workers’ Compensation claims, appointment papers, Family Medical Leave 

Act (FMLA) applications and policies; examination design and execution, training of 
employees: handling post and bid programs.

C. The State may designate up to eight hundred (800) Unit 1 positions as confidential. All 
incumbents in confidential positions shall remain in those positions. The eight hundred (800) 
number shall be reached through attrition. This limit shall include positions already designated by 
the PERB. Each appointing power may have at least one position designated as confidential.
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D. If the State proposes to designate positions as confidential, the State shall provide Notice to the 
Union and shall meet and confer with the Union upon request. If the parties are unable to agree, 
the confidential designation dispute shall be submitted to Public Employment Relations Board for 
resolution.

E. The State agrees that no Union officer, bargaining unit council member, or job steward shall be 
involuntarily transferred, assigned or designated into a confidential position.

F. The State agrees to provide the Union with a list of incumbents in confidential positions by 
department; including names, classifications and position numbers; upon request but in no event 
more than every six (6) months following the ratification of the Contract.

G. Any grievance regarding this Contract section shall be filed by the Union at Step 3 (DPA).

1.2.4 Designation of Confidential Positions (Unit 4)
A. “Confidential employee” is defined as any employee who is required to develop or present 

management's positions with respect to employer-employee relations or whose duties normally 
require access to confidential information contributing significantly to the development of 
management positions [Government Code section 3513(f)].

B. Performance of the following work tasks does not in and of itself justify/qualify for confidential 
status:

1. Processing grievances
2. Processing Workers’ compensation claims, appointment papers, Family Medical Leave 

Act applications and policies; examination design and execution, training of employees; 
handling post and bid programs.

C. The State may designate up to five hundred (500) Unit 4 positions as confidential. All incumbents 
in confidential positions shall remain in those positions. The five hundred (500) number shall be 
reached through attrition. This limit shall include positions already designated by the Public 
Employment Relations Board. Each appointing power may have at least one position designated 
as confidential.

D. If the State proposes to designate positions as confidential, the State shall provide notice to the 
Union and shall meet and confer with the Union upon request. If the parties are unable to agree, 
the confidential designation dispute shall be submitted to PERB for resolution.

E. The State agrees that no Union officer, Bargaining Unit council member, or job steward shall be 
involuntarily transferred, assigned or designated into a confidential position.

F. The State agrees to provide the Union with a list of incumbents in confidential positions by 
department; including names, classification positions numbers; upon request but in no event more 
than every six (6) months following the ratification of the contract.

G. Any grievance regarding this Contract section shall be filed by the Union at the Department of 
Personnel Administration level.

ARTICLE 2 - UNION REPRESENTATION RIGHTS

2.1 Union Representatives
A. The State recognizes and agrees to deal with designated Union stewards, elected bargaining unit 

council representatives, and/or Union staff on the following:

1. The enforcement of this Contract;
2. Employee discipline cases, including investigatory interviews of an employee who is the 

subject of a non-criminal investigation;
3. Informal settlement conferences or formal hearings conducted by the PERB;
4. Matters scheduled for hearing by Victim Compensation and Government Claims Board;
5. Matters pending before the State Personnel Board (SPB);
6. AWOLs and appeals to set aside resignations;
7. Discussions with management regarding denials of reasonable accommodation;
8. The DPA statutory appeal hearings.
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B. A written list of Union stewards, and elected bargaining unit council representatives broken down 
by department, unit, and designated area of representation, shall be furnished to each department 
and a copy sent to the State immediately after their designation. The Union shall notify the State 
promptly of any changes of such stewards. Union stewards shall not be recognized by the State 
until such lists or changes thereto are received.

C. A Union steward’s “area of representation” is defined as an institution, office, or building.
However, the parties recognize that it may be necessary for the Union to assign a steward an 
area of representation for several small offices, department, or buildings within close proximity. 
Disputes regarding this paragraph may be appealed directly to the DPA step of the grievance 
procedure.

D. The area of responsibility of the District Labor Council (DLC) presidents and chief stewards shall 
be all worksites within the DLC. When the area of representation is within close proximity Section 
C shall be observed, otherwise this leave will be union paid leave.

The union representatives shall provide reasonable advance notice based on the circumstances
requiring their representation under 2.1.A.

2.2 Access
A. Union stewards, Union staff, and/or elected bargaining unit council representatives may have 

access to employees to represent them pursuant to section 2.1(A) above. Access shall not 
interfere with the work of the employees. Union stewards, Union staff, or elected bargaining unit 
council representatives seeking access to employees must notify the department head or 
designee in advance of the visit.

B. Access to bargaining unit employees shall not be unreasonably withheld; however, it may be 
restricted for reasons of safety, security, or patient care including patient privacy. If access is 
restricted, other reasonable accommodations shall be made.

2.3 Use of State Equipment
A. Union stewards shall be permitted reasonable use of State phones and video phones 

(VP)/telecommunication devices for the deaf (TDD) to make calls for Union representation 
purposes; provided, however, that such use of State phones shall not incur additional charges to 
the State or interfere with the operation of the State.

B. Union Stewards shall be permitted minimal and incidental use of State equipment for 
representational activities as defined in section 2.1, if said equipment is available and utilized as a 
normal part of his/her duties. Such use of State equipment shall not result in additional costs to 
the State, nor shall it interfere with the conduct of State business.

C. Union Stewards shall be permitted reasonable and occasional use of fax machines and copiers 
for Union representation purposes provided that such use does not result in additional cost to the 
State, nor interfere with State operation's.

D. Use of State equipment or the time used for activities permitted in this section shall be subject to 
prior notification and approval by the employee’s immediate supervisor.

2.4 Distribution of Union Information (Excludes Units 14 and 17)
A. The Union may use existing employee organization bulletin boards to post materials related to 

Union business. Upon mutual agreement between an authorized Union representative and the 
department, Union bulletin boards will be where they are accessible to employees. When 
required in advance, the Union shall reimburse the State for additional costs incurred. A copy of 
all materials posted must be distributed to the facility or office supervisor at the time of posting.

B. The Union may, before or after work hours or during meal and rest periods, distribute Union 
literature. Distribution of Union information shall not be unreasonably denied or disrupt the work 
of others. However, if access for distribution of information is restricted for safety, security, or 
patient care including patient privacy, other reasonable accommodation will be made in 
accordance with department procedures.

C. The Union may continue to use existing employee mailboxes and in-baskets for distribution of 
literature. Such information will be distributed to departmental employees based on the 
department’s policies and procedures in distributing other non-business information.

D. The Union agrees that any literature posted or distributed on-site will not be libelous, obscene, 
defamatory, or of a partisan political nature.
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E. The Union shall be permitted incidental and minimal use of State electronic communication 
systems for communication of Union activities as the departments permit for other non-business 
purposes.

F. The use of electronic communication systems (devices) are not considered private or secure 
information and are subject to being monitored by the department.

2.4.14 Distribution of Literature (Unit 14)
A. The Union may use existing employee organization bulletin boards to post materials related to 

Union business. Upon mutual agreement between an authorized Union representative and the 
department, Union bulletin boards will be.installed at reasonable locations. When required in 
advance, the Union shall reimburse the State for additional costs incurred. A copy of all materials 
posted must be distributed to the facility or office supervisor at the time of posting.

B. The Union may, before or after work hours or during meal periods, distribute Union literature in 
non-work areas.

C. The Union may continue to use existing employee mailboxes and in-baskets for distribution of 
literature.

D. The Union agrees that any literature posted or distributed on site will not be libelous, obscene, 
defamatory, or of a partisan political nature.

E. The Union shall be permitted incidental and minimal use of the State electronic communications 
system, when said equipment is available and utilized as a normal part of the employee’s duties, 
for communication about employee organization activities as those departments permit for other 
non-business purposes. Use of the electronic communication system will not interfere with the 
operations of the State nor involve mass distribution of information or materials.

F. Such information will be distributed to departmental employees based on the department’s 
policies and procedures in distributing other non-business information, Distribution of Union 
information shall not be unreasonably denied or disrupt the work of others. If required by the 
department, such information will be provided to a departmental designee in a hard copy format.

G. Employees may post a Union poster in their work areas on a wall or partition provided that 
permanent damage is not done to such wall or partition. Said poster must be no larger than 
twelve (12) inches by eighteen (18) inches. Such posters must not interfere with work, may not 
be posted in public contact areas, nor may they be attached to State equipment. The parties 
recognize that some buildings are leased by the State and that such leaser policies may preclude 
any personal posting. Nothing in this agreement will be interpreted to contravene such 
prohibitions.

2.4.17 Distribution of Union Information (Unit 17)
A. The Union may use existing employee organization bulletin boards to post materials related to 

Union business. Upon mutualagreement between an authorized Union representative and the 
department, Union bulletin boards shall be installed where they are accessible to employees. 
When required in advance, the Union shall reimburse the State for additional costs incurred. A 
copy of all materials posted must be distributed to the facility or office supervisor at the time of 
posting.

B. The Union may, before or after work hours or during meal and rest periods, distribute Union 
literature. Distribution of Union information shall not be unreasonably denied or disrupt the work 
of others. However, if access for distribution of information is restricted for safety, security, or 
patient care including patient privacy, other reasonable accommodation will be made in 
accordance with departmental procedures.

C. Unit 17 job stewards may continue to use existing mailboxes and in-baskets for distribution of 
literature. Such information will be distributed to departmental employees based on the 
department’s policies and procedures in distributing other non-business information.

D. The Union shall be permitted incidental and minimal use of the State electronic communication 
systems for communication of Union activities as the departments permit for other non-business 
purposes.

E. The use of electronic communication systems (devices) are not considered private or secure 
information and are subject to being monitored by the department.

F. The Union agrees that any literature posted or distributed.on site will not be libelous, obscene, 
defamatory, or of a partisan political nature.

23



2.5 Use of State Facilities
The State will continue to permit use of certain facilities for Union meetings, subject to the operating 
needs of the State. Requests for use of such State facilities shall be made in advance to the 
appropriate State official. When required in advance, the Union shall reimburse the State for 
additional expenses, such as security, maintenance, and facility management costs or utilities, 
incurred as a result of the Union’s use of such State facilities.

2.6 Steward Time Off
Upon request of an aggrieved employee, a steward shall be allowed reasonable time off during 
working hours, without loss of compensation, for representational purposes in accordance with 
section 2.1(A) of this Contract, provided the employee represented is in the steward’s designated 
area of representation. Release time for these purposes is subject to prior notification and approval 
by the steward’s immediate supervisor. Upon mutual agreement of the parties, a reasonable number 
of additional stewards can also be granted reasonable time off under this section.

2.7 Employee Time Off
Employees shall be entitled to reasonable time off without loss of compensation to confer with a 
Union representative on representational matters at the work site in accordance with,section 2.2 
above during work hours, subject to approval of the employee’s supervisor.

2.8 Union Steward Protection
The State shall be prohibited from imposing or threatening to impose reprisals, from discriminating or 
threatening to discriminate against Union stewards, or otherwise interfering with, restraining, or 
coercing Union stewards because of the exercise of any rights given by this Contract.

Grievances under this section shall be filed at the first formal level of the grievance process. If the 
allegations are against the employee’s immediate supervisor and the immediate supervisor is the first 
formal level, then the grievance may be filed at the next level of supervision.

2.9 Union Information Packets
Upon initial appointment to any position as a probationary or permanent employee, the employee 
shall be informed by the employer that the Union is the recognized employee organization for the 
employee in said classification. The State shall present the employee with a packet of Union 
information which has been supplied by the Union.

2.10 Orientation
A. During any regularly scheduled orientation session for new employees, a Union representative 

shall be given the opportunity to meet with bargaining unit employees for twenty (20) minutes for 
orientation of the employees to the Contract and the Union.

B. In work locations not accessible to regularly scheduled departmental orientation, each new 
bargaining unit employee shall be given the opportunity to meet with a Union representative for 
twenty (20) minutes during normal working hours for orientation to the Contract and the Union.

C. It is understood that the twenty (20) minutes is for the representation and shall not be counted 
against reasonable state travel time to and from the presentation.

2.11 Bargaining Unit Negotiating Committee Member Time Off
The appropriate bargaining unit chair, vice chair, or a designated negotiating committee member, not 
all, shall suffer no loss in his/her regular compensation for attendance at scheduled bargaining unit 
negotiations with management during the term of this Contract.

ARTICLE 3 UNION SECURITY

3.1 Union Security
The State agrees to deduct and transmit to the Union all membership dues authorized on a form 
provided by the Union. Effective with the beginning of the first pay period following ratification of this 
Contract by the Legislature and the Union, the State agrees to calculate, deduct, and transmit to the
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Union, Fair Share fees from State employees who do not have membership dues deductions for the 
Union, based upon an amount or formula furnished by the Union for Fair Share fees deductions. The 
State further agrees to recalculate, deduct, and transmit Fair Share fees to the Union based upon any 
revised amounts or formulas furnished by the Union for Fair Share fees deductions during the term of 
this Contract. The State and the Union agree that a system of authorized dues deductions and a 
system of Fair Share fee deductions shall be operated in accordance with Government Code sections 
3513(h), 3513(j), 3515, 3515.6, 3515.7, and,3515.8, subject to the following provisions:

1. When Fair Share fees are in effect, an employee may withdraw from membership in the 
Union by sending a signed withdrawal letter to the Union with a copy to the State 
Controller at any time. An employee who so withdraws his/her membership shall be 
subject to paying a Fair Share fee, if such a fee is applicable.

2. The Union agrees to indemnify, defend, and hold the State and its agents harmless 
against any claims made of any nature and against any suit instituted against the State 
arising from this section and the deductions arising therefrom.

3. The Union agrees to annually notify all State employees who pay Fair Share fees of their 
right to demand and receive from the Union a return of part of that fee pursuant to 
Government Code section 3515.8.

4. No provisions of this section or any disputes arising there under shall be subject to the 
grievance and arbitration procedure contained in this Contract.

5. Should a rescission election be successful, the written authorization for payroll 
deductions for Union membership shall remain in full force and effect during the life of this 
Contract except that any employee may withdraw from the Union by sending a signed 
withdrawal letter to the Union with a copy to the State Controller’s Office (SCO) within 
thirty (30) calendar days prior to the expiration of this Contract.

3.2 Release of Home Addresses: Non Law Enforcement Employees
A. Home Addresses - Generally

1. Consistent with PERB regulations and State law, the State shall continue to provide the 
Union with home addresses on a monthly basis for all employees covered by this 
Contract until it expires.

2. Notwithstanding any other provision of this Contract, any employee may have his/her 
home address withheld from the Union at any time by submitting a written request to 
his/her appointing power on a form provided by the State.

B. Home Address Withholding
The State will no longer use an Employee Action Request form that provides employees with the 
option of having their home address withheld from the.Union. Instead, bargaining unit employees 
will, upon request on their own initiative, be given a separate form by their appointing power that 
permits two choices: (1) withhold their address from the Union, or (2) to cancel a previous 
withhold request thereby permitting release of their home address to the Union.

C. Home Address Withhold Notification to Employees
Within one month following ratification of this Contract by both parties, the State will send a letter 
drafted by the Union to all existing employees that have previously requested their home address 
be withheld. The letter will provide said employees with the option of canceling their previous 
withhold request thereby permitting release of their home address to the Union.

D. Release and Use of Addresses
The State Controller’s Office shall send the Union a list of all bargaining unit employees who, 
pursuant to subsection C above, either did not respond or responded by indicating they wanted to 
continue withholding their home address from the Union. Said list(s) will contain the employee’s 
name, agency, and reporting unit.
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E. Home Address Mailings by the State
The State will mail Union information once per year to the home address of bargaining unit 
employees who have requested their home address be withheld from the Union. Said material 
shall be provided by the Union. The cost of this mailing shall be paid for by the Union. The Union 
agrees to hold the State harmless for any annual mail that does not reach bargaining unit 
employees.

F. Address Confidentiality
Employee work and home addresses shall be maintained as confidential by the Union. The 
Union shall take all reasonable steps to ensure the security of work and home addresses, and 
shall not disclose or otherwise make them available to any person, entity, or organization.

G. Costs Reimbursable
The Union agrees to pay necessary and reasonable costs incurred by the SCO to produce the 
necessary name/home/work address tape file on a monthly basis.

H. Hold Harmless and Indemnification
Notwithstanding any other provision of this Contract, the Union agrees to jointly defend this 
section and to hold the State of California, its subdivisions, and agents harmless in defending 
challenges of any nature arising as a result of this section of the Contract.

I. Nature of Material
The Union agrees that any literature mailed to employees by the State will not be libelous, 
obscene, defamatory, or of a partisan political nature or constitute a solicitation of any product or 
service unrelated to representation by the Union, including that provided by and mailed on behalf 
of the Union. Advertisements or articles in Union provided material involving partisan politics 
shall not be considered of a partisan political nature or constitute a solicitation of any product or 
service for the purposes of this Contract.

3.3.14 Union Label (Unit 14)
A. The State shall display the Bargaining Unit 14, Printing and Allied Trades, Union label on printed 

or copied material when the work has been performed by a Unit 14 employee. This shall include 
all documents printed, or copied in-house by Bargaining Unit 14 members, or documents 
produced by the Office of State Publishing (OSP). Agency printing requests to the OSP will also 
include that the Union label be appropriately displayed. The Union agrees to provide the label to 
work locations where necessary to comply with such requests. Failure of the Union to provide the 
label shall not interfere with or delay the timely production of printed material.

B. All documents printed “in-house" refers to those items printed utilizing members of Bargaining 
Unit 14, Printing and Allied Trades: If an item is not printed or copied by a Unit 14 member, then 
the item shall not carry the Union label.

C. Where the services are unavailable through state services and a job must be contracted out by 
individual State agencies or the OSP, unionized printing vendors will be required to display the 
appropriate Union label on the printed product.

D. Upon ratification of this agreement, all departments will take all necessary steps to remove Union 
labels from computer hard drives. This is to ensure that the Union label is appropriately used by 
Bargaining Unit 14 members only.

E. The Union label to be displayed is represented by the symbol that follows:

union label
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ARTICLE 4 - STATE’S RIGHTS

4.1 State’s Rights
A. Except for those rights which are abridged or limited by this Contract, all rights are reserved to the 

State.
B. Consistent with this Contract, the rights of the State shall include, but not be limited to, the right to 

determine the mission of its constituent departments,' commissions, and boards; to maintain 
efficiency of State operation; to set standards of service; to determine, consistent with Article VII 
of the Constitution, the Civil Service Act, and rules pertaining thereto, the procedures and 
standards of selection for employment and promotion, layoff, assignment, scheduling and 
training; to determine the methods, means, and personnel by which State operations are to be 
conducted; to take all necessary action to carry out its mission in emergencies; to exercise control 
and discretion over the merits, necessity, or organization of any service or activity provided by law 
or executive order. The State has the right to make reasonable rules and regulations pertaining 
to employees consistent with this Contract, provided that any such rule shall be uniformly applied 
to all affected employees who are similarly situated.

C. This article is not intended to, nor may it be construed to, contravene the spirit or intent of the 
merit principle in State employment, nor limit the rights of State civil service employees provided 
by Article VII of the State Constitution or bylaws and rules enacted thereto. Any matters which 
concern the application of the merit principle to State employees are exclusively within the 
purview of those processes provided by Article VII of the State Constitution or bylaws and rules 
enacted thereto.

ARTICLE 5 - GENERAL PROVISIONS

5.1 No Strike
A. During the term of this Contract, neither the Union nor its agents nor any employee, for any 

reason, will authorize, institute, aid, condone, or engage in a work slowdown, work stoppage, 
strike, or any other interference with the work and statutory functions or obligations of the State.

B. The Union agrees to notify all of its officers, stewards, chief stewards, and staff of their obligation 
and responsibility for maintaining compliance with this section, including the responsibility to 
remain at work during any activity which may be caused or initiated by others, and to encourage 
employees violating this section to return to work.

5.2 No Lockout
No lockout of employees shall be instituted by the State during the term of this Contract.

5.3 Individual Agreements Prohibited
The State shall not negotiate with or enter into memoranda of understanding or adjust grievances or 
grant rights or benefits not covered in this Contract to any employee unless such action is with Union 
concurrence.

5.4 Savings Clause
Should any provision(s) of this Contract be found unlawful by a court of competent jurisdiction or 
invalidated by subsequently enacted legislation, the remainder of the Contract shall continue in force. 
Upon occurrence of such an event, the parties shall meet and.confer as soon as practical to 
renegotiate the invalidated provision(s).

5.5 Reprisals
The State and the Union shall be prohibited from imposing or threatening to impose reprisals by 
discriminating or threatening to discriminate against employees, or otherwise interfering with, 
restraining, or coercing employees because of the exercise of their rights under the Ralph C. Dills Act 
or any right given by this Contract. The principles of agency shall be liberally construed.

5.6 Supersession
The following enumerated Government Code sections and all existing rules, regulations, standards, 
practices, and policies which implement the enumerated Government Code sections are hereby
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incorporated into this Contract. However, if any other provision of this Contract alters or is in conflict 
with any of the Government Code sections enumerated below, the Contract shall be controlling and 
supersede said Government Code sections or parts thereof and any rule, regulation, standard, 
practice, or policy implementing such provisions.

A. Government Code Sections 
1. General

19824 Establishes monthly pay periods.
19838 Provides for methods of collecting overpayments and correcting

19839
payroll errors to employees.
Provides lump sum payment for unused vacation accrued or

19888
compensating time off upon separation.
Specifies that service during an emergency is to be credited for 
vacation, sick leave, and Merit Salary Adjustments (MSA).

2. Step Increases
19829 Requires DPA to establish minimum and maximum salaries with

19832
intermediate steps.
Establishes annual MSAs for employees who meet standards of

19834
efficiency.
Requires MSA payments to qualifying employees when funds are 
available.

19835 Provides employees with the right to cumulative adjustments for a 
period not to exceed two years when MSAs are denied due to lack of 
funds. \

19836 Provides for hiring at above the minimum salary limit in specified 
instances.

19837 Authorizes rates above the minimum of the salary range when a 
person’s position is downgraded. (Red Circle Rates)

3. Holidays
19853
19854

4. Vacation
19856

Establishes Holidays
Adds Personal Holiday

Requires DPA to establish rules regulating vacation accrual for part- 
time employees and those transferring from one State agency to 
another.

19856.1 Allows DPA to establish rules for vacation accrual for absences of

19858.1
19863

ten days or less.
Establishes vacation earning rate.
Allows vacation use while on temporary disability (due to work-

19991.4
incurred injury) to augment paycheck.
Provides that absence of an employee for a work-incurred 
compensable injury or disease is considered continuous service for 
the purpose of the right to vacation.

5. Sick Leave
19859 Defines amount earned and methods of accrual for full-time and part-

19861
time employees.
Allows DPA to establish rules for sick leave accrual for absences of

19862
19863

ten days or less.
Allows for accumulation of sick leave.
Allows sick leave use while on temporarily disability (due to work

19863.1
incurred injury) to augment paycheck.
Provides for sick leave credit while employee is on industrial

19864
disability leave and prescribes how it may be used.
Allows DPA to provide by rule sick leave without pay for employees

19866
who have used up their sick leave with pay.
Allows rules to allow sick leave accumulation for non-civil service 
employees.
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19991.4 Provides that absence of an employee for a work-incurred
compensable injury or disease is considered continuous service for 
the purpose of the right to sick leave.

6. Uniforms, Work Clothes, and Safety Equipment
19850 Definitions
19850.3 DPA to determine need for uniform replacement
19850.4 Provides for work clothes for purposes of sanitation or cleanliness to 

be maintained and owned by the State.
19850.5 Provides for initial issuance of required safety equipment at State 

expense.
7. Industrial Disability Leave (IDL)

19869 Defines who is covered.
19870 Defines “IDL” and “full-pay".
19871 Provides terms of IDL coverage in lieu of workers’ compensation 

temporary disability payment.
19871.1 Provides for continued benefits while on IDL.
19872 Prohibits payment of temporary disability or sick leave pay to 

employees on IDL.
19873 Inapplicability of retraining and rehabilitation provisions of Labor 

Code to employees covered by IDL.
19874 Allows employees to receive workers’ compensation benefits after 

exhaustion of IDL benefits.
19875 Requires three-day waiting period, unless hospitalized for disability 

more than 14 days.
19876 Payments contingent on medical certification and vocational 

rehabilitation.
19877 Authorizes DPA to adopt rules governing IDL.
19877.1 Sets effective date.

8 . Non-Industrial Disability Insurance (NDI)
19878
19879
19880 
19880.1
19881

Definitions.
Sets amount of benefits and duration of payment.
Sets standards and procedures.
Allows employee option to exhaust vacation prior to NDI. 
Bans NDI coverage if employee is receiving unemployment
compensation.

19882 Bans NDI coverage if employee is receiving other case payment
benefits.

19883 Provides for discretionary deductions from benefit check, including 
employer contributions; employees do not accrue sick leave or 
vacation credits or service credits for any other purpose.

19884 Filing procedures; determination and payment of benefits.
19885 Authorizes DPA to establish rules governing NDI.

9. Life Insurance
21600 Establishes group term life insurance benefits.
21604 Provides for Death Benefit from PERS.
21605 Sets Death Benefit at $5,000 plus 50 percent of one year’s salary.

10. Health Insurance
22808 Provides for continuation of health plan coverage during leave of

absence without pay.
22870 Provides for employee and employer contribution.
22871 Sets 40-hour workweek and eight-hour day.

11. Workweek
19843 
19851

12. Overtime
19844

Establishes Work Week Groups
Sets 40-hour workweek and eight-hour day.

Directs DPA to establish rules regarding cash compensation time off.
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19848 Permits the granting of compensating time off in lieu of cash

19849
compensation within 12 calendar months after overtime worked. 
Requires DPA to adopt rules governing overtime and the appointing

19863
power to administer and enforce them.
Allows use of accumulated compensable overtime.while on 
temporary disability (due to work-incurred injury) to augment
paycheck.

13. Deferred Compensation
19993 Allows employees to deduct a portion of their salary to participate in

14. Relocation Expenses 
19841

a deferred compensation plan.

Provides relocation expenses for involuntary transfer or promotion 
requiring a change in residence.

15. Travel Expenses 
19820 Provides reimbursement of travel expenses for officers and

19822
employees of the State on State business.
Provides reimbursement to State for housing, maintenance, and 
other services provided to employees.

16. Leaves of Absence 
19991 ,
19991.1

Allows release time for civil service examinations
Allows leave without pay, not to exceed one year, assures right of

19991.2
return.
Allows the appointing power to grant a two-year leave for service in a

19991.4
technical cooperation program.
Provides that absence of an employee for work-incurred

19991.6

compensable injury or disease is considered as continuous service 
for purposes of salary adjustments, sick leave, vacation, or seniority. 
Provides one year of pregnancy leave or less as required by a
permanent female employee.

17. Performance Reports
19992 Allows the establishment of performance standards.
19992.1
19992.2

Requires performance reports to be accurate.
Requires the appointing power to prepare performance reports and 
show them to the employee.

19992.3 Requires performance reports to be considered in salary increases 
and decreases, layoffs, transfers, demotions, dismissals, and 
promotional examinations as prescribed by DPA rule.

18. Involuntary Transfers 
19841 Provides relocation expenses for involuntary transfer or promotion

19994.1
requiring a change in residence.
Authorizes involuntary transfers. Requires 60-day prior written 
notice when transfer requires change in residence.

19994.2 Allows seniority to be considered when two or more employees are 
in a class affected by involuntary transfers which requires a change 
in residence.

19. Demotion and Layoff 
19997.2 Provides for subdivisional layoffs in a State agency subject to DPA

19997.3
approval. Subdivisional reemployment lists take priority over others. 
Requires layoffs according to seniority in a class, except for certain 
classes in which employee efficiency is combined with seniority to

19997.8
19997.9

determine order or layoff. v
Allows demotion in lieu of layoff.
Provides for salary at maximum step on displacement by another 
employee’s demotion, provided such salary does not exceed salary 
received when demoted.
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19997.10 An employee displaced by an employee with return rights may 
demote in lieu of layoff.
Establishes reemployment lists for laid-off or demoted employees. 
Guarantees same step of salary range upon recertification after 
layoff or demotion .
Requires 30-day written notice prior to layoff and not more than 60 
days after seniority computed.
Employees affected by layoff due to management-initiated changes 
should receive assistance in finding other placement in State service. 
State restriction on appointments.

19997.11
19997.12

19997.13

19998

19998.1
20. Incompatible Activities

19990 Requires each appointing power to determine activities which are 
incompatible, in conflict with, or inimical to their employees’ duties; 
provides for identification of and prohibits such activities.

21. Training 
19995.2 Provides for counseling and training programs for employees whose 

positions are to be eliminated by automation, technological, or 
management-initiated changes.
Provides for the Department of Rehabilitation to retrain and refer 
disabled State employees to positions in State service. .

19995.3

5.7 Non-Discrimination
A. No State employee shall be discriminated against in State employment on the basis of race, color, 

religion, creed, age, sex, national origin, ancestry, marital status, sexual orientation, gender 
expression, gender identity, political affiliation, or physical or mental disability consistent with 
applicable State and Federal law.

B. At the employee’s discretion, allegations of discrimination or failure to provide reasonable 
accommodation for physical or mental disability may be subject to the grievance procedure up to 
the third level, or may be appealed to the SPB through the existing State Equal Employment 
Opportunity (EEO) complaint process, and/or the Department of Fair Employment and Housing 
(DFEH), and/or the Federal Equal Employment Opportunity Commission (EEOC). The filing of a 
grievance is not mandatory and neither the filing nor non-filing of a grievance shall be construed 
as a waiver of an employee’s right to maintain a separate, private cause of action.

C. No employee shall be subject to retaliation or threats of retaliation, nor shall any employee be 
restrained, coerced or otherwise interfered with in the exercise of his/her rights under this section. 
Alleged retaliation may be subject to the grievance and arbitration procedure.

5.8 Sexual Harassment
A. No State employee shall be subject to sexual harassment. The State agrees to take such actions 

as necessary to ensure that this purpose is achieved, and shall post a statement of its 
commitment to this principle at all work sites.

B. At the employee’s discretion, allegations of sexual harassment may be subject to the grievance 
procedure up to the third level, or may be appealed to the State Personnel Board through the 
existing State Equal Employment Opportunity (EEO) complaint process, and/or the Department of 
Fair Employment and Housing, and/or the Federal Equal Employment Opportunity Commission. 
The filing?of a grievance is not mandatory and neither the filing nor non-filing of a grievance shall 
be construed as a waiver of an employee’s right to maintain a separate, private cause of action.

C. No employee shall be subject to retaliation or threats of retaliation, nor shall any employee be 
restrained, coerced or otherwise interfered with in the exercise of his/her rights under this section. 
Alleged retaliation may be subject to the grievance and arbitration procedures in Article 6.

5.9 Joint Labor/Management Committee on Discrimination (JLMCD)
A. Upon the request of the State Personnel Board (SPB), the JLMCD on Discrimination will meet to 

discuss the committee recommendations from the December 2000 and November 2003 JLMCD 
Reports, submitted to the SPB, relating to maintaining a discrimination-free State workplace.
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B. The committee will consist of five (5) Union representatives who will represent SEIU Local 1000 
and five (5) State representatives. Selected members shall be representative of groups protected 
by the Federal and State civil rights legislation.

C. If a meeting is convened by the SPB, the JLMCD shall meet to discuss requests made of the 
JLMCD by SPB. The State agrees that the Union representatives will be permitted eighty (80) 
hours of release time during the term of this Contract to serve and participate on the committee 
without a loss of compensation. The committee will be co-chaired by one of the Union’s 
representatives, along with a co-Chair representing the State.

5.10 Labor/Management Committees
A. The State and SEIU encourage the use of Labor Management Committees to address issues of 

mutual concern in a problem solving context. Upon request of either party, a Labor/Management 
Committee (JLMC) shall be established to address specific or ongoing issues such as:

1. Workload
2. Productivity
3. Making the worksite more efficient and effective
4. Improving the quality of service

B. An established JLMC shall adhere to the following guidelines:

1. The JLMC will consist of equal reasonable number of management representatives 
selected by the department head or designee and Union representatives selected by the 
Union.

2. JLMC recommendations, if any, will be advisory in nature.
3. JLMC meetings shall not be considered contract negotiations and shall not be considered 

a substitute for the grievance procedure or professional practice groups.
4. Employees who participate on such a committee will suffer no loss in compensation for 

attending meetings of the committee.
5. Dates and times of meetings and agendas of the JLMC’s shall be mutually determined by 

the members of the JLMC.

5.11 Dignity Clause
The State is committed to providing a workplace where all employees, regardless of their 
classification or pay status, are treated by supervisors and managers in a manner that maintains 
generally accepted standards of human dignity and courtesy. Employees alleging they have not been 
treated accordingly may process a complaint up to the department head or designee.

5.12 Upward Mobility Program
Each department shall establish and maintain an upward mobility program consistent with SPB 
Regulations. At the request of the Union, the department shall meet to discuss their upward mobility 
program. Recommendations for adding to or deleting from the upward mobility program shall be 
considered by the department. Any change shall be consistent with the SPB regulations.

5.13.1 Correctional Case Records Analyst Workload Committee
The State and the Union agree to continue the Joint Labor/Management Committee to review the 
correctional case records analyst workload, mandatory overtime and training period. The State 
and Union shall each be entitled to select a maximum of five (5) representatives. The co-chairs of 
the joint committee shall be one (1) individual selected by the Union and one (1) individual 
selected by the State. The State and the Union shall seiect.its own representatives. Upon mutual 
agreement, subject matter experts may be invited to attend the meetings and contribute to the 
discussions. Committee members and employee subject matter experts shall serve without loss 
of compensation.

The Committee shall meet at a minimum of at least oncej>er quarter. The Committee by mutual 
agreement shall determine its meeting schedule, ground rules and agenda. The Co-Chairs shall 
finalize the agenda a minimum of fourteen (14) days in advance of the meeting. The Union shall
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»
provide the State with any information requests a minimum of fourteen (14) days in advance of 
the meeting. The State shall respond to the information requested before each scheduled 
meeting date.

The Committee members shall discuss and make recommendations on the following:

1. Workload;
2. Alternatives to mandatory overtime;
3. Training.

The Joint Committee may mutually agree to develop written reports after concerns are discussed. 
The written reports may include, but are not limited to a discussion of the concern(s) and any joint 
recommendations. This pilot shall sunset two years from the date of ratification.

5.13.14 Labor/Management Committee-OSP (Unit 14)
The Department of General Services (DGS), Office of State Publishing agrees to establish a Joint 
Labor/ Management Committee to discuss issues of concern to Unit 14 employees at OSP. The 
Committee shall be administered under the following provisions:

1. The Committee shall be advisory in nature and provide recommendations to the State 
Printer, Office of State Publishing, and the Union.

2. The Committee shall be composed of three (3) management representatives and three 
(3) Unit 14 employees. The management representatives shall be selected by the State 
Printer, and the labor representatives shall be selected by the Union. Additional 
representatives (management or labor) may be temporarily added contingent on the 
issues being discussed and the information needs of the Committee.

3. OSP labor representatives shall serve without loss of compensation.
4. Meeting schedules shall be mutually agreed upon subject to operational needs of OSP.
5. The Committee will meet to consider issues, including but not limited to, training needs of 

Bargaining Unit 14 employees, complaints, potential policy and procedure changes, 
safety and productivity improvement measures.

5.14 Joint Labor/Management Committee - Model Policy
A. It is in the best interest of the State and the Union to jointly develop a consistent alternate work 

schedule policy for 4/10/40 work schedules. Therefore, the Union and the Department of 
Personnel Administration (DPA) agree to establish a joint Labor/Management Committee 
(Committee) to develop a 4/10/40 work week policy.

B. The Committee shall consist of ten (10) members, five (5) selected by the Union and five (5) 
selected by the DPA. The Co-Chairs of the Committee shall be one individual selected by the 
Union and one individual selected by the DPA. The Committee shall meet monthly after the 
ratification of this contract. The Co-Chairs shall agree on an agenda prior to the date of the 
meeting.

C. The model policy recommendation shall be completed and in writing before the expiration of the 
contract. DPA shall encourage departments to use the mutually agreed upon policy and make it 
available to all departments.

D. The State agrees that the Union representatives shall participate on the Committee without loss of 
compensation. The State shall not incur any additional costs, including but not limited to, travel 
expenses as a result of attending the meeting.

5.14.14 BU 14 Upward Mobility Joint Labor/Management Committee
A. The State and the Union agree to continue the Joint Labor/Management Committee on 

Upward Mobility to assist departments in complying with their upward mobility requirements.
B. The BU14 Joint Labor/Management Committee on Upward Mobility will consist of at least 

eight (8) members, four (4) management members selected by DPA and four (4) Union 
members selected by the Union. The committee shall be co-chaired by one of the Union's 
representatives, along with a co-chair representing the State.’
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C. At the request of the Union, the committee will meet quarterly. Members of the committee will 
be granted state release time for all committee meetings.

D. The committee will develop a handbook identifying outside funding sources for educational 
opportunities, apprenticeship programs, internships, career counseling and other assistance 
for upward mobility. The committee may include internal state sources for career training 
opportunities.

E. Each department shall establish and maintain an upward mobility program consistent with 
SPB Regulations. At the request of the Union, the department shall meet to discuss their 
upward mobility program. Recommendations for adding to or deleting from the upward 
mobility program shall be considered by the department. Any change shall be consistent with 
the SPA regulations.

5.15.3 Joint Labor Management Committee SB 2042 (Unit 3)
The California Department of Education, State Special Schools, will be establishing a Joint Labor 
Management Committee to review the credentialing requirements of the California Beginning Teacher 
Support and Assessment (BTSA) induction program for possible utilization of the State Special 
Schools.

The committee shall begin meeting within ninety days after ratification of this contract, provided that 
the 90 days is during the normal school year. The committee by mutual agreement shall determine its 
meeting schedule and agenda.

The committee will consist of an equal number of Union and CDE representatives.

5.15.11 Joint Labor Management Committee (JLMC) (Unit 11)
The purpose of the Joint Labor Management Committee (JLMC) shall be to provide a forum for SEIU 
Local 1000 Unit 11 and management from California Department of Transportation, Department of 
Water Resources, Water Resources Control Board and Air Resources Control Board, and a 
representative from the Department of Personnel Administration to meet quarterly to discuss issues of 
concern to the Architectural and Engineering members of the Union. These issues shall include but 
not limited to training and upward mobility and work concerns. Issues discussed shall not be within 
the scope of bargaining. f

The committee shall meet at a minimum of a least once per quarter. The State and the Union shall 
each be entitled to select a maximum of five (5) representatives. The State and Union shall each 
select its own representatives. No more than two (2) Union representatives shall be from the same 
department. The Co-Chairs of the Joint Committee shall be one individual selected by the Union and 
a Department of Personnel Administration representative. The Co-Chairs shall agree on an agenda 
fourteen (14) calendar days in advance of the meeting. The JLMC shall by mutual agreement 
determine the meeting schedule and the ground rules. Once an issue has been discussed it shall not 
be the topic of a subsequent meeting except with mutual concurrence.

The State agrees that the Union representatives shall participate on the Committee without loss of 
compensation. The State shall not incur any additional costs, including but not limited to, travel 
expenses as a result of attending the meeting.

5.16.1 Disability Evaluation Analyst Workload Committee - Pilot (Unit 1)
A. Establishment of Joint Labor Management Committee

Upon ratification of the agreement the State and the Union agree to establish a Pilot joint/labor 
management committee to review the workload Disability Evaluation Analysts (DEAs) who work 
in the Disability Determination Services Division (DDSD) of the California Department of Social 
Services (CDSS).

The State and the Union shall each be entitled to select a maximum of four (4) representatives. 
The Co-chairs of the JLMC shall be one (1) committee member selected by the Union and one (1) 
committee member selected by the State. The State and the Union shall select its own 
representatives. Upon mutual agreement, subject matter experts may be invited to attend the
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meetings and contribute to the discussions. JLMC members and employee subject matter 
experts shall serve without loss of compensation.

The JLMC shall meet at least once per quarter. The JLMC, by mutual agreement, shall determine 
its meeting schedule, ground rules and agenda. The Co-Chairs shall finalize the agenda a 
minimum of fourteen (14) days in advance of the meeting.

The JLMC shall discuss and may make recommendations on the following:

1. Retention of employees in the DDSD
2. Workload
3. Overtime
4. Training, career advancement and upward mobility
5. Reduction of Case Backlog

The committee may mutually agree to develop written reports after concerns are discussed. The 
written reports may include, but are not limited to, a discussion of the concern(s) and any joint 
recommendations.

This pilot committee shall sunset two years from the date of ratification.

5,16.4 Disability Determination Services (DDSD) Workload Committee (Unit 4)
A. Establishment of Joint Labor Management Committee

The State and the Union agree to establish a joint labor/management committee (JLMC) to review 
the workload Program Technicians (PTs) who work in the Disability Determination Services 
Division (DDSD) of the California Department of Social Services (CDSS).

The State and the Union shall each be entitled to select a maximum of four (4) representatives. 
The Co-chairs of the JLMC shall be one (1) individual selected by the Union and one (1) individual 
selected by the State. The State and the Union shall select its own representatives. Upon mutual 
agreement, subject matter experts may be invited to attend the meetings and contribute to the 
discussions. JLMC members and employee subject matter experts shall serve without loss of 
compensation.

The JLMC agrees to meet once per quarter. The JLMC, by mutual agreement, shall determine its 
meeting schedule, ground rules and agenda. The Co-Chairs shall finalize the agenda a minimum 
of fourteen (14) days in advance of the meeting. The Union shall provide the State with any 
information requests a minimum of fourteen (14) days in advance of the meeting. The State shall 
respond to the information requested before each scheduled meeting date.

The JLMC shall discuss and may make recommendations on the following:

1. Workload
2. Overtime
3. Training, career advancement and upward mobility
4. Retention of employees in the DDSD
5. Reduction of Case Backlog

The committee may mutually agree to develop written reports after concerns are discussed. The 
written reports may include, but are not limited to, a discussion of the concern(s) and any joint 
recommendations.

5.17 Joint Labor Management Committee - State Human Resources Modernization Project
The Union and the State agree to establish a Joint Labor Management Committee (Committee) to 
discuss and provide recommendations to the Union and the State concerning the Human Resources 
Modernization Project (Project) and its potential impact on employees.
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Topics of discussion may include:

• Workforce Planning
• Classification
• Compensation
• Recruitment/Selection
• Performance Management

The Committee shall consist often (10) members, five (5) selected by the Union and five (5) selected 
by the State. Each party shall select an individual to serve as Co-Chair. The Committee by mutual 
agreement shall determine its meeting schedule, ground rules and agenda and shall commence 
meeting as soon as possible after ratification of this Contract, and shall meet at least monthly 
thereafter.

Employees shall suffer no loss in compensation for serving on the Committee.

It is not the intent of this section to limit the ability of the State and the Union to otherwise address 
particular issues concerning areas generally falling within this section.

This Section is subject to and does not supersede the provisions of Articles 14.1 Classification 
Changes and 24.1 Entire Agreement.

ARTICLE 6 - GRIEVANCE, ARBITRATION, and AWOL PROCEDURES

6.1 Purpose
A. This grievance procedure shall be used to process and resolve grievances arising under this 

Contract and employment-related complaints.
B. The purposes of this procedure are:

1. To resolve grievances informally at the lowest possible level.
2. To provide an orderly procedure for reviewing and resolving grievances promptly.

6.2 Definitions
A. A grievance is a dispute of one or more employees, or a dispute between the State and the 

Union, involving the interpretation, application, or enforcement of the express terms of this 
Contract.

B. A complaint is a dispute of one or more employees involving the application or interpretation of a 
written rule or policy not covered by this Contract and not under the jurisdiction of the SPB. 
Complaints shall only be processed as far as the department head or designee.

C. As used in this procedure, the term “immediate supervisor” means the individual identified by the 
department head.

D. As used in this procedure, the term “party” means the Union, an employee, or the State.
E. A “Union representative” refers to a Union steward or staff representative or a bargaining unit 

council representative.
F. A grievance conference is a meeting that can be held at any step of the grievance process in 

attempt to settle the grievance.

6.3 Time Limits
Each party involved in a grievance shall act quickly so that the grievance may be resolved promptly. 
Every effort should be made to complete action within the time limits contained in the grievance 
procedure. However, with the mutual consent of the parties, the time limitation for any step may be 
extended.

6.4 Waiver of Steps
The parties may mutually agree to waive any step of the grievance procedure.
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6.5 Presentation
At any step of the grievance procedure, the State representative, grievant(s), Union Representative or
the Union Steward may request a grievance conference. The grievant(s) shall attend without loss of
compensation.

6.6 Informal Discussion
An employee’s grievance initially shall be discussed with the employee’s immediate supervisor.
Within seven (7) calendar days the immediate supervisor shall give his/her decision or response.

6.7 Formal Grievance - Step 1
A. If an informal grievance is not resolved to the satisfaction of the grievant, a formal grievance may 

be filed no later than thirty (30) calendar days after the employee can reasonably be expected to 
have known of the event occasioning the grievance.

B. A formal grievance shall be initiated in writing on a form provided by the State and shall be filed 
with the person designated by the department head as the first formal level of appeal. Said 
grievance shall include a statement as to the alleged violation, the specific act(s) causing the 
alleged violation and the specific remedy or remedies being sought and may request a grievance 
conference. Upon request, the parties shall meet within ten (10) days of receiving such a request 
to discuss settlement of the grievance. Unless otherwise agreed, the timelines set forth in Article 
6 shall not be changed as a result of the scheduling of such meeting. The grievant(s) and 
steward(s) shall attend without loss of compensation.

C. Within thirty (30) calendar days after receipt of the formal grievance, the person designated by the 
department head as the first formal level of appeal shall respond in writing to the grievant. A copy 
of the written response shall be sent concurrently to SEIU Local 1000 headquarters by the 
department head or designee.

D. No Contract interpretation or grievance settlement made at this stage of the grievance procedure 
shall be considered precedential. All interpretations and settlements shall be consistent with the 
provisions of this Contract.

6.8 Formal Grievance - Step 2
A. If the grievant is not satisfied with the decision rendered pursuant to Step 1, the grievant may 

appeal the decision within thirty (30) calendar days after receipt to the department head or 
designee.

B. Within thirty (30) calendar days after receipt of the appealed grievance, the department head or 
designee shall respond in writing to the grievance. A copy of the written response shall be sent 
concurrently to SEIU Local 1000. Headquarters.

6.9 Formal Grievance - Step 3
A. If the grievant is not satisfied with the decision rendered at Step 2, the grievant may appeal the 

decision within thirty (30) calendar days after receipt to the Director of the DPA or designee. The 
Union shall concurrently send a copy of the grievance appeal cover letter to the affected 
department(s).

B. Within thirty (30) calendar days after receipt of the appealed grievance, the Director of the DPA or 
designee shall respond in writing to the grievance.

6.10 Response
. If the State fails to respond to a grievance within the time limits specified for any step, the grievant

shall have the right to appeal to the next step.

6.11 Formal Grievance - Step 4
A. If the grievance^ not resolved at Step 3, within thirty (30) calendar days after receipt of the third 

level response, the Union shall have the right to submit the grievance to arbitration. If the 
grievance is not submitted to arbitration within thirty (30) calendar days after receipt of the third 
level response, it shall be considered withdrawn.

B. Within fifteen (15) calendar days after the notice requesting arbitration has been served on the 
State, the Union shall contact the State to mutually select an arbitrator. If the parties cannot 
mutually agree upon an arbitrator within forty-five (45) calendar days after the request to select an
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arbitrator has been served, the Union may request the State Conciliation and Mediation Service 
or the Federal Mediation and Conciliation Service to submit to both parties a panel of nine (9) 
arbitrators. Within fifteen (15) calendar days after receipt of the panel of arbitrators from the State 
Conciliation and Mediation Service or the Federal Mediation and Conciliation Service, the Union 
shall contact the State in writing and request to strike names from the panel. The parties shall 
have ten (10) business days to meet and alternately strike names until only one (1) name remains 
and this person shall be the arbitrator.

C. The arbitration hearing shall be conducted in accordance with the Voluntary Labor Arbitration 
Rules of the American Arbitration Association. The cost of arbitration shall be borne equally 
between the parties, unless the parties mutually agree to a different arrangement.

D. An arbitrator may, upon request of the Union and the State, issue his/her decision, opinion, or 
award orally upon submission of the arbitration. Either party may request that the arbitrator put 
his/her decision, opinion, or award in writing and that a copy be provided.

E. The arbitrator shall not have the power to add to, subtract from, or modify this Contract: Only 
grievances as defined in section 6.2 (A) of this article shall be subject to arbitration. In all 
arbitration cases, the award of the arbitrator shall be final and binding upon the parties.

6.12 Grievance Review
Upon request of either party, the State and Union shall meet monthly in an attempt to settle and 
resolve grievances. The parties shall agree at least two (2) weeks prior to each meeting on the 
agenda and who shall attend.

6.13 AWOL Hearing Back Pay
In any hearing of an automatic resignation (AWOL) pursuant to Government Code section 19996.2, 
the hearing officer shall have the discretion to award back pay. Once adopted by the DPA, the 
hearing officer’s decision with respect to back pay shall be final and is neither grievable nor arbitrable 
under any provision of this Contract, nor may it otherwise be appealed to a court of competent 
jurisdiction! This provision does not alter or affect the right to bring a legal challenge or appeal of the 
other aspects of the hearing officer’s decision as provided in law. This does not otherwise limit or 
expand any other authority of the hearing officer under Government Code 19996.2.

6.14 Mini-Arbitration Procedure
The parties agree to participate in a pilot program of an expedited (mini) arbitration process. The pilot 
program shall begin ninety (90) days after reaching a tentative agreement and continue for one year, 
after which it shall terminate unless extended by mutual agreement. The parties shall meet after 
reaching a tentative agreement to determine the procedures necessary to implement this pilot 
program.

A. The grievances to be referred to this process shall be determined by mutual agreement only. The 
parties agree that this process shall be reserved for those cases of limited scope and limited 
impact. The parties agree that this process shall be used at least four (4) times during the pilot 
period.

B. The arbitrator shall be mutually selected by the parties; if the parties cannot agree upon an 
arbitrator, the parties shall request the State Mediation and Conciliation Service to furnish a list of 
nine (9) arbitrators. The parties shall alternately strike names until one (1) arbitrator remains.

C. The arbitration shall be conducted according to the following rules and the arbitrator shall be 
required to abide by them:

1. The arbitrator shall hear and decide as many grievances as can reasonably be presented 
in a normal work day. ;

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

3. Only the grievant, his/her union representative, appropriate steward, and one (1) witness 
and no more than four (4) management representatives may appear at the hearing. Each 
party will designate no more than two (2) spokespeople per case to make an oral 
presentation.
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4. The arbitrator shall make his/her decision solely on the written record in the grievance, 
the grievance response(s), and any oral or documentary presentation made at the 
arbitration proceeding. The presentations shall be time limited, consistent with the intent 
of this provision to hold multiple grievance reviews in a single day. Only the arbitrator 
may ask the other side questions and each side waives the right to cross-examine the 
other. There shall be no stenographic record or transcripts.

5. At the conclusion of the hearing, each party shall present an oral summation of its 
position. Post hearing briefs shall not be submitted.

6. The arbitrator will issue a bench decision on each grievance. The decision of the 
arbitrator is final and binding, but shall have no precedential value whatsoever.

7. The arbitrator shall have no authority to add to, delete, or alter any provisions of this 
Contract, or any agreements supplementary thereto, but shall limit the decision to the 
application of the Contract to the facts and circumstances at hand.

8. The parties are limited at the expedited arbitration to presenting only the facts, 
documents, and arguments presented during the lower levels of the grievance process 
and either party may also introduce new documents or facts provided that such materials 
are submitted to the other party at least ten (10) days prior to the hearing.

D. The arbitrator shall be paid a flat fee for each day of the hearing, without regard to the number of 
cases presented during that day’s hearing. Each party shall pay one-half of the arbitrator’s 
charges.

ARTICLE 7 - HOLIDAYS 

7.1 Holidays
A. Full-time and part-time employees, except civil service exempt Unit 3 employees in the CDE, 

shall be entitled to such observed holidays with pay as provided below, in addition to any official 
State holidays declared by the Governor.

B. Premium holidays shall include January 1, the last Monday in May, July 4th, the first Monday in 
September, Thanksgiving Day, and December 25.

Regular holidays shall include: the third Monday in January, the third Monday in February, March 
31, November 11, the day after Thanksgiving.
The holidays are observed on the actual day they occur with the following exceptions:

1. When November 11 falls on a Saturday, full-time and part-time employees shall be 
entitled to the preceding Friday as a holiday with pay.

2. When a holiday falls on Sunday, full-time and part-time employees shall be entitled to the 
following Monday as a holiday with pay.

3. If an employee’s work schedule encompasses four (4) or more hours on the holiday, .the 
employee will be compensated in accordance with this Article. An employee shall receive 
compensation for only the observed or actual holiday, not both.

C. Upon completion of six (6) months of his/her initial probationary period in State service, a full time 
or part-time employee shall be entitled to one (1) personal holiday perfiscal year. The personal 
holiday shall be credited to each full-time and part-time employee on the first day of July.

D. The department head or designee may require five (5) days advance notice before a personal 
holiday is taken and may deny use subject to operational needs. When an employee is denied 
use of a personal holiday, the department head or designee may allow the employee to 
reschedule the personal holiday or shall, at the department’s discretion, allow the employee to 
either carry the personal holiday to the next fiscal year or cash out the holiday on a straight time 
(hour for hour) basis.

E. The department head or designee shall make a reasonable effort to grant an employee use of 
his/her personal holiday on the day of his/her desire subject to operational need.

F. An employee shall accrue 8 hours of holiday when an observed premium or regular holiday falls 
on an employee’s regularly scheduled day off and the employee is excused from work.
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G. When a full time employee in Workweek Group 2 is required to work on a premium holiday, the 
employee shall receive eight (8) hours of holiday credit and one and one-half (114) the hourly rate 
for all hours worked on the observed holiday, compensable by holiday credit, cash or 
compensatory time off (CTO). The method of compensation shall be at the State’s discretion.
The premium holidays,to which this compensation applies are January 1st, the last Monday in 
May, July 4th, the first Monday in September, Thanksgiving Day and Christmas.

When a full-time employee is Work Week Group 2 is required to work on regular holiday, the 
employee shall receive eight hours of holiday credit and their regular hourly rate for all hours 
worked on the observed holiday, compensable by holiday credit, cash or compensatory time off 
(CTO). The method of compensation shall be at the State’s discretion. The holidays to which this 
compensation applies are the third Monday in January, the third Monday in February, March 31, 
November 11, the day after Thanksgiving.

H. Work Week Group E or SE Employees: If a full time employee is required to work on a premium 
holiday, the employee shall receive eight (8) hours of holiday credit and four (4) hours of informal 
time off. The premium holidays to which this compensation applies are January 1st, the last 
Monday in May, July 4th, the first Monday in September, Thanksgiving Day and Christmas.

Work Week Group E or SE Employees: If a full time employee is required to work on a regular 
holiday, the employee shall receive regular rate of pay and eight (8) hours of holiday credit. The 
regular holidays to which this compensation applies are the third Monday in January, the third 
Monday in February, March 31, November 11, the day after Thanksgiving.

I. When a part-time employee in Work Week Group 2 is required to work on a premium holiday, the 
employee shall receive a pro-rated amount of holiday credit as specified in the chart below and 
one and one half (1 14) the hourly rate for all hours worked on the observed holiday, compensable 
by holiday credit, cash or compensatory time off (CTO). The method of compensation shall be at 
the State’s discretion. The premium holidays to which this compensation applies are January 1st, 
the last Monday in May, July 4th, the first Monday in September, Thanksgiving Day and 
Christmas.

When a part-time employee in Work Week Group 2 is required to work on regular holiday, the 
employee shall receive a pro-rated amount of holiday credit as specified in the chart below and 
their regular hourly rate for all hours worked on the observed holiday, compensable by holiday 
credit, cash or compensatory time off (CTO). The method of compensation shall be at the State’s 
discretion. The holidays to which this compensation applies are the third Monday in January, the 
third Monday in February, March 31, November 11, the day after Thanksgiving.

J. Work Week Group E or SE Employees: If a part-time employee is required to work on an premium 
holiday, the employee shall receive a pro-rated amount of holiday credit as specified in the chart 
below and 1 hour of informal time off for every 2 hours worked. The premium holidays to which 
this compensation applies are January-1 st, the last Monday in May, July 4th, the first Monday in 
September, Thanksgiving Day and Christmas.,

Work Week Group E or SE Employees: if a part-time employee is required to work on a regular 
holiday, the employee shall receive regular rate of pay and a pro-rated amount of holiday credit as 
specified in the chart below. The regular holidays to which this compensation applies are the third 
Monday in January, the third Monday in February, March 31, November 11, the day after 
Thanksgiving.

K. Employees in Work Week Group 2 who are required to work overtime on a holiday shall be paid in 
accordance with the provisions of section 19.2.

l.

1
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L. Employees shall receive compensation for holidays in accordance with the following:

CHART FOR COMPUTING VACATION, SICK LEAVE, ANNUAL LEAVE AND HOLIDAY CREDITS FOR 
ALL FRACTIONAL TIME BASE EMPLOYEES SUPERCEDES ACCRUAL RATES IN MANAGEMENT 
MEMORANDUM 84-20-1 i

TIME
BASE

HOURS OF MONTHLY VACATION OR ANNUAL LEAVE CREDIT
PER VACATION GROUP

HOURS OF 
MONTHLY
SICK HOLIDAY 
CREDIT

7 10 11 12 13 14 16 17 18 SL/HOL 8
9/10 6.30. 9.00 9.90. 10.8. 11.70 12.60 14.40 15.30 16.20 7.20
7/10 4.90 7.00 7.70 8.40 9.10 9.80 11.20 11.90 12.60 5.60
3/10 2.10 3.00 3.30 3.60 3.90 4.20 4.80 5.10 5.40 2.40
.1/10 0.70 1.00 1.10 1.20 1.30 1.40 1.60 1.70 1.80 0.80
7/8 6.13 8.75 9.63 10.50 11.38 12.25 14.00 14.88 15.75 7.00
3/4 . 5.25 7.50 8.25 9.00 9.75 10.50 12.00 12.75 13.50 6.00
5/8 4.38 6.25 6.88 7.35 8.13 8.75 10.00 10.63 11.25 5.00
1/2 3.50 5.00 5.50 6.00 6.50 7.00 8.00 8.50 9.00 4.00
3/8 2.63 3.75 4.13 4.50 4.88 5.25 6.00 6.38 6.75 3.00
1/4 1.75 2.50 2.75 3.00 3.25 3.50 4.00, 4.25 4.50 2.0
1/8 0.88 1.25 1.38 1.50| 1.63 1.75 2.00 2.13 2.25 1.00
4/5 5.60 8.00 8.80 9.60 10.40 11.20 12.80 13.60 14.4 6.40
3/5 4.20 6.00 6.60 7.20 7:80 8.40 9.60 10.20 10.80 4.80
2/5 2.80 4.00 4.40 4.80 5.20 5.60 6.40 6.80 7.20 3.20
1/5 1.40 2.00 2.20 2.40 2.60 2.80 3.20 3.40 3.60 1.60

An employee can only earn up to a maximum of eight (8) hours holiday credit per holiday, regardless 
of the number of positions the employee holds within State service.

M. Holiday Credit may be requested and taken in fifteen (15) minute increments.

N. An employee shall be allowed to carry over unused holiday credits or be paid for the unused 
holiday credits, at the discretion of the department head or designee.

O. Upon termination from State employment, an employee shall be paid for unused holiday credit.

P. In the event that traditional, but unofficial holidays (e.g., Mother’s Day, Father’s Day), or religious 
holidays (e.g., Easter or Yom Kippur) fall on an employee’s scheduled workday, the employee 
shall have the option to request the use of annual leave, accrued vacation, holiday credits, 
personal leave or CTO time, in order to secure the day off. The department head or designee 
shall make a reasonable effort to grant an employee the day off subject to operational need.

ARTICLE 8 - LEAVES

8.1 Vacation/Annual'Leave
A. Employees shall not be entitled to vacation leave credit for the first six (6) months of service. On 

the first day of the monthly pay period following completion of six (6) qualifying monthly pay 
periods of continuous service, all full-time employees covered by this section shall receive a one­
time vacation bonus of forty-two (42) hours of vacation credit. Thereafter, for each additional
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qualifying monthly pay period, the employee shall be allowed credit for vacation with pay on the 
first day of the following month as follows:

B.

C.

D.

E.

F.

G.

H.

I.

J.

K.

L.

7 months to 3 years 
37 months to 10 years 
121 months to 15 years 
181 months to 20 years 
241 months and over

7 hours per month 
10 hours per month
12 hours per month
13 hours per month
14 hours per month

Employees may elect to enroll in the annual leave program to receive annual leave credit in lieu of 
vacation and sick leave credits. Enrollment into and out of the Annual Leave Program will occur 
annually during an open enrollment period during the month of April. All enrollments must be 
received by the employee’s personnel office from April 1 to April 30. The effective date of the 
election shall be the first day of the June pay period.
Each full-time employee shall receive credit for annual leave in lieu of the vacation and sick leave 
credits of this agreement in accordance with the following schedule:

1 month to 3 years 
37 months to 10 years 
121 months to 15 years 
181 months to 20 years 
241 months and over

11 hours per month 
14 hours per month
16 hours per month
17 hours per month
18 hours per month

Employees who elect to move to the vacation and sick leave programs will have their accrued 
annual leave balances converted to vacation. Employees shall have the continued use of any 
sick leave accrued as of the effective date of this agreement.
A full-time employee who has eleven (11) or more working days of service in a monthly pay 
period shall earn Vacation/Annual leave credits as set forth under subsection A above or C 
respectively. Absences from State service resulting from a temporary or permanent separation 
for more than eleven (11) consecutive working days which fall into two (2) consecutive qualifying 
pay periods shall disqualify the second pay period.
Part-time and hourly employees shall accrue proportional Vacation/Annual leave credits, in 
accordance with the chart shown in section 7 (L) of this Contract.
Vacation/Annual leave accrual for employees in multiple positions will be computed by combining 
all positions, provided the result does not exceed the amount earnable in full-time employment, 
and the rate of accrual shall be determined by the schedule which applies to the position or 
collective bargaining status under which the election was made.
Annual Leave that is used for purposes of sick leave is subject to the requirements set forth in 
section 8.2, Sick Leave, of this Contract.
Workweek Group 2 employees may take Vacation/Annual leave credits in fifteen (15) minute 
increments.
Work Week Group 2 employees are authorized to use existing fractional Vacation/Annual leave 
hours that may have been accumulated.
Subject to operational needs, the time when Vacation/Annual leave shall be taken by the 
employee shall not be unreasonably denied. Employee Vacation/Annual leave requests shall be 
submitted and granted or denied in writing in a timely manner. Vacation/Annual leave can only be 
cancelled when unanticipated operational needs require it.
Vacation/Annual Leave requests must be submitted in accordance with departmental policies on 
this subject. However, when two (2) or more employees on the same shift (if applicable) in a work 
unit (as defined by each department head or designee) request the same Vacation/Annual Leave 
time and approval cannot be given to all employees requesting it, employees shall be granted 
their preferred vacation/annual leave period in order of seniority (defined as total months of State 
service in the same manner as Vacation/Annual Leave is accumulated). When two (2) or more 
employees have the same amount of State service, department seniority will be used to break the 
tie. Vacation/Annual Leave schedules, which have been established in a work unit, pursuant to 
the seniority provisions in this Article, shall not be affected by employee(s) entering the unit after 
the schedule has been established.
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M. If an employee does not use all of the Vacation/Annual Leave that the employee has accrued in a 
calendar year, the employee may carry over his/her accrued Vacation/Annual Leave credits to the 
following calendar year to a maximum of six hundred forty (640) hours. A department head or 
designee may permit an employee to carry over more than six hundred forty (640) hours of 
accrued vacation/annual leave hours if an employee was unable to reduce his/her accrued hours 
because the employee: (1) was required to work as a result of fire, flood, or other extensive 
emergency; (2) was assigned work of a priority or critical nature over an extended period of time; 
(3) was absent on full salary for compensable injury; (4) was prevented by department regulations 
from taking Vacation/Annual Leave until December 31 because of sick leave; or (5) was on jury 
duty.

N. By June 1 of each calendar year those employees whose Vacation/Annual Leave balance 
exceeds, or could exceed by December 31, the.Vacation/Annual leave cap of subsection M must 
submit to their supervisor for approval a plan to use Vacation/Annual Leave to bring their balance 
below the cap. If the employee fails to submit a plan, or adhere to an approved plan, the 
department head or designee has the right to order an employee to take sufficient 
Vacation/Annual Leave to reduce the employee’s Vacation/Annual Leave balance or potential 
balance on December 31 below the cap specified in subsection M.

O. Upon termination from State employment, the employee shall be paid for accrued 
Vacation/Annual Leave credits for all accrued Vacation/Annual Leave time.

P. An employee who returns to State service after an absence of six (6) months or longer, caused by 
a permanent separation, shall receive a one-time vacation credit on the first monthly pay period 
following completion of six (6) qualifying pay periods of continuous service in accordance with the 
employee’s total State service before and after the absence.

8.2 Sick Leave
A. As used in this section, “sick leave” means the necessary absence from duty of an employee

because of: c

1. Illness or injury, including illness or injury relating to pregnancy;
2. Exposure to a contagious disease which is determined by a physician to require absence 

from work;
3. Dental, eye, and other physical or medical examination or treatment by a licensed 

practitioner;
4. Absence from duty for attendance upon the employee’s ill or injured mother, father, 

husband, wife, domestic partner (as defined in accordance with Family Code section 
297), son, daughter, brother, sister, or any person residing in the immediate household. 
Such absence shall be limited to six (6) workdays per occurrence or, in extraordinary 
situations, to the time necessary for care until physician or other care can be arranged.

B. A full-time employee who has eleven (11) or more working days of service in a monthly pay 
period shall be eligible for up to eight (8) hours of sick leave credit. On the first day of the monthly 
pay period following completion of each qualifying pay period of service, each full time employee 
shall earn eight (8) hours of credit for sick leave with pay.

C. Credit for less than full-time employees shall be computed as follows:

1. Part-time employees: On the first day of the monthly pay period following completion of 
each monthly pay period of continuous service, each part time employee shall be 
allowed, on a pro rata basis, the fractional part of his/her appropriate accrual rate of credit 
for sick leave with pay in accordance with the schedule in article 7 (L).

2. Multiple positions under this rule:

a. An employee holding a position in State service in addition to the primary 
full-time position with the State shall not receive credit for sick leave with 
pay for service in the additional position;

b. Where an employee holds two (2) or more “less than full-time positions," 
the time worked in each position shall be combined for purposes of 
computing credits for sick leave with pay, but such credits shall not exceed
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the amount earned for [eight (8) hours per pay period] full-time 
employment credit.

D. An employee may be required to provide a physician’s or licensed practitioner’s verification of sick 
leave when:

1. The employee has a demonstrable pattern of sick leave abuse; or
2. The supervisor has good reason to believe the absence was for an unauthorized reason. 

A supervisor has good reason if a prudent person would also believe the absence was for 
an unauthorized reason.

E. An employee will not be denied the right to use sick leave or be subject to any type of corrective 
or disciplinary action, or in any manner discriminated against for using or attempting to exercise 
his/her right to use sick leave based solely on the amount of use.

F. The department head or designee shall approve sick leave only after having ascertained that the 
absence is for an authorized reason and may require the employee to submit substantiating 
evidence including, but not limited to, a physician’s or licensed practitioner’s verification. The 
State recognizes the confidential/iature of the relationship between the health care provider and 
patient. However, such substantiation shall include, but not be limited to, the general nature of 
the employee’s illness or injury and prognosis (i.e., the anticipated length of the absence, any 
restrictions upon return to work that prevent the employee from performing the full range of 
his/her normal work assignment and anticipated future absences). If the department head or 
designee does not consider the evidence adequate, the request for sick leave shall be 
disapproved. Upon request, a denial of sick leave shall be in writing stating the reason for denial.

G. Sick leave may be accumulated without limit.
H. Sick leave may be requested and taken in fifteen (15) minute increments.
I. A full-time employee whose continuity of employment is broken by a permanent separation of six 

(6) months or longer and is subsequently reemployed cannot be credited with any unused sick 
leave accumulated prior to the employee’s separation and the full-timb employee must complete 
one month of continuous service before being granted one day of sick leave credit. In addition, 
when a full-time employee has a break in the continuity of employment because of a permanent 
separation of less than six (6) months or because of a temporary separation, the full-time 
employee’s prior unused sick leave balance is restored.

J. When an employee’s sick leave balance is zero, other leave credits such as vacation, CTO, PLP, 
personal holiday, or holiday leave may be substituted with the supervisor’s approval, and shall not 
be unreasonably denied.

K. Tjme during which an employee is excused from work because of Sick Leave shall not be 
considered as time worked for purposes of calculating overtime.

8.3 Bereavement Leave (Excludes 17 and 20) '
A. A department head or designee shall authorize bereavement leave with pay for a permanent or 

probationary full-time State employee due to the death of his/her parent, stepparent, spouse, 
domestic partner (as defined in accordance with Family Code section 297), child, grandchild, 
grandparent, brother, sister, stepchild, or death of any person residing in the immediate 
household of the employee at the time of death. An intervening period of absence for medical 
reasons shall not be disqualifying when, immediately prior to the absence, the person resided in 
the household of the employee. Such bereavement leave shall be authorized for up to three (3) 
eight-hour days (24 hours) per occurrence. The employee shall give notice to his/her immediate 
supervisor as soOn as possible and shall, if requested by the employee’s supervisor, provide 
substantiation to support the request upon the employee’s return to work.

B. A department head or designee shall authorize bereavement leave with pay for a permanent full­
time or probationary full-time employee due to the death of his/her aunt, uncle, niece, nephew, 
mother-in-law, father-in-law, daughter-in-law, son-in-law, sister-in-law, brother-in-law, or 
immediate family members of domestic partners as defined in paragraph A above. Such 
bereavement leave shall be authorized for up to three (3) eight-hour days (24 hours) in a fiscal 
year. The employee shall give notice to his/her immediate supervisor as soon as possible and 
shall, if requested by the employee’s supervisor, provide substantiation to support the request.
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C. If the death of a person as described above requires the employee to travel over four hundred 
(400) miles one way from his/her home, additional time off with pay shall be granted for two (2) 
additional days which shall be deducted from accrued leave. Should additional leave be 
necessary, the department head or designee may authorize the use of other existing leave credits 
or authorized leave without pay. Any such request shall not be arbitrarily or unreasonably denied.

D. Employees may utilize their annual leave, vacation, CTO, or any other earned leave credits for 
additional time required in excess of time allowed in A or B above. Sick leave may be utilized for 
Bereavement Leave in accordance with the sick leave provision of this Contract in section 8.2. 
Any such request shall not be arbitrarily or unreasonably denied.

E. Fractional time base (part-time) employees will be eligible for bereavement leave on a pro rata 
basis, based on the employees’ fractional time base (See schedule in article 7.)

8.3.17 Bereavement Leave (Unit 17)
A. A department head or designee shall authorize bereavement leave with pay for a permanent or 

probationary full-time State employee due to the death of his/her parent, stepparent, spouse, 
domestic partner that has been defined and certified with the Secretary of State’s office in 
accordance with Family Code section 297, grandparent, grandchild, child, sister, brother, 
stepchild, or death of any person residing in the immediate household of the employee at the time 
of death. An intervening period of absence for medical reasons shall not be disqualifying when, 
immediately prior to the absence, the person resided in the household of the employee. Such 
bereavement leave shall be authorized for up to three (3) eight (8) hour days twenty-four (24 
hours) per occurrence. The employee shall give notice to his/her immediate supervisor as soon 
as possible and shall, if requested by the employee’s supervisor, provide substantiation to 
support the request upon the employee’s return to work.

B. A department head or designee shall authorize bereavement leave with pay for a permanent full­
time or probationary full-time employee due to the death of aunt, uncle, niece, nephew, mother-in- 
law, father-in-law, daughter-in-law, son-in-law, sister-in-law, or brother-in-law. Such bereavement 
leave shall be authorized for up to three (3) eight (8) hour days in a fiscal year. The employee 
shall give notice to his/her immediate supervisor as soon as possible and shall, if requested by 
the employee’s supervisor, provide substantiation to support the request.

C. If the death of a person as described above requires the employee to travel over four hundred 
(400) miles one-way from his/her home, additional time off with pay shall be granted for two (2) 
additional days which shall be deducted from accrued leave. Should additional leave be 
necessary, the department head or designee may authorize the use of existing leave credits or 
authorized leave without pay. Such requests shall not be unreasonably denied.

D. Employees may utilize their annual leave, PLP, holiday, vacation, CTO, or any other earned leave 
credits for additional time required in excess of time allowed in A or B above. Sick leave may be 
utilized for bereavement leave in accordance with the sick leave provision of this agreement.

E. Fractional time base (part-time) employees will be eligible for bereavement leave on a pro rata 
basis, based on the employees’ fractional time base in accordance with the Chart for Computing 
Vacation, Sick Leave and Holiday Credits for all fractional Time Base Employees in article 7.

8.3.20 Bereavement Leave (Unit 20)
A. A department he.ad or designee shall authorize bereavement leave with pay for a permanent or 

probationary full-time State employee due to death of his/her parent, stepparent, spouse, child, 
grandchild, grandparent, brother, sister, mother-in-law, father-in-law, daughter-in-law, son-in-law, 
sister-in-law, brother-in-law, stepchild, or anyone living in the household. Such bereavement 
leave shall be authorized for up to three (3) eight (8) hour (24 hours) per occurrence. The 
employee shall give notice to his/her immediate supervisor as soon as possible and shall, if 
requested by the employee’s supervisor, provide substantiation to support the request.

B. A department head or designee shall authorize bereavement leave with pay for a permanent full­
time or probationary full-time employee due to the death of his/her aunt, uncle, niece, nephew, 
domestic partner (as defined in accordance with Family Code Section 297), or immediate family 
members of domestic partners (mother, father, brother, sister, or child). Such bereavement leave 
shall be authorized for up to three (3) eight (8) hour work days [twenty-four (24) hours] per fiscal 
year. The employee shall give notice to his/her immediate supervisor as soon as possible and 
shall, if requested by the employee’s supervisor, provide substantiation to support the request.
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C. If the death of a person as described above requires the employee to travel over four hundred 
(400) miles one-way from his/her home, additional time off with pay shall be granted for two (2) 
additional days which shall be deducted from accrued leave credits. Should additional leave be 
necessary, the department head or designee may authorize the use of existing leave credits or 
authorized leave without pay.

D. Employees may utilize their annual leave, vacation, CTO, or any other earned leave credits for 
additional time required in excess of the time allowed in A or B. Sick leave may be utilized for 
Bereavement Leave in accordance with the sick leave provision of this Contract in section 8.2.

E. Fractional time base (part time) employees will be eligible for bereavement leave on a pro rata 
basis, based on the employee’s fractional time base. (See schedule in Article 7.)

8.4 Parental Leave
A. A female permanent employee shall be entitled, upon request, to an unpaid leave of absence for 

purposes of pregnancy, childbirth, recovery there from or care for the newborn child for a period 
not to exceed one year. The employee shall provide medical substantiation to support her 
request for pregnancy leave. The request must include the beginning and ending dates of the 
leave and must be requested no later than thirty (30) calendar days after the birth of the child.
Any changes to the leave, once approved, are permissive and subject to the approval of the 
department head or designee. i

B. A male spouse or male parent or domestic partner (as defined in accordance with Family Code 
section 297), who is a permanent employee, shall be entitled, upon request, to an unpaid leave of 
absence for a period not to exceed one year to care for his/her newborn child. The employee 
shall provide medical substantiation to support his/her request for parental leave. The request 
must include the beginning and ending dates of the leave and must be requested no later than 
thirty (30) calendar days after the birth of the child. Any changes to the leave, once approved, are 
permissive and subject to the approval of the department head or designee.

C. If the request for parental leave is made more than thirty (30) calendar days after the birth of the 
child, a permissive unpaid leave of absence may be considered by the department head or 
designee.

D. During the period of time an employee is on parental leave, he/she shall be allowed to continue 
their health dental, and vision benefits. The cost of these benefits shall be paid by the employee 
and the rate that the employee will pay will be the group rate.

8.5 Adoption Leave
A department head or designee shall grant a permanent employee’s request for an unpaid leave of
absence for the adoption of a child for a period not to exceed one year. The employee may be
required to provide substantiation to support the employee’s request for adoption leave.

A. During the period of time an employee is on adoption leave, he/she shall be allowed to 
continue their health, dental, and vision benefits. The cost of these benefits shall be 
paid by the employee and the rate that the employee will pay will be the group rate.

B. Existing leave credits may be used for the purpose of assuming custody of the adopted 
child.

8.6 Union Leave
A. The Union shall have the choice of requesting an unpaid leave of absence or a paid leave of 

absence (Union leave) for a Union bargaining council representative, steward, or chief job 
steward. An unpaid leave of absence may be granted by the State pursuant to the unpaid leave 
of absence provisions in this Contract.^Union leave may also be granted during the term of this 
Contract at the discretion of the affected department head or designee in accordance with the 
following:

1. The Union leave shall normally be requested on a State approved form fourteen (14) 
calendar days prior to the date of the leave.

2. Any denial of union leave must be made in writing to the Union, with an explanation for 
the denial.

)
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3. The Union leave request form shall be signed by either the SEIU Local 1000 President or 
designee and no other signature will be honored by the State. A written list of 
designee(s) shall be furnished to the DPA.

4: A Union leave shall assure an employee the right to his/her former position upon 
termination of the leave. The term “former position” is defined in Government Code 
section 18522. '

5. The Union agrees to reimburse the affected departments) for the full amount of the 
affected employee’s salary, plus an additional amount equal to thirty-five percent (35%) of 
the affected employee’s salary, for all the time the employee is off on a Union leave, 
within sixty (60) days of billing. Disputes regarding reimbursement shall be resolved 
through the arbitration process.

6. The affected employee shall have no right to return from a Union leave earlier than the 
agreed upon date without the approval of the employee’s appointing power.

7. Except in emergencies or layoff situations, a Union leave shall not be terminated by the 
department head or designee prior to the expiration date.

„ 8. Employees on a Union leave shall suffer no loss of compensation or benefits.
9. Employees on Union leave underthis provision and the Union shallwaive any and all 

claims against the State for Workers’ Compensation and IDL.
10. In the event an employee on a Union leave, as discussed above, files a Workers’

Compensation claim against the State of California or any agency thereof, for an injury or 
injuries sustained while on a Union leave, the Union agrees to indemnify and hold 
harmless the State of California pr agencies thereof, from both workers’compensation 
.liability and any costs of iegal defense incurred as a result of the filing of the claim.

B. Special Union Business Events
, The State agrees to release employees on Union Paid Leave for elected representatives (or 

alternates when applicable) in accordance with A2 through A10 above to attend the following 
governance meetings:

1. SEIU Local 1000 Council (Quarterly)
2. Statewide Bargaining Advisory Committee (Quarterly)
3. General Council Meeting (Once every three years)

The Union shall provide a calendar of the above events to the State each year by January 15 to 
facilitate the ability of the State to release these representatives on the scheduled dates.
Requests by the Union for representatives to attend these events may not be unreasonably . 
denied. \

8.7 Unpaid Leave of Absence
A. A department head or designee may grant an unpaid leave of absence for a period not to exceed 

one year. The employee shall provide substantiation to support the employee’s request for an 
unpaid leave of absence.

B. Except as otherwise provided in subsection C below, an unpaid leave of absence shall not be 
granted to any employee yvho is accepting some other position in State employment; or who is 
leaving State employment to enter other outside employment; or does not intend to, nor can 
reasonably be expected to, return to State employment on or before the expiration of the unpaid 
leave of absence. A leave, so granted, shall assure an employee the right to his/her former 
position upon termination of the leave. The term “former position” is defined in Government Code 
section 18522.

C. An unpaid leave of absence may be granted for, but not limited to, the following reasons:

1. Union activity;
2. For temporary incapacity due to illness or.injury;
3. To be loaned to another governmental agency for performance of a specific 

assignment;
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4- To seek or accept other employment during a layoff situation or otherwise lessen the 
impact of an impending layoff;

. 5. Education; .
6. Research project

, 7. Personal or family matters; or
8. Run for public office. .'

D. Extensions of an unpaid leave of absence may be requested by the employee and may be 
. granted by the department head or designee.

E. A leave of absence shall be terminated by the department head or designer:

1. At the expiration; or
2. Prior to the expiration date with written notice at least thirty (30) workdays prior to the 

effective date of the revocation.

8.8 transfer of Leave Credits, Work and Family Program (Catastrophic Leave)
The parties agree wjth the impprtance of family members in the lives of State employees, as . j
recognized by the Joint Labor/Management Work and Family Advisory Committee.
A. Upon request of an employee and upon approval of a department director or designee, leave

credits (CTO, personal leave, annual leave, vacation, personal day, and/or holiday credit) shall be 
transferred between family members, in accordance with departmental procedures, for issues 
relating to Family Medical Leave, parental leave or adoption leave as indicated in the relevant 
articles of this Contract. Donations may be made by, a child, parent, spouse, domestic partner (as 
defined in accordance with Family Code section 297), brother, sister, or other person residing in 
the immediate household. , . , , J . ■

B. Upon request of an employee and upon approval of a department director or designee, leave 
credits. (CTO, personal leave, annual leave, vacation, personal day, and/or holiday credit) shajl be 
transferred from one (1) or more employees to another employee, in accordance with the 
departmental policies, when the receiving employee faces financial hardship due to injury or the 
prolonged illness of the employee, employee’s child, parent, spouse, domestic partner (as defined 
in accordance with Family Code section 297), spouse’s or domestic partner’s parent, brother, 
sister, or other person residing in the immediate household.

C. For the purposes of transferring leave credits the following definitions shall apply:

1. Sick leave credits cannot be transferred;
2. The receiving employee has exhausted all leave credits;
3. The donations must be a minimum of one hour and thereafter, in whole hour 

increments and credited as vacation or annual leave. Special School exempt 
employees may transfer personal days to another Special School exempt employee 
in accordance with section 22:4 Personal Days - Special Schools except that such

. transferred days shall be credited as personal days;
4. Personal holiday must be transferred, in. one day increments (Personal holiday 

donations shall be made pursuant to the.donating employee’s time base.);
5. Transfer of annual leave, personal leave, vacation, CTO, personal day, and holiday 

credits shall be allowed to cross departmental lines in accordance with the policies of 
the receiving department;

6. The total leave credits received by the employee shall normally not exceed three (3) 
months; however, if approved by the appointing authority, the total ieave credits 
received may be six (6) months;

7. Donations shall be made on a form to be supplied by the State, signed by the , 
donating employee, and verified by the donating department. When.donations are 
.used, they will be processed based on date and time received (first in, first used). 
Unused donations shall be returned to the appropriate donor;

8. This section is not subject to the grievance, arbitration arid AWOL procedures article
of the Contract. ,
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8.9 Catastrophic Leave - Natural Disaster
Upon request of an employee and upon approval of a department director or designee, leave credits
(CTO, vacation, personal leave, annual leave, personal day, and/or holiday credit) shall be transferred
from one or more employees to another employee, in accordance with departmental policies, under
the following conditions: 1

B

A. Sick leave Credits cannot be transferred; '
B. When the receiving employee faces financial hardship due'to-the effect of the natural disaster on 

the employee’s principal residence;
C. The receiving employee has exhausted all vacation, annual leave, and CTO credits and resides in 

one of the counties where a State of Emergency exists as declared by the Governor;
D. The donations must be a minimum of one hour and thereafter, in whole hour increments and 

credited as vacation.
E. Personal holiday must be transferred in one day increments. (Personal holiday donations shall be 

made pursuant to the donating employee’s time base);
F. Transfer of annual leave, vacation, personal leave, CTO, personal day, and holiday credits shall

be allowed to cross departmental lines in accordance with the policies of the receiving 
department; : < '

G. The total leave credits received by the employee shall normally not exceed three (3) months; 
however, if approved by the appointing authority, the total leave credits received may be six (6) 
months;

H. Donations shall be made on a form to be supplied by the State, signed by the donating employee, 
and verified by the donating department. When donations are used, they will be processed based 
on date and time received (first in, first used). Unused donations shall be returned to the 
appropriate donor;

I. Thjs section is not subject to the grievance, arbitration and AWOL procedures article of this
Contract. , i ’

8.10 Release Time for State Civil Service Examinations
A. Employees who are participating in a State civil service examination,shall be granted reasonable 

time off without loss of compensation to participate in an examination if the examination has been 
scheduled during his/her normal work hours and the employee has provided reasonable (normally 
two working days) notice to his/her supervisor. For the purposes of this section, hiring interviews 
for individuals certified from employment lists, individuals on SROA lists seeking transfers, or 
individuals seeking transfers in departments where the department head or designee determines 
the department is in a layoff mode shall be considered part of the examination process. The State 
shalj attempt to accommodate a shift change or shift modification request from an employee when 
an exam is outside of the employee’s normal work schedule.

B. Authorized release time for reasonable travel time to and from the Examination site shall be 
granted by the department. ’In' cases where the examination site is in another city, necessary 
travel time will be limited to include only that which would be necessary by the most expeditious 
mode of travel (e.g. airplane versus ground transportation) ar\d that results in the least disruption

■■ to the employer. ■' ■ ■ i‘
C. This sub-section applies to Unit 14,15,17 (level of care), and 20 (level of care) only. Reasonable 

time off shall include time to wash up or shower, and change clothes at or within close proximity 
of the worksite.

D. Costs associated with traVel will not be paid by the State. ■ _

8.11 Release Time for State Personnel Board Hearings
A. Upon two (2) working days advance notice, the State shall provide reasonable time off without 

loss of compensation for a reasonable number of employees to attend hearings conducted by the 
California SPB during the employee’s normal work hours provided;that the employee is either:

1. A party to the hearing proceedings, e.g., an appellant; or
2. Is specifically affected by the results of the hearing and has been scheduled to appear or 

testify before the State Personnel Board.
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B. The State shall attempt to accommodate a shift change request from an employee involved in 1 
or 2 above on the day of a State Personnel Board hearing.

8.12 Leave Credits Upon Transfer in State Service
All employees Shall, upon transfer in State service, transfer with all accumulated vacation, annual
leave, personal leave, personal days, and Sick leave credits.

8.13 Court Appearance and/or Subpoenas (Excludes Units 17)
A. If an employee is served with a subpoena which compels his/her presence as a witness and the 

employee is not a party to the legal action or an expert witness, the employee shall be granted a 
leave of absence with pay. Such pay shall be in the amount of the difference between the 
employee’s regular pay and any amount he/she receives for such appearance. In no case shall 
this amount exceed the employee’s regular pay.

B. In the event an employee is a party to a legal action, the employee shall, upon reasonable notice 
and the approval of the immediate supervisor, be granted the use of his/her accrued CTO, 
personal leave, annual leave, vacation or unpaid leave.

C. Upon request and subject to operational needs, an employee on an alternate work schedule or 
shift Other than Monday - Friday, 8:00 a.m. to 5:00 p.m. may be placed on an.existing work 
schedule or shift that coincides with the time he/she is required to be available in accordance with 
the provisions of A. above.

8.13.17 Court Appearance and/or Court Subpoenas (Unit 17)
A. Whenever an employee is served with a court subpoena which compels his/her presence as a 

witness, unless he/she is a party or an expert witness, such employee shall be granted a leave of 
absence with pay in the amount of the difference between the employee’s regular earnings and 
any amount he/she receives for such appearance. The time authorized and used by a Unit 17 
employee who is required by the State to prepare and testify as a witness, shall be considered as 
time worked.

B. A Bargaining Unit 17 employee shall be granted reasonable state release time for appearances 
before the Board of Registered Nurses if the employee is exonerated of all charges.

C. This action shall not be applicable to appearances for which the employee receives compensation 
in excess of his/her regular pay.

D. In the event an employee is a party to a legal action, the employee shall, upon reasonable notice 
and the approval of the immediate supervisor, be granted the use of his/her accrued CTO, 
personal, annual, vacation, or unpaid leave.

E. Upon request and subject to operational needs, an employee on an alternate work schedule or 
shift other than Monday - Friday, 8:00 a.m. to 5:00 p.m. may be placed on an existing work 
schedule or shift that coincides with the time he/she is required to be available in accordance with 
the provisions, of A. above.

8.14 Jury Duty
A. An employee shall be allowed such time off without loss of compensation as is required in 

connection with mandatory jury duty. For employees With a work schedule other than a Monday 
through Friday, 8:00 a.m. to 5:00 p.m. work schedule, the State shall make a temporary change in 
the employee’s work schedule to a 5/8/40 Monday through Friday work week for no less than one 
full week and, where necessary, additional full week increments until the employee is released 
from jury duty. For the purpose of this Section, a work week is defined as 12:00 a.m. Sunday 
through 11:59 p.m. Saturday.

B. Upon receiving notice or summons of jury duty, an employee shall immediately notify his/her 
supervisor and provide a copy of the notice or jury summons.

C. If an employee receives jury fees, the employee is required to remit to the State jury fees unless 
the employee elects to use accrued vacation leave, annual leave or compensating time off on jury 
duty.

D. For the purposes of this Section, “jury fees” means received for jury duty excluding payment for 
mileage, parking, meals or other out-of-pocket expenses.
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E. An employee may be allowed time off without loss of compensation if approved by the department 
head or designee for voluntary jury duty such as grand jury. If approved by the department, 
provision B and C above apply.

F. An employee summoned to jury duty who does not service for a full day or who is placed on “on- 
call” status shall return to work to complete his/her scheduled workday if reasonable time remains 
for such return. An employee may not be required to report back to work if he/she feels there is 
not reasonably enough time left in workday and if the employee’s supervisor concurs. , ; 
Concurrence will be not be unreasonably withheld.

8.15 Personal Leave Program-Voluntary (Excludes 17 and 21)
The State shall continue a Voluntary Personal LeaVe Program (PLP) for bargaining unit employees.
Employees may voluntarily participate in the personal leave program on a continuing basis.

A. Each full-time employee subject to paragraph B shall be credited with eight (8) hours, of voluntary 
personal leave on the first day of the following monthly pay period for each month in the Voluntary 
PLP.

B. Each full-time employee participating in the Voluntary PLP,shall continue to work his/her assigned 
work schedule and shall have a reduction in pay equal to five percent (5%). In exchange, eight 
(8) hours of leave,will be credited to the employee’s Voluntary PLP monthly.

C. Personal leave shall be requested and used by the employee in the same manner as 
vacation/annual leave. Requests to use personal leave must be submitted in accordance with 
departmental policies on vacation/annual leave. Personal leave shall not be included in the 
calculation of vacation/annual leave balances pursuant to article 8 (Leaves).

D. An employee may accumulate no more than two hundred forty (240) hours of voluntary personal 
leave. When an employee reaches two hundred forty (240) hours of personal leave or would 
exceed two hundred forth (240) hours of personal leave with further accumulation, he/she shall be 
removed from the Voluntary PLP.

E. When an employee is removed from the Voluntary PLP, he/she may not participate for a minimum 
of twelve.(12) months and he/she is not eligible to re-enroll until his/her balance is reduced to a 
maximum of one hundred twenty (120) hours.

F. At the discretion of the State, all or a portion of unused personal leave credits may be chased out 
at the employee’s salary rate at the time the personal leave payment is made. It is understood by 
both parties that the application of this cash out provision may differ from department to 
department and from employee to employee. Upon termination from State employment, the 
employee shall be paid for unused personal leave credits in the same manner as vacation or . 
annual leave. Gash out or lump sum payment for.any personal leave credits shall not be 
considered as “compensation” for purposes of retirement. If funds become available, as 
determined by the Department of Finance (DOF), for the PLP, departments will offer employees 
the opportunity to cash out accrued personal leave. Upon retirement/separation, the cash value 
of the employee’s personal leave balance maybe transferred into a State of California, DPA ,
Deferred Compensation Program as permitted by federal and state law.

G. An employee may not use any kind of paid leave such as sick leave, vacation, or holiday time to 
avoid a reduction in pay resulting from the PLP.

H. A State employee in the PLP shall be entitled to the same level of State employer contributions
for health, vision, dental, flex-elect cash option, and enhanced survivor’s benefits he or she would [ 
have received had the PLP not occurred.

I. The PLP shall not cause a break in State service, a reduction in the employee’s accumulation of 
service credit for the purposes of seniority and retirement, leave accumulation, or a merit salary 
adjustment.

J. The PLP.shall neither affect the employee’s final compensation used in calculating State 
retirement benefits nor reduce the level of State death or disability benefits the employee would 
otherwise receive or be entitled to receive nor shall it affect the employee's ability to supplement 
those benefits with paid leave.

K. Part-time employees shall be subject to the same conditions as stated above, on a pro rated
basis. , , 1
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L. The PLP for intermittent employees shall be prorated based upon the number of hours worked in 
the monthly pay period.

M. The PLP shall be administered consistent with the existing payroll system and the policies and 
practices of the SCO.

N. Employees on SDI, IDL, or Workers’Compensation for the entire monthly pay period shall be
. excluded from the PLP for that month. '

8.15.17 Personal Leave Program -Voluntary
The State shall continue a voluntary Personal Leave Program for bargaining unit employees.
Employees may voluntarily participate in the personal leave program on a continuing basis.
A. Each full-time employee subject to paragraph B. shall be credited with eight (8) hours of Voluntary 

Personal Leave on the first day of the following monthly pay period for each month in the - 
Voluntary Personal Leave Program.

B. Each full-time employee participating in the Voluntary PLP shall continue to work his/her assigned 
work schedule and shall have a reduction in pay equal to 5%. In exchange, 8 hours of leave will 
be credited to the employee’s Voluntary Personal Leave Program monthly.

C. , Personal leave shall be requested and used by the employee in the same manner as vacation or
annual leave. Requests to use personal leave must be submitted in accordance with 
departmental policies on vacation and annual leave. Personal leave shall not be included in the 
calculation of vacation/annual leave balances pursuant to Article 8 (Leaves).

D. An employee may accumulate no more than 240 hours of Voluntary Personal Leave. When an 
employee reaches 240 hours of Personal Leave or would exceed 240 hours of Personal Leave 
with further accumulation, he/she is not eligible to re-enroll until his/her balance is reduced to a 
maximum of 120 hours.

E. When an employee is removed from the Voluntary Personal Leave Program/ he/she may not
participate for a minimum of 12 months and he/she is not eligible to re-enroll!until his/her balance 
is reduced to a maximum of 120 hours. ^ ^

F. At the discretion of the State, all or a portion of unused personal leave credits may be cashed out 
at the employee’s salary rate at the time the personal leave payment is made. It is understood by 
both parties that the application of this cash out provision may differ from department to 
department and from employee to employee. Upon termination from State employment, the 
employee shall be paid for unused personal leave credits in the same manner as vacation or 
annual leave. Cash or to lump sum payment for any Personal Leave credits shall not be 
consideredl,as “compensation” for purposes of retirement. If funds become available, as 
determined by the Department of Finance, for the Personal Leave Program, departments will offer 
employees the opportunity to cash out accrued personal leave. Upon retirement/separation, the 
cash value of the employee’s personal leave balance may be transferred into a State of 
California, Department of Personnel Administration Deferred Compensation Program as 
permitted by Federal and State law, ,

G. An employee may not use any kind of paid leave such as sick leave, vacation, or holiday time to 
avoid a reduction in pay resulting from the Personal Leave Program.

H. A State employee in the Personal Leave Program shall be entitled to the same level of State 
employer contributions for health, vision, dental, flex-elect cash option, and enhanced survivor’s 
benefits her or she would have received had the Personal Leave Program not occurred.

I. The Personal Leave Program shall not cause a break in State service, a reduction in the'/ 
employee’s accumulation of service credit for the purposes of seniority arid retirement, leave 
accumulation, or a merit salary adjustment.

J. The Personal Leave Program shall neither affect the employee’s final compensation used in
calculating State retirement benefits nor reduce the level of State death or disability benefits the 
employee would otherwise receive of be entitled to receive nor shall it affect the employee’s 
ability to supplement those benefits with paid leave. ’

K. Part-time employees shall be subject to the same conditions as Stated above, on a prorated 
basis.

L. The Personal Leave Program for intermittent employees shall be prorated based upon the 
number of hours worked in the monthly pay period.
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I M. The Personal Leave Program shall be administered consistent with the existing payroll system 
and the policies and practices of the State Controller’s Office.Employees on SDI, IDL, or Worker’s 
Compensation for the entire monthly pay period shall, be excluded from the Personal Leave 
Program for that month.

8.15.21 Personal Leave-Voluntary (Unit21)
A. Each department may decide whether it intends to offer the Voluntary Personal Leave Program 

(VPLP). Participating department Will notify employees of. any program conditions that they may 
establish (e.g,, eligibility criteria, maximum carryover credits, operational limitations) and . 
procedures for participation. Employee participation in the program shall be on a voluntary basis.

B. Except for “K" below, only permanent full-time employees are eligible to participate in the VPLP. 
Interested employees may only request either one day (8 hours) or two (2) days (16 hours) 
personal leave per month with an equal reduction in pay. Approval or denial of the request shall 
be at the general discretion of the department and may vary within the department. A department 
may only approve either one day,(8 hours) or two (2) .days, (16 hours) personal leave. Salary 
ranges and rates shall not be affected becaiise of VPLP participation,

C. Participating employees shall be credited with eight (8) or sixteen (16) hours of personal leave oh 
first day of the following monthly pay period the employee is in the VPLP.

D. Once approved, employees must remain in the program for twelve (12) months unless a 
department established a lesser time period. Once approved for the VPLP, an employee agrees 
to remain in the program for (hat time period. In the case of a financial hardship, an employee’s 
request to cancel participation may be approved by a department on a case basis. The State

' reserves the right to cancel the program on a departmental, sub divisional or, individual basis at 
any time with thirty (30) days notice to the employee.

E. Personal leave (including time accrued via the VPLR, personal leave program in effect from July 
1,1992 through December 30, 1993, and the personal leave program in effect from October 1, 
2003 through September 30, 2004) shall be requested and used by the employee in the same 
manner as vacation or annual leave. Request to use personal leave must be submitted in 
accordance with departmental policies on vacation or annual leave. Employees may not be 
required to use personal leave credits.

F. At the discretion of the State, if funds become available, as determined by the Department of 
Finance (DOF), all or a portion of unused personal leave credit (including time accrued via the 
VPLP, personal leave program in effect from July 1,1992 through December 30, ,1993„and the 
personal leave program in effect from October .1, 2003 through September 30, 2004) may be 
cashed out at the employee’s salary rate.at the time the personal leave payment is made. It is 
understood by both parties that the applicant of this cash out provision may differ from department 
to department and from employee to employee. Upon termination from theState employment, 
the employee shall be paid for unused personal leave credits in the same manner as vacation or 
annual leave. Cash out or lump sum payment for any personal leave credits shall not be 
considered as “compensation” for purposes of retirement. Upon retirement/separation, the cash 
value of the employee’s personal leave balance may be transferred into a State of California,

, DPA, Deferred Compensation Program as permitted by Federal and State law! : .
G. Participating employees shall be entitled to the same level of State employer contribution for 

health, vision, dental, flex-elect cash option arid enhanced survivor’s benefits he or she would 
have received had they.not participated in the VPLP.

H. The VPLP shall not cause a break in Stat service, a reduction in the employee’s accumulation of 
service credit for the purposes of seniority and retirement, leave accumulation or merit salary 
adjustment.
The VPLP shallneither. affect the employee’s final compensation used in calculating State 
retirement benefits nor reduce the level of State death or disability benefits the employee would 
otherwise receive or be entitled to receive nor shall it affect the employee’s ability to supplement 
those benefits with paid leave.
The VPLP shall be administered consistent with the existing payroll system and the policies and 
practices of the SCO.
Employees oh EIDL, SDI, IDL or worker’s compensation for the entire monthly pay period shall be 
excluded from the VPLP.
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L. Continued participation in the program when an employee transfers to another department shall 
be at the discretion of the new department.

M. If any dispute arises about this VPLP, an employee or Union may file a grievance and the 
decision reached at the third step shall be final and not subject to the grievance arbitration clause 
of the Agreement.

8.16 Family Medical Leave Act (FMLA)
A. The State acknowledges its commitment to comply With the;spirit and intent of the leave 

entitlement provided by the FMLA and the California Family Rights Act (C FRA) referred to 
collectively as “FMLA”. The State and the Union recognize that on occasion it will be necessary 
for employees of the State to take job protected leave for reasons consistent with the FMLA. As 
defined by the FMLA, reasons for an FMLA leave may include an employee’s serious health 
condition, for the care of a child, spouse, domestic partner (as defined in Family Code section 
297), or parent who has a serious health condition, and/or for the birth or adoption of a child.

B. For the purposes of-providing the FMLAbenefits the following definitions shall apply:

1 . An eligible employee means an employee who meets the eligibility criteria set forth in the 
. . FMLA; ' V '

2. An employee’s child means any child, regardless of age, who is affected .by a serious 
health condition as defined by the FMLA and is incapable of self care. “Care” as provided

. in this section applies to the individual with the covered health condition;?
3. An employee’s parent means a parent or an individual standing in ioco parentis as set 

forth in the FMLA;
4. Leave may include paid sick leave, vacation, annual leave, personal leave, catastrophic 

leave, holiday credit,.excess hours; and unpaid lieave. In accordance with the FMLA, an 
employee shall not be required to use CTO credits, unless otherwise Specified by section 
8.8 of this Contract.

a. FMLA absences due to illness arid/or injury of the employee or eligible family 
member may be.covered with the employee’s available sick leave credits and

‘ catastrophic leave donations. Catastrophic leave eligibility and sick leave credit 
usage for a FMLA leave will be administered jn accordance with section 8.8 and 
8.2 of this Contract. . '

b. Other leave,may. be substituted for the FMLA absence due to illness and/or injury,
■ at the employee’s discretion. An employee shall pot ^e required to exhaust all paid 

leave, before choosing unpaid leave, unless otherwise required by section 8.8 of 
this Contract.

c. FMLA absences for reasons other than illness and/or injury (i.e., adoption or care 
of an eligible family member), may be covered with leave credits, other than sick 
leave, including unpaid leave, at the employee’s discretion. Except in accordance 
with Section 8.8 of this Contract, an employee shall not be required to exhaust all 
leave credits available before choosing unpaid leave to cover an FMLA absence.

C. An eligible employee shall provide certification of the need for an FMLA leave. Additional 
certification may be requested if the department head or designee has reasonable cause to 
believe the employed's condition or eligibility, for FMLA leave has changed. The reasons for the 
additional Certification request shall be provided to the employee in writing.

D. An eligible employee shall be entitled to a maximum of twelve (12) workweeks (480 hours) FMLA 
leave per calendar year and all other rights set forth in the FMLA. This entitlement shall be 
administered in concert with the other leave provisions in article 8 of this Contract. Nothing in this 
Contract should be construed to allow the State to provide less than that provided by the FMLA.

E. On January 1 of each year, FMLA leave shall be recorded in accordance with the calendar year. 
Each time an employee takes an FMLA leave, the remaining leave entitlement is any balance of 
the twelve (12) workweeks that has not been used during the current calendar year. Employees 
who have taken FMLA leave under the previous twelve (12) month rolling period, shall be entitled 
to additional leave up to a total of twelve (12) weeks for the current calendar year.
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F. An employee on FMLA leave has a right to be restored to his/her same or “equivalent” position
(FMLA) or to a “comparable” position (CFRA) with equivalent pay, benefits, and other terms and 
conditions of employment. : ' '

G. For the purposes of computing seniority, employees on paid FMLA leave will accrue seniority 
credit in accordance with the DPA rules 599.608 and 599:609.

H. Any appeals regarding an FMLA decision should be directed to the department head or designee. 
FMLA is a Federal law and administered and enforced by the Department of Labor, Employment 
Standards Administration, Wage and Hour Division. The State’s CFRA is a State law which is 
administered and enforced by the DFEH. FMLA/CFRA does not supersede any article of this 
Contract which' provides greater family and medical leave rights. This section is not subject to 
grievance or arbitration.

I. The Union will be noticed when a denial is issued for the lack of one thousand two hundred and 
fifty (1,250) hours of service. A copy of the written denial shall be sent attn: SEIU Local 1000 
Headquarters within thirty (30) days. Should the request for FMLA be denied, the reason for 
denial will be provided in writing within thirty (30) days to the employee.

8.17 Mentoring Leave (Excludes Units 17 and 21) ’
A. Eligible employees may receive up to forty (40) hours of “mentoring leave” per calendar year to 

participate in mentoring activities once they have used an equal amount of their personal time for 
these activities. “Mentoring leave” is paid leave time which may only be used by an employee to 
mentor. This leave does not count as time worked for purposes of overtime. “Mentoring leave” 
may not be used for travel to and from the mentoring location.

B. An employee must use an equal number of hours of his or her personal time (approved annual 
leave, vacation, personal leave, personal holiday, or CTO during the workday and/or personal 
time during non-working hours) prior to requesting “mentoring leave”. For example, if an 
employee requests two (2) hours of mentoring leave, he or she must have used two (2) verified 
hours of his or her personal time prior to receiving approval for the “mentoring leave”. “Mentoring 
leave” does not have to be requested in the same week or month as the personal time was used. 
It does, however, have to be requested and used before the end of the calendar year.

C. Prior to requesting mentoring leave and in accordance with departmental policy, an employee 
shall provide his of her supervisor with verification of personal time spent mentoring from the 
mentoring organization.

D. Requests for approval of vacation, CTO, and/or annual leave for mentoring activities are subject 
to approval requirements in this Contract and in existing departmental policies. Requests for 
approval of mentoring leave are subject to operational needs of the State, budgetary limits, and 
any limitations imposed by law.

E. In order to be eligible for “mentoring leave”, an employee must:

1. Have a permanent appointment;
2. Have successfully completed their initial probationary period; and .
3. Havecommitted to mentor a child or youth through a mentoring organization that meets 

the quality assurance standards in accordance with the Governor’s Mentoring 
Partnership, for a minimum of one school year. (Most programs are aligned with the

. child’s normal school year; however, there may be some that are less of more: 
Department management may make exceptions to the one school year commitment 
based on the mentor program that is selected.)

F. An employee is not eligible to receive “mentoring leave” if:

1. He or she is assigned to a “post” position in the CDCR; or
2. He:or she works in a level of care position in the DDS, DMH, DOE or Veterans’ Affairs 

(CDVA).

G. Permanent part-time and Permanent Intermittent (PI) employees may receive a pro-rated amount 
of mentoring leave based upon their time base. For example, a half time employee is eligible for 
twenty (20) hours of mentoring leave per calendar year, whereas an intermittent employee must
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wdrk a qualifying monthly pay period (equivalent to one hundred sixty [160] hours) to earn 3.3 
hours of mentoring leave.

H. Any appeals, and/or disputes regarding this section shall be handled in accordance with the 
complaint procedure specified in Article 6 of this Contract.

8.17.21 Mentoring Leave (Unit 2i)
A; Eligible employees may receive up to forty (40) hours of “mentoring leave” per calendar year to 

participate in mentoring activities once they have used an equal amount of their personal time for 
these activities. Mentoring leave is paid leave time which may only be used by an employee to 
rhentor. This leave does not count as time worked for purposes of overtime. Mentoring leave 
may not be Used for travel to and from the mentoring location.

B. An employee must use an equal number of hours of his or her personal time (approved annual 
leave, vacation, personal leave, personal holiday, or CTO during the workday and/or personal

; time during non-wofking hours) prior to requesting mentoring leave. For example/-if an employee 
requests two (2) hourS of mentoring leave, he or She must have used two (2) verified hours of his 
dr her personal tifne prior to receiving approval for the mentoring leave. Mentoring leave does not 
have to be requested in the same week or month as the personal time was used. It does, 
however, have to be requested and used before the end of the calendar year.

C. Prior to requesting mentoring leave and in accordance with departmental policy, an employee
shall provide his or her supervisor with verification of personal time spent mentoring from the 
mentoring organization. ;

D. Requests for approval of vacation, CTO, and/or annua) ieave for mentoring activities are subject 
to approval requirements in this Contract and in existing departmental policies. Requests for 
approval of mentoring leave are subject to operational needs of the State,' budgetary limits, and 
any limitations imposed by law. ‘

E. In order to be eligible for “mentoring leave,” an employee must:

1. Have a permanent appointment;
2. Have successfully completed their initial.probationary period; and
3. Have committed to mentor a child or youth through a mentoring Organization that meets 

' the quality assurance standards in accordance with the Governor’s Mentoring
Partnership, for a minimum of one school year. (Most programs are aligned with the 
child’s normal school year; however, there may be some that are less or more. 
Department management may make exceptions to the one school year commitment 
based on the mentor program that is selected.) ^ J

F. Permanent part time and PI employees may receive a pro-rated amount of mentoring leave based 
upon their time base. For example, a half time employee is eligible for twenty (20) hours of 
mentoring leave per calendar year, whereas an intermittent employee must work a qualifying 
monthly pay period (equivalent to one hundred sixty [160] hours) to earn 3.3 hours of mentoring 
leave. ■

G. Any appeals and/or disputes regarding this Section shall be handled in accordance with the 
complaint procedure specified in Article 6 of thiS Contract.

8.18 Work and Family Participation
A. Family Activity 1

Subject to operational needs and reasonable notice to the employer, employees Shall be 
permitted to use accrued leave credits1 (vacation, annual leave, personal holiday, holiday credits, 
CTO) for the purpose of attending school or nonschool family-related activities such as sports 
events, recitals, 4-H, etc., in which the employee’s child is participating. However, use of such 
leave shall not diminish an employee’s entitlement under the Family School Partnership Act 
(Labor Code section 230.8) to, upon reasonable notice to the employer, use up to eight (8) hours 
per month but not to exceedforty (40) hours per calendar year of accrued leave credits (vacation, 
annual leave, personal holiday, holiday credits, CTO) for the pUrpoSe of attending school or pre­
school related activities in which the employee’s child is participating' Family is defined as the 
employee’s son, daughter, or any child the employee stands in loco parentis (to the child).
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. Employee leave requests for family activities shall be in accordance with the appropriate 
departmental procedures.

B. ..FamilyCrisis .. . . - , . . . ,
Subject to operational needs, and upon reasonable notice to the employee’s immediate 
supervisor, employees shall be eligible to use accumulated leave credits for the purpose of 
dealing with family crisis situations (e.g,, divorce counseling, family or parenting conflict, ,
management, family care urgent matters and/or emergencies). If the employee has exhausted 
available leave credits, the employee may request unpaid leave. Family is defined as the parent, 
stepparent, spouse, domestic partner (as defined in accordance with Family Code section 297), 
child, grandchild, grandparent, brother, sister, stepchild, or any person residing in the immediate 
household. If eligible, any family crisis leave that meets the definition of serious health condition 

. will run concurrently with section 8.16 of this Contract, Family Medical Leave Act. The State shall 
. , consider requests from employees to adjust work hours or schedules or consider other flexible 

arrangements consistent with a department’s operational needs and the provisions of this 
■Contract. Employee requests related to family crisis or domestic violence shall be in accordance 

with departmental procedures and, except in emergencies, shall be made with reasonable notice 
to the employee’s immediate supervisor. The State shall, maintain the confidentiality of any 
employee requesting accommodation under this section, but may require substantiation to 
support the employee’s request.

8.19 Paid Time Off -Precinct Election Board
With prior approval of,,the employee’s supervisor'and under comparable conditions as provided for 
supervisors and managers in DPA rule 599.930, an employee may be granted time off for public 
service as a member pf a Precinct Election Board. The employee shall be eligible for both regular 
State compensation and any fee paid by the Registrar of Voters.for such service. Verification of 
service may be required.,

8.20 Blood Donation Programs
Bargaining unit employees vyho donate blood, plasma, platelets and other blood products to certified 
donation centers may be allowed reasonable release time without loss of compensation when 
donations are made either at or in close proximity to the work site. Donation verification shall be 
provided upon request.

8.21.3 9-12,10-12, and 11-12 Leave (Unit 3)
A. A department head may, upon request of an employee, grant a leave of absence:

1. Not to exceed ninety-five (95) calendar days to permanent or probationary civil service
employees or ' . . .

2. Not to exceed,any three (3) pay periods during the period designated by the department 
head for release, from performance of duties to full-time permanent or probationary 
employees. These need not be consecutive pay periods. Such leaves shall be without 
pay for.persons employed and paid under the provisions of DPA regulation ,599.666 and 
with deferred pay for persons employed and paid under the provisions of DPA regulation 
599.667. . ■

B. Leaves of absence granted under the provisions of these rules shall be counted as qualifying 
service for merit and special in-grade salary adjustments, for seniority and for computation of

, months of total State service to determine changes in the. monthly credit for vacation/annual 
leave. For'all other purposes, leaves of absence granted pursuant to this section shall not be 
counted as qualifying service.

C. All Unit 3 employees, except exempt teachers of the CDE, may request to utilize the 9-12,10-12 
or 11-12 plan.

D. Affected departments wi|l make every reasonable effort to grant 9-12,10-12,11-12 leave to 
qualified employees and 9T12,10-12 or 11-12 leave plan requests shall notbe unreasonably 
denied. Any denial will be accompanied by a reason in writing/
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E. An employee returning from 9-12,10-12, or 11-12 leave shall have the right to return to his/her 
former position. Every reasonable effort will be made to return the employee to the same 
position.

F. For CDGR, DAI & DJJ employees on a 220 or equivalent day academic year, the following 
restrictions apply:

. 1; Employees on the 220 or equivalent day schedule may not utilize the 9/12 option.
2. Prior to utilizing 10/12 or 11/12 leave the employee must apply and pay in advance so 

that each month of leave has been paid for by monthly pay reduction. Monthly pay will be 
reduced by 1/6 for a 10/12 and 1/12 for an 11/12 leave.

3.10/12 leaves may be for non-consecutive .pay periods.
4. Before approval for the 10/12 or 11/12 option, the employee will sign an agreement 

assenting to the 1/12 or 1/6 reduction in monthly pay and identifying the month or months 
to be taken Off. The employee will also indicate understanding that a reconciliation will 
take place at the conclusion of the twelve (12) month period to account for actual days 
worked. This reconciliation could result in the employee owing money to the State or the 
State owing money to the employee because of the variation in number of work days in 

. the months of the approved academic calendars in DAI and DJJ. Any debt owed by the 
employee will be repaid according to the State Accounting Manual.

8.21.21 10-12 Leave (Unit 21)
A. A department head may, upon the request of an employee, grant a leave of absence not to 

exceed two (2) consecutive pay periods during the period designated by the department head for 
release from performance of duties to full-time permanent or probationary employees.

B. Leaves of absence granted under the provisions of these rules shall be counted as qualifying 
service for merit and special in-grade salary adjustments, for seniority, and for computation of

. months of total State service to determine a change in the monthly credit for vacation leave. For 
all other purposes, leaves of absence granted pursuant to this section shall not be counted as 
qualifying service.

C. All Unit 21 employees may request to utilize the 10-12 plan.
D. Any denial of the 10-12 plan shall be accompanied by a reason in writing.
E. An employee returning from 10-12 leave shall have the right to return to his/her former position. 

The term “former position” is defined in Government Code section 18522.

8.22.14 Vacation Calendar (Unit 14)
A. A vacation schedule shall be established for employees by shift at each work location on a semi­

annual basis, and distributed to all employees prior to the start of the semi-annual period. During 
the first quarter of the sixty (60) calendar day period just prior to the semi-annual period, each 
employee shall designate the vacation time(s) he/she desires. The supervisor shall ensure that 
any conflicts are resolved during the second quarter of the sixty (60) calendar day period.

B. Vacation requests made after the vacation schedule has been posted may be granted on a first- 
come, first-served basis provided there is no interference with the scheduled vacations.

C. Each department head or designee will make every effort to act on vacation requests in a timely 
manner.

■ , i ■ .
8.23.1 Employment Development Department (EDD) Vacation Leave Policy (Unit 1)

Subject to operational needs, the time when vacation shall be taken by the employee shall not be 
unreasonably denied. Vacations can only be cancelled when unanticipated operational needs require 
it. / . ■

An employee shall be granted annual vacation leave request(s) up to their annual accrual rate. All 
vacation leave taken during the calendar year shall be counted towards the amount of leave 
described in the previous sentence. Employees must have sufficient leave earned and available to. 
cover the time requested, prior to beginning their Vacation.
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A. Vacation Policy

1 . When two (2) or more employees on the same shift (if applicable) in a work unit (as 
defined by EDD) request the same vacation time during a bidding round and approval 
cannot be given to all employees requesting it, employees shall be granted their preferred 
vacation period in order of seniority (defined as total months of State service in the same 
manner as vacation,is accumulated). When two (2) or more employees have the same 
amount of State service, department seniority will be used to break the tie. After review of 
State service and departmental seniority a tie will be broken by lot. Vacation schedules, 
which have been established in a Work unit, pursuant to the seniority provisions, shall, not 
be affected by employee(s) entering the unit after the schedule has been established.

2. Employees shall be allowed to bid on vacation leave periods up to their annual accrual 
rate. Any requests to use additional leave balances would be pursuant to the Vacation 
Bidding Procedure in paragraph B below and the Vacation Bidding. Rounds in paragraph 

. C below..
' 3. Employees shall use a statewide uniform vacation bid form which has been mutually

agreed to by the Union and EDD management.

B. Vacation Bidding Procedure

1. Beginning on September 1, and ending no later than November 30, of each year, or the 
first work day(s) thereafter, each office manager or his or her designee shall conduct four 
(4) rounds of vacation bidding if necessary at their worksite. ;

2. At least two (2) weeks prior to September 1, each office manager or his or her designee 
shall make available to all employees a current worksite seniority list, a one year 
electronic calendar starting February 1. and ending on January 31 of the following year, 
indicating the number of employees that may be on vacation on each day, and copies of 
the mutually agreed to standard EDD vacation bid form-

3. For each of the four (4) rounds of vacation bidding, employees shall have ten (10) work 
days to turn in their completed bid form to the office manager or his or her designee.

4. For rounds one (1) and two (2) of bidding, the office manager or his or her designee shall 
approve vacation periods in the following manner. Each employee shall be granted their 
#1 priority choice unless it is taken by an employee(s) with more seniority as defined hri 
paragraph A., section 1 above. The office manager or his or her designee shall then 
approve the employee’s #2 choice unless it is taken by an employee(s) with more 
seniority. If necessary, the office manager or his or her designee shall go through all of an 
employee’s subsequent bid choices in the same manner.

5. For any round of bidding, if an employee's bid list is exhausted, or if any part of an 
employee’s consecutive day bid request cannot be granted, the office manager or his or 
her designee shall briefly confer with the employee, if the employee is available, for the 
purpose of obtaining another vacation bid before moving on to the next senior person in

, the office. If the employee is not available and has not left contact information with his/her
manager then the manager shall move on to the next employee.

6. For round three (3), the office manager or his or her designee shall approve up to the 
employee’s accrual rate before moving to the next senior employee’s bid form.

7. For round four (4), the office manager or his or her designee shall approve up to the 
employee’s balances before moving to the next senior, employee^ bid form..

8. As each employees’ vacation is approved in each of the four (4) vacation bidding rounds 
listed below, the office manager or his or her designee shall on a daily basis update the 
calendar described in B(2).

9. On November 30, or the first work day thereafter, the office manager or his or her 
designee shall provide each employee at the worksite with their approved vacation 
choices.
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10. On November 30, or the first work day thereafter, each office manager or his or her 

designee shall post all approved vacation choices. This electronic calendar shall be 
immediately updated if: , /

a. An employee cancels a vacation period.
b. Someone from the waiting list is approved. '
c. A vacation period is approved during the open bidding period.
d. More vacation slots become available.

jv 11. When an employee who was granted vacation leave cancels,that leave, or will not have 
sufficient leave credits to cover the leave, the first person on the waiting list, if any, shall 
be awarded that vacation leave time.

C. Vacation Bidding Rounds

1. Starting on September 1,.or the first work day thereafter; each office manager or his or 
her designee shall conduct a first round of vacation bidding in the following manner.
Using the standard bid form, each employee shall submit a minimum of five (5),vacation 
choices in priority order to the office manager or his or her designee. Each bid choice 
shall consist of one (1) through twenty-two (22) consecutive work days. Each bid choice 

. shall be no more than the employee’s annual accrual rate. The office manager or his or 
her designee shall then follow the Vacation.Bidding Procedure in paragraph B, sections 4 
and 5 above.

.2. Immediately after completing the first round of vacation: bidding, the office manager or his 
or her designee shall conduct a second round. Using the standard bid form, each 
employee may submit,vacation,choices in priority,order and shajl consist of one(1) 
through twenty-two (22) consecutive work days and each bid choice shall be no greater 
than the employee’s remaining annual accrual rate. The office manager or his or her 
designee shall then follow the Vacation Bidding Procedure in paragraph B, sections 4 and 
5 above. ,

3. The combined total of rounds one (1) and two (2) cannot exceed the annual accrual rate 
of the employee.

4. Immediately after completing the second round of vacation bidding, the office manager or 
his or her designee shall conduct a third round of bidding. Using the standard bid form, 
each employee may submit vacation choices in priority orderthat consist of their. 
remaining accrued vacation rate: The,office manager or his or her designee shall then 
follow the Vacation Bidding Process in paragraph B, sections 4, 5, 6, and 7 above.

5. Immediately after completing the third round of vacation bidding, the office manager or his 
or her designee shall conduct a fourth round of bidding. Using the standard bid form, 
each employee may submit choices in priority order using their carryover vacation, annual

. leave, CTO or personal leave program balances. The office manager or his or her 
: designee shall then follow the Vacation Bidding Process in paragraph B, sections 4, 5, 6,

, ^ and 7 above.

D. Open Vacation Bidding Period

Immediately after the Vacation Bidding Rounds in section C above, employees shall be allowed to 
bid on any open time on a first come, first serve basis throughout the year (February 1 through 
January 31). -If tyro (2) ormore employees ask for the same vacation day(s) at the same time, 
requests shall be granted on the basis of seniority as described in paragraph A; above.

. ' ■ . ■ ■ (
E. Expedited.Grievance Procedure

EDD agrees to the follow,ing expedited grievance procedure for alleged violations of Article 8 
Leaves, section,8.1 (K) Vacatipn/Annual Leave. .
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For the purpose of grievance filed pursuant to section 8.1 (K), Step 1 will be defined as the 
Director or designee. If the decision received is not satisfactory, the grievance may be appealed 
to Step 3 (DPA) and will not be subject to the arbitration procedure, i

■' . ...... ’ \
F. Vacation Information

At the request of the Union, EDD agrees to provide on a quarterly basis, the number Of vacation 
requests per office that have been denied during the Open Vacation Bidding Period.

8.24.15 Department of Developmental Services Vacation Scheduling System for Common Level of Care 
(LOC) Nursing Staff in Bargaining Unit 15 (Unit 15)

A. Oh October 1 of each year, each unit/work location shall post a vacation calendar in a prominent 
place readily available to Bargaining Unit 15 (Hospital Worker), employees. For the a.m. and p.m. 
shifts, the calendar shall clearly indicate by unit/work location (as defined by the program' 
management) and shift, the number of LOC employees that may be on vacation on each day of 
the upcoming year. Forthe NOC shift, the calendar shall indicate by program, the number of 
erhployees that may be on vacation on each day of the upcoming year. The posted vacation time 
Shall be sufficient to permit all employees on each shift to have a vacation sometime during the 
year. Non-Client residential programs are exempt from coverage but will be governed by terms

• and conditions provided under the Agreement.
B. During the period of October 1 to October 31, ail employees, Without regard to bargaining unit 

classification or seniority, may sign up for no more than two (2) vacation periods for the upcoming 
calendar year. Each vacation period shall be for consecutive days. The two (2) vacation periods 
combined shall not exceed thirty-two (32) days of vacation days scheduled off during the vacation 
year, and any one vacation period shall not exceed twenty-four (24) vacation days scheduled off.

> Each vacation period shall be separated by at least twenty-two (22) days Worked,

1. Vacation requests shall not exceed the employees’ accrued vacation time balance at the 
time(s) the vacation(s) is taken.

2. No other accumulated/accrued time shall be authorized for the purpose of requesting 
vacation time Off.

3. During the above period, Management will not intervene to resolve conflicts in the 
vacation requests. '

C. „ Beginning November 1 and ending the dose of November 30, those employees with overlapping
vacation requests that would result in exceeding the authorized vacation posting shall be notified. 
These employees will be given the opportunity to modify their vacation choices through 
discussion and compromise among the affected employees. Where these discussions do not 
result in compromise arid agreement among the affected employees, the most senior employees’ 
vacation requestahall prevail if the employees are in the same bargaining unit. Conflicts between 
employees of different bargaining units shall be resolved by lot.(coin toss). If an employee does 
not obtain his/her bid vacation, he/shd will be provided the sarne duration of time off as bidded, as 
determined by management, or the employee may bid on the remaining unbid vacation time.

D. On December 7, program management shall post the vacation calendar for the upcoming 
vacation year.

E. Program management shall post an ad hoc calendar on a quarterly basis for the purpose of 
identifying potential time slots. j.

The calendar shall be posted on or about December 20 for the January/March and by the 20th 
day of the last month of each quarter thereafter.

1. Program management shall maintain full and unabridged discretion to determine the time 
slot(s) available on the ad hoc calendars and shall maintain full and unabridged 
prerogatives to add or delete ad hoc time slot(s) that have not been approved off.

2. The ad hoc calendar shall not be construed as an additional vacation calendar, but as 
contingent and tentative time slot(s) subject to cancellation for operational needs.
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3. The ad hoc time slot(s) shall be obtained on a first-come, first-served basis without regard 
to what type of employee time accrual is used to request the time slot(s) off.

F. When an employee cancels a vacation period, the State shall make a reasonable effort to make 
all or part of the time available on the ad hoc calendar.

G. A reasonable effort shall be made to honor vacation time when an employee transfers to another 
position within the facility. If it cannot be honored, the employee will be guaranteed the equivalent 
time off at another time, as determined by management.

H. Nothing in this agreement shall prevent program management from granting additional time in 
excess of the ad hoc calendar.

I. If an ad hoc time slot is available, an employee who elects to use a personal holiday, it Shall be 
granted if the request is made at least five (5) calendar days in advance.

8.24.17 DDS Vacation Scheduling: Two Vacation Period Scheduling Method (Unit 17)
A. On October 1 of each year, each unit/work location shall posta vacation calendar in a prominent

place readily available to Bargaining Unit 17 (Registered Nurse) employees.. For the a.m.: and 
p.m. shifts, the calendar shall clearly indicate by unit/work location (as defined by the program 
management) and shift, the number of level-of-care employees that may be on vacation on each 
day of the upcoming year. For the NOC shift, the calendar shall indicate, .by program, the number 
of employees that may be on vacation on each day of the upcoming year. The posted vacation 
time shall be sufficient to permit all employees on each shift to have a vacation sometime during 
the year. Non-client residential programs are exempt from coverage but will be governed by terms 
and conditions provided under the Agreement. >

B. During the period of October 1 to October 31, all employees, without regard to bargaining unit 
classification or seniority, may sign up forme more than two (2) vacation periods for the upcoming 
calendar year. Each vacation period shall be for consecutive days. The two (2) vacation periods 
combined shall not exceed thirty-two (32) days of vacation days scheduled off during the vacation 
year, and any one vacation period shall not exceed twenty-four (24) vacation days scheduled off. 
Each vacation period shall be separated by at least twenty-two (22) days worked.

1. Vacation requests shall not exceed the employees’ accrued vacation time balance at the 
time(s) the vacation(s) is taken.

2. No other accumulated/accrued time shall be authorized for the purpose of requesting 
vacation time off.

3. During the above period, management will not intervene to resolve conflicts in the 
vacation requests. Beginning November T and ending the close of November 30, those 
employees with overlapping vacation requests that would result in exceeding the 
authorized vacation posting shall be notified. These employees will be given the 
opportunity to modify their vacation choices through discussion and compromise among 
the affected employees. Where these discussions do not result in compromise and 
agreement among affected employees, the most senior employees’ vacation request 
shall prevail if the employees are in the same bargaining unit. Conflicts between 
employees of different bargaining Units shall be resolved by lot (coin toss). The employee 
has the right to be present during the coin toss. If an employee does not obtain his/her bid 
vacation, he/she will be provided the same duration of time off as bidded as determined 
by management, or the employee may bid on the remaining unbid vacation time,

C. On December 7, program management shall post the vacation calendar for the upcoming 
vacation year.

D. Program management shall post an ad hoc calendar on a quarterly basis for the purpose of 
identifying potential time slots.
The calendar shall be posted on or about December 20 for the JanUary/March quarter and by the 
20th day of the last month of each quarter thereafter.

1. Program management shall maintain full and unabridged discretion to determine the. time 
slot(s) available on the ad hoc calendars and shall maintain full and unabridged 
prerogatives to add or delete ad hoc time slot(s) that have not be approved off.
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2. The ad hoc calendar shall not be construed as an additional vacation calendar, but as 
contingent and tentative time slot(s) subject to cancellation for operational needs.

3. The ad hoc time slot(s) shall be obtained on a first-come, first-served basis without regard
v to what type of employee time accrual is used to request the time slot(s) off.

E: When an employee cancels a vacation period, the state shall make a reasonable effort to make 
all or part of the time available on the ad hoc calendar. .

F. A reasonable effort shall be. made to honor vacation time when an employee transfers to another 
position within the facility. If it cannot be honored, the employee will be guaranteed the equivalent 
time off at another time, as determined by management.

. G. Nothing in this agreement shall prevent program management from granting additional time in 
excess of the ad hoc calendar.

H. If an ad hoc time slot is available, an employee who elects to use a personal holiday, it shall be 
granted if the request is made at least five (5) calendar days in advance.

8.24.20 DDS/LVN Vacation Scheduling (Unit 20)
A. On October 1 of each year, each unit/work location in the DDS shall post a vacation calendar in a 

prominent place readily available to Bargaining Unit 20 (Licensed Vocational Nurse) employees. 
For the a.m: and p.m. shifts, the calendar shall clearly indicate by unit/work location (as defined 
by the program management) and shift, the number of LOC employees that may be on vacation 
on each day of the upcoming year. For the NOC Shift, the calendar shall indicate by program, the 

. number of employees that may be on vacation on each day of the upcoming year. The posted 
vacation time shall be sufficient to permit all employees on each shift to have a vacation 
sometime during the year. Non-Client residential programs are exempt from coverage but will be 
governed by terms and conditions provided Under the expired Collective Bargaining Agreement.

8-. During the period of October 1 to October 31, all employees, without regard to bargaining Unit 
classification or Seniority, may sign up for no more than two (2) vacation periods for the upcoming 
calendar year. Each vacation period shall be for consecutive days. The vacation periods 
combined shall not exceed thirty-two (32) days of vacation days scheduled off during the vacation 
year, and any one vacation period shall not exceed twenty-four (24) vacation days scheduled off. 
Each vacation period shall be separated by at least twenty-two (22) days worked.

1. Vacation requests shall not exceed the employee’s accrued vacation time balance at.the 
time(s) the vacation(s) is taken.

2. No other accumulated/accrued time shall be authorized for the purpose of requesting
. vacation,time off.
3. During the above period, management will not intervene to resolve conflicts in the 

vacation requests.

G. Beginning November 1 and ending the close of November 30, those employees with overlapping 
vacation requests that would result in exceeding the authorized vacation posting shall be notified. 
These employees Will be given the opportunity to modify their vacation choices through 
discussion apd compromise among the affected employees. Where these discussions do not 
result in compromise and agreement among the affected employees, the most senior employee’s 
vacation request shall prevail if the employees are in the same bargaining unit. Conflicts between 
employees of different bargaining units shall be resolved by lot (coin toss). If an employee does 
not obtain his/her bid vacation, he/she will be provided the same duration of time off as bidded, as 
determined by management, or the employee may bid on the.remaining unbid vacation time.

D. On December 7, program management shall post the vacation calendar for the upcoming
'vacation year. ^

E. Program management shall post an ad hoc calendar on a quarterly basis for.the purpose of 
identifying potential time slots. The calendar shall be posted on or about December 20 for the 
January/March quarter and by the 20th day of the last month of each quarter thereafter.

1. Program management shall maintain full and unabridged discretion to determine the time 
slot(s) subject to cancellation for operational needs.
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2. The ad hoc calendar shall be obtained on a first-come, first-served basis without regard to 
what type of employee time accrual is used to request the time slot(s) off.

. F. When an employee cancels avacation period, the State shall make a reasonable effort to make 
ail or part of the time available on the ad hoc calendar.

G. A reasonable effort shall be made to honor vacation time when an employee transfers to another 
position within the facility. If it cannot be honored, the employee will be guaranteed the equivalent 
time off at another time, as determined by management.

H. Nothing in this agreement shall prevent program management from granting additional time in 
excess of the ad hoc calendar.

I. . If an ad hoc time slot is available, an employee who elects to use a personal holiday, it shall be
granted if the request is made at least five (5) calendar days in advance.

J. The above vacation scheduling procedure supersedes the “DDS Vacation Scheduling” method
and nullifies all other prior understandings over intent or application of vacation scheduling and ad 
hoc time off unless explicitly incorporated into this provision. *

8.25.15 Department of Mental Health (DMH) Vacation Scheduling in Bargaining (Unit 15)
" A; On October 1 of each year, each program or other work location shall post a vacation calendar in 

a prominent place. The calendar shall'indicate by program arid shift the number of employees 
that may be on vacation on each day of the upcoming calendar year. The posted vacation time 
shalj be sufficient to permit all employees on each shift to have an opportunity to take a vacation.

B. Between October 15 and November 15, employees shall be called upon in order of seniority to 
bid, subject to available posted vacation dates, one or two (2) vacation period(s) for the upcoming 
calendar year as follows:

1. For one (i) vacation period, it must be Consecutive days not to exceed thirty-two (32) 
days of vacation days scheduled off during the vacation year.

2. For two (2) vacation periods, each vacation period shall be for consecutive days. The two 
(2) vacation periods combined shall not exceed thirty-two (32) vacation days scheduled 
off during the vacation year, and any one (1) vacation period shall not exceed twenty-four 
(24) vacation days scheduled off. Each vacation period shall be separated by at least

■ twenty-two (22) days worked. As each employee chooses his/her vacation period, that 
vacation period shall be entered in ink on the appropriate vacation calendar. For the 
purpose Of thesubsectiori, an employee’s chosen vacation period may not exceed the 
employee’s accrued vacation time balance at the time the vacation is to be taken.

C. Beginning December 1, employees may select time off on a first-come first-served basis from the 
remaining posted dates. If such selection is at least ten (10) calendar days priorto the first, 
selected day off, the selection shall be granted. For use of the personal holiday, such selection 
from the remaining posted dates shall be granted if made at least five (5) days in advance. 
Ftequests for time off with less than ten (10) calendar days notice may be granted. For the 
purpose of this subsection, an employee may use vacation, CTO, holiday time, or personal

' holiday. Based on theoperational needs of the'State, additional dates may be added to, or 
vacant dates may be deleted from, the vacation calendar. For the purpose of this subsection, 
should two (2) or more employees simultaneously request the same time off and all requests 
cannot be granted, employees shall be granted their preferred time off by lot.

D. Employees who successfully bid a vacation during the period mentioned in subsection D; October
15 through November 15, and are subsequently involuntarily transferred from the program or shift 
On which the vacation was bid shall retain that vacation period should the coinciding vacation 
dates be available. If there are no available posted dates which coincide with the employee’s 
vacation period arid the posted dates cannot be increased, the employee may choose one of the 
following: • . '

l ■

1. Bid another available vacation period; or
2. Bump previously approved Unit 15 employee(s) time off which was requested after 

December 1 and is conflicting with the transferring employee’s vacation period; or
3. Cancel the vacation.
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Vacations scheduledunder this subsection shall be considered to be bid vacation.

E. Time off under this section will be cancelled only in the event of emergency or unanticipated , 
staffing shortage. In the event that cancellation becomes necessary, such cancellation shall be in 
accordance with and in the order of the following:

1. Volunteers;
2. Time off requested after December 1, with the last request being the first cancelled;
3. Bid vacation by inverse seniority.

i F. Nothing in the section shall prevent the granting of time off in excess of the posting time off.
G. Vacation calendars shall remain posted for the entire vacation year. ......
H. A vacation period or time off which is cancelled by an employee shall become available to other 

employees on a first come first-served basis subject to subsection C. .

8.25.17 DMH Vacation Scheduling (Unit 17) . ;
A. On October 1 of each year, each program or other work location shall post a vacation calendar in 

a prominent place. The calendar shall indicate by program and shift the number of employees 
that may be on vacation on each day of the upcoming calendar year. The posted vacation time 
shall be sufficient to permit all employees, on each shift to have an opportunity to take a vacation.

B. Between October 15 and November 15, employees shall be called upon in order of seniority to 
bid, subject to available posted vacation dates, one (1) or two (2) vacation period(s) for the 
upcoming calendar year as follows:

1. For one vacation period, it must be consecutive days not to exceed thirty-two (32) days of 
vacation days scheduled off during the vacation year.

2. For two (2) vacation periods, each vacation period shall be for consecutive days. The two 
(2) vacation periods combined shall not exceed thirty-two (32) days of vacation days 
scheduled off during the vacation year, and any one (1) 'vacation period shall not exceed 
twenty-four (24) vacation days scheduled off. Each vacation period shall be separated by 
at,least twenty-two (22) days worked. As each employee chooses his/her vacation 
period, that vacation period shall be entered in ink on the appropriate vacation calendar. 
For the purpose of this subsection, an employee’s chosen vacation period may not 
exceed the employee's accrued vacation time balance at the time the vacation is to be 
taken.

C. Beginning December 1, employees may select time, off on a first-come first-serve basis from the 
remaining posted dates. If the selection is at least ten (10) calendar days prior to the first selected 
day off, the selection shall be granted, Requests for time off with less than ten (10) calendar days 
notice may be granted. For use of the personal holiday, selection from the remaining posted 
dates shall be granted if made at least five (5) days.in advance. For the purpose of this 
subsection, an employee, may use annual leave, vacation, CTO, holiday time, or persona Iholiday. 
Based on the operational needs of the.State, additional dates may be added to, or vacant dates 
may be deleted from, the vacation calendar. For the purpose of this subsection, if two (2) or more 
employees simultaneously request the same time off and all requests cannot be granted, 
employees shall be granted their preferred time off by lot.

D. Employees who successfully bid a vacation during the period mentioned in subsection B, October 
15 through November 15, and are subsequently involuntarily transferred from the program or shift

, on which the vacation was bid shall retain that vacation period. If the employee is involuntary 
, transferred as a result of.disciplinary action and there are no available posted dates which 

coincide with the employee's vacation period and the posted dates cannot be increased; the 
employee may choose one of the following:

1. Bid another available vacation period; or ;
2. Bump previously approved Unit 17 employee(s) time off whjch was requested after 

December 1 and is conflicting with the transferring employee’s vacation period; or

65



3. Cancel the vacation.
4. Vacations scheduled under this subsection shall be considered.to be bid vacations.

E. Time off under this section will be cancelled only in the event of emergency or unanticipated 
staffing shortage. In the event that cancellation becomes necessary, such cancellations shall be 
in accordance with and in the order of the following:

1. Volunteers
2. Time off requested after December 1, with the last request being the first cancelled.
3. Bid vacations by inverse seniority.

F. Nothing in the section shall prevent the granting of time off in excess of the posting time off.
G. Vacation calendars shall remain posted for the entire vacation year.
H. A, vacation period or time off which is cancelled.by an employee shall become available to other

. employees on a first-come first-serve basis subject to subsection C. ,

8.26.17 Yountville Veterans Home (YVH) Vacation Scheduling (Unit 17)
A. All Unit 17 employees are encouraged to take a vacation each year. Vacations are scheduled 

twice a year based on requests submitted by the employee. The posted vacation time shall be 
sufficient to permit all employees on each shift to have an opportunity to take a vacation.

The vacation request schedule is: April - September
October - March

B. From the second Wednesday of January and July through the third Thursday of February and 
August, all level of care Registered Nurses, may sign up for one (1 j vacation period of 
consecutive days for the upcoming calendar period (as listed in A above). This calendar will be 
posted for each shift in a prominent place readily available to all employees indicating, by shift, 
the number of employees that may be on vacation each day.

' i

The chosen vacation should not exceed the employee’s anticipated accrued vacation time 
balance at the time the vacation is to be taken and be entered in ink.

Within the first thirty (30) calendar days of the bidding process, those employees with overlapping 
vacation requests that would exceed the authorized vacation posting shall be notified. These 
employees will be given the opportunity to modify their vacation selections through discussion 
and compromise. Management will not intervene to resolve conflicts in vacation requests during 
this period.

Where discussions do not result in compromise and agreement among affected employees, the 
most senior employee’s vacation request shall prevail. Seniority is defined as total months of 
State service in the same manner as vacation is accumulated. In the event, two (2) or more 

. employees tie with same amount of State service, departmental seniority will prevail.

Upon management approval, levels of care and non levels of care areas/units may have their own 
separate calendar.

C. By the last day in February and August, the approved vacation calendar shall be posted’
D. Beginning March 1 and September 1, through the second Friday of March and September, those 

employees who do not have any vacation time granted will have an opportunity to request a 
vacation from the remaining vacation time by noting their request on the posted calendars. Only 
vacation time may be used for vacations requested during this time period. The finalized vacation 
calendar will be posted by the third Friday of March and September. Beginning the Monday 
following the third Friday, all Registered Nurses may use remaining vacation, CTO, holiday or 
personal holiday time to request additional time off. This request for the remaining time will be 
granted, daily, on a first-come first-serve basis. In the event that simultaneous requests for the ■■ 
same vacation time off cannot be granted, the employees shall be granted their preferred time off
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in order of State service seniority, with departmental service utilized as a necessary tie break, 
should State service be tied.

E. Nothing in the policy shall prevent the granting of time off in excess of the posting time off.
F. Vacation calendars and ad hoc calendars shall remain posted for the entire bid periods.
G. Vacation periods or ad hoc days which are cancelled by an employee shall become available to 

other employees on a first-come first-serve basis subject to sections B and D above.
H. Within ninety (90) days of ratification of this Contract, YVH will advertise for Permanent 

Intermittent and Retired Annuitant Registered Nurses for the purpose of establishing an in-house
. registry; • .

8.27.20 Dependent Care Leave (Unit 20)
A department head or designee may grant a permanent employee’s request for art unpaid leave of 
absence for the purposes of providing personal medical care for the employee’s ill or injured parent, 
spouse, stepparent, child', stepchild, grandchild, grandparent, brother, sister, mother-in-law, father-in- 
law, daughterdn-law, son-in-law, brother-in-law, sister-in-law, domestic partner, immediate family of 
domestic partner (father, mother, child, brother, sister), and anyone living in the employees 
household. The employee may be required to provide Substantiation to support the employee’s 
request for the unpaid leave.

The period of leave shall not exceed three (3) months. Extensions of an unpaid leave may be 
requested by the employee and may be granted by the department head or designee.

A dependent care leave may be terminated by the department head or designee prior to the expiration 
date with written notice at least thirty (30) work days prior to the effective date of the revocation.

During the period of time an employee is on dependent care leave, he/she shall be allowed to 
continue health, dental and vision benefits. The total cost of these benefits shall be paid by the 
employee and the rate that the employee will pay will be the group rate.

8.28.3 Educational Leave (Unit 3)
A. The State and the Union recognize the importance of educational leave. Each department may 

review the current department educational leave policy within one hundred twenty (120) days of 
the ratification of this agreement. Each department will meet and confer with the Union on the 
impact of changes made in the current policy based upon the department’s review. This policy 
will at a minimum, contain: criteria for course approval, an appeal of denial mechanism to an 
individual other than the,|mmediate supervisor of the individual making the denial and time 
specific application process for employees to request usage of educational leave, and 
documented verification of successful completion of approved course work.

B. The department head or designee may approve educational leave with pay to attend programs at 
accredited schools, colleges (including two [2] year and four [4] year), universities (including

, independent studies) or programs recommended by a Trade Advisory Committee for the purpose 
for further instruction in Subjects related to the employee’s work assignment and/or achievement 
or departmental goals. Approved educational leave shall be granted for reasonable travel time, 
instructional/classroom time and required field work during regular work hours.

1. Only Unit 3 civil service employees in classes currently eligible for educational leave are 
eligible under this provision-

2. The department head or designee may, at any time, limit the number of persons on 
educational leave commensurate with departmental work requirements, fiscal resources 
and availability of an appropriate substitute. A teacher/instructor whose written request 
for educational leave is denied shall be. informed in writing of the reasons for such action 
within fourteen (14) calendar days. If an employee is denied educational leave on three 
(3) consecutive occasions he/she may request a review of the criteria 'upon which the 
leave was denied by a department head or designee.

3. Eligible employees must have at least one year of permanent full-time service in a 
classification which accrues educationblleave before being granted such leave.
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4. Eligible employees will be.credited with educational leave at a rate of ten (10) hours per 
month. Portions of month’s service shall not be counted or accumulated.

5. Tuition and all other expenses incurred as a result of educational leave will be the 
responsibility of the employee.

6. The State will encourage the employee to utilize educational leave. When ah employee 
eligible for educational leave is granted time off in accordance with paragraph B above, 
such time off shall be deducted from his/her educational leave balance.

- 7. When on educational leave, employees shall retain their merit salary adjustment date,
’ . and shall receive credit for vacation, sick leave, educational leave, or any other benefit

which would normally accrue during such work period.
.8. The DPA shall provide by rule for the regulation, accumulation and transfer of educational 

leave, and shall prescribe methods by which employees leaving the employment of one 
State agency and entering the employment of another State agency may receive proper 
credit for their accumulated educational leave.

9. Requests under this section shall not be unreasonably denied by the State nor shall 
employees make unreasonable requests to use educational leave. *

10. An employee returning from educational leave shall have the right to return to his/her 
former position. Every reasonable effort will be made to return the employee to the same 
position.

C. Upon retirement, all accrued hours of educational leave-will be converted to CalPERS service 
credit as follows: Consistent with Government Code Section 20963.1, an employee represented 
by Unit 3 and whose effective date of retirement is within four (4) months of separation from

. employment of the State, shall be credited at his or her retirement with 0.004 year of service for 
each unused day of educationaljeave credit, as certified to the Public Employee Retirement 
System board by the employer. The provisions of this section shall be effective for employees 
who retire directly from State employment on and after January T, 2000.

D. This section does not apply to the exempt employees of the Special Schools of the CDE and 
Librarians.

8.28.17 Paid Education Leave (Unit 17)
A. All Unit 17 employees, with the exception of the classification of Nurse Practitioner, shall be 

entitled to thirty-two (32) hours of educational leave on State time during a.TJnit 17 employee’s 
two (2) year licensure period. Nurse Practitioners shall be entitled to a total of forty (40) hours of 
Educational Leave during a Unit 17 employee’s two (2) year licensure period.

B. Educational leave will be used at the employee’s discretion with release subject to operational 
needs and reasonable advance notice.

C. The intent of educational leave is earn the necessary Board of Registered Nursing approved 
Continuing Education Units (CEU’s) required to maintain the employee’s license as a registered 
nurse. Written evidence of CEU completion may be required by management.

D. If a Unit 17 employee’s request for educational leave had been denied twice in a fiscal year due to 
unanticipated operational needs, their paid educational leave shall be granted the third time, if 
verification of requirement of the CEU’s for license renewal is provided.

8.28.20 Continuing Education Leave (Unit 20)
A. Employees in classifications listed below will be entitled to educational leave to obtain continuing 

education units. The leave time can be taken at the employee’s discretion subject to the 
operational need of the department and reasonable advance notice. In-service training courses 
for which Continuing Education Units (CEU) credit is provided may be counted at the State’s 
option towards the hours of education leave. This leave is non-cumulative.

CLASS HOURS PER RENEWAL
CODE CLASS TITLE PERIOD
8249 Licensed Vocational Nurse 30 hours (every 2 years)
8219 Licensed Vocation Nurse, DMH and DDS 30 hours (every 2 years)
8274 Licensed Vocational Nurse (Safety) 30 hours (every 2 years)
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8257 Licensed Vocatiorial Nurse Correctional Facility 30 hours (every 2 years)
8291 School. Bus Driver 10 hours per year
8322 School Bus Driver, DMH and DDS 10 hours per year
8276 Respiratory Care Practitioner \ 15 hours (every 2 years)
8300 Respiratory Care Practitioner, DMH and DDS 15-hours (every 2 years)
9316 Respiratory Care practitioner, Correctional Facility .15 hours (every 2 years)
9307 Hospital Aid (Correctional Facility) ; 48 hours (every 2 years)
7911 Dental Assistant *•/ /: 25 hours (every 2 years)
7656 Dental Assistant, DMH and DDS ; . 25 hours (every 2 years)
7914 Dental Assistant (Safety)* .. 25 hours (every 2 years)
9296 Dental Assistant, CF* , v 25 hours (every 2 years)
8128 Dental Hygienist . 25 hours (every 2 years)

; 9298 Dental Hygienist, CF - . > : . 25 hours (every 2 years)
8131 Dental Hygienist (Safety) 25 hours (every 2 years)
8432 Dental Hygienist Auditor ; " 25 hours (every 2 years)
8387 Dental Hygienist Consultant ~ 25 hours (every 2 years)
7928 Clinical Laboratory Technologist . 24 hours (every 2 years)
9293 Clinical Laboratory Technolpgist, CF 24 hours (every 2 years)
9301 „ Clinical Laboratory Technologist (Safety) 24 hours (every 2 years)
7925 i, Senior Clinical Laboratory Technologist 24 hours (every 2 years)
9348 V Senior ciinical Laboratpry Technologist, CF . . 24 hours (every.2 years)
7926 SeniorClinical Laboratory Technologist.(Safety) 24 hours (every 2 years)
7989 Radiologic Technologist 4 24 hours (every 2 years)
9315 Radiologic Technologist, CF 24 hours (every 2 years)
7992 Radiologic Technologist (Safety) 24 hours (every 2 years)
7987 Senior Radiologic Technologist (Specialist) 24 hours (every 2 years)
9350 Senior Radiologic Technologist, CF (Specialist) 24 hours (every 2 years)
7995 Senior Radiologic Technologist, (Specialist-Safety) 24 hours (every 2 years)
9820 Support Service Assistant (lnferpreter)(RID 80 hours (every 4 years)

Certified) ■ ....../■■-.' - ........
8185 Certified Nursing Assistant 48 hours (every 2 years)
8292 Occupational Therapy Assistant v 12 hours (every 2 years)
8290 Occupational Therapy Assistant (Safety) . 12 hours (every 2 years)

‘Eligible employees must obtain, end maintain their Registered Dental Assistant (RDA) Certification 
from the State Department of Consumer Affairs (DGA). ;

B. This section shall be modified during the life of this Contract to reflect changes in licensing and 
certification requirements when made by the appropriate licensing authority. Any such change 
shall be incorporated into this Contract.

C. If an employee’s request for Educational Leave had been denied twice in a fiscal year due to, 
unanticipated operational .needs, their paid Educational Leave shall be granted the third time, if 
verification of requirement of the CEU’s for license renewal is provided.

8.28.21 Educational Leave (Unit 21) . .. /
A. The department heaid or designee may approve educational leave with pay to attend or

participate in educational or research programs at accredited schools, colleges, universities, or 
iocal educationai agencies for the purposes of further instruction in subjects related to the 
employee’s work assignments and/or achievement of departmental goals. It may also be used for 
the purpose of completing an employee’s individual Bachelor’s, Credential, Master’s or Ph.D 
program. Educational leave may also be used to attend workshops and seminars for career and 
professional development in subjects related to the employee’s work assignment and/or 
achievement of departmental goals.
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B. Only Unit 21 employees in classifications listed in the attachment entitled “Educational Leave” are 
eligible under this provision.

C. The department head or designee may limit the number of persons on educational leave 
commensurate with departmental work requirements and availability of an appropriate substitute.

D. Eligible employees must have a State civil service appointment of half ('A) time dr more and must 
complete at least one year of continuous service in a classification which accrues educational 
leave before being granted such leave. Intermittent employees shall not be eligible.

E. Eligible employees will be credited with educational leave at a rate of ten (TO) hours per month for 
full time employees and on a pro rata basis for part time employees. Pro rata accrual rates are 
included in the attachment entitled Leave Hours for Reduced Times Bases. Portions of months of 
service shall hot be counted or accumulated.

Time
Base Hours of Monthly Vacation Leave Hours of Monthly Annual Leave

Hours of
Monthly
Educati
onal
Leave

Hours
of
Monthly
Sick
Leave,
Bereav
ement
Leave

7 10 .11 ■ 12 13 14 15 11 - 14 16 17 18 ■ 10 8

1/5 1.40 2.00 2.20 2.40 2.60 2.80 3.00 2.20 2.80 3.20 3.40 3.60 N/A 1.60
' v

2/5 2.80 4.00. 4.40 4.80 5.20 5.60 6.00 4.40 5.60 6.40 6.80 7.20 N/A 3.20

3/5 4.20 6.00 6.60 7.20 7.80 8.40 9.00 6.60 8.40 9.60 10.20 10.80 6.00 4.80

4/5 5.60 8.00 8.80 9.60 10.40 11-.20 12.00 8.80 11.20 12.80 13.60 14.40 8.00 6.40

1/8 0.88 1.25 1.38 1.50 1.63 1.75 1.88 , 1.38 1.75 2:00 2.13 2.25 N/A 1.00

1/4 1.75 2.50 2.75 3.00 3.25 3.50 3.75 2.75 3.50 4.00 4.25 4.50- N/A 2.00

3/8 2.63 3.75 4.13 4.50 4.88 5.25 5.63 4.13 5.25 6.00 6.38 6.75 N/A 3.00
I

1/2 3.50 5.00 5.50 6.00 6.50 7.00 7.50 5.50 7.00 8.00 8.50 9.00 5.00 4.00
'

5/8 4.38 - 6.25 6.88 7.50 8.13. 8.75 9.38 6.88 8.75 10.00 10.63 11.25 6.25 5.00

3/4 5.25 7.50 8.25 9.00 9.75 10.50 11.25 8.25 .10.50 12.00 12.75 13:50. 7.50 6.00

7/8 6.13 8.75 9.63 10.50 11.38 12.25 13.13 9.63 12.25 14.00 14.88. 15.75 8.75 7.00

1/10 0.70 1.00 1.10 1.20 1.30 1.40 1.50 1.10 1.40 1.60 1.70 1.80 N/A 0.80

3/10 2.10 3.00 3.30 3.60 3.90 4.20 4.50 3.30 4.20 ■ 4,80 5.10 5.40 N/A. 2.40

7/10 4.90 7.00 7.70 8.40 9.10 9.80 10.50 7.70 9.80 11.20 11.90 12.60 7,00 5.60

9/10 6.30 9.00 9.90 10.80 11.70 12.60 13.50 9.90 12.60 14.40 15.30 16.20 9.00 7.20

F. Tuition and all other expenses incurred as a result of educational leave will be the responsibility of
the employee. i

G. When an employee is granted time off for educational leave, such time off shall be deducted from 
his/her educational leave balance. Notwithstanding the WWG E provisions in article 19,19.21 of 
this agreement, educational leave may be charged on a part time basis in one (1) hour 
increments.

H. When on educational leave, employees shall continue to be eligible for salary adjustments, and 
shall receive credit for annual leave, vacation, sick leave, educational leave or any other benefit 
which would normally accrue during such work period.
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I. An eligible employee who is appointed without a break in State service to a position ineligible to
. earn educational leave credits shall retain all accrued educational leave but shall not be permitted 

to take educational leave unless the employee returns to an eligible position. Employees who do 
not return to an eligible position shall, upon retirement, be eligible to convert any previously 
unused educational leave credits as provided in Government Code section 20963.1.

J. An eligible employee who separates from State service and returns to an eligible position in less 
than six (6) months shall be credited with any previously unused educational leave credit and

. shall commence to accrue and use educational leave on the first of the pay period following 
.completion of one month of qualifying service. Eligible employees who separate from State 
service and return within six (6) months to a non-eligib|e position shall lose any unused portion of • 
previously accrued educational leave, unless they return to an eligible position within six (6) 
months of the date of separation.

K. An eligible employee who separates from State service for six (6) months or longer loses any 
unused portion of previously accrued educational leave.

L. Requests under this section shall not be unreasonably denied. A denial of educational leave, 
along with the reason for the denial, shall be given to the employee within fifteen (15) days of the 
request, and may be appealed to Step 3, DPA, under the grievance procedure, which shall be the 
final level Of appeal.

M. An employee returning from educational leave shall have the right to return to his/her former 
position; The term “former position” is defined in Government Code section 18522.

A. BU 21 Classifications Eligible to Receive Educational Leave
'i

CLASS
CODE

SCHEM
CODE

CLASS TITLE " . : .

, '

2718 FG66 American Indian Education Assistant
2719 FG65 , .... American Indian Education Consultant
2750 FG83 Bilingual/Migrant Education Assistant

2758 FG80 > Bilingual/Migrant Education Consultant (Retitled 10/6/87 from
Bilingual/Bicultural Education Consultant)

2715 EQ6t . Career-Vocational Education Assistant

2722 EQ58 Career-Vocational Education Consultant (Revised 10/4/94 from Vocational 
Education Consultant)

2513 EN50 Agricultural Education Consultant ■
2517 EN90 Business Education Consultant.
2514 EO20 , Health Careers Education Consultant

2520 EO50 Home Economics Education Consultant (Retitled from Homemaking Education 
Consultant 10/4/94) .

2524 EO90 Industrial and Technology Education Consultant (Retitled from Industrial 
Education Consultant 10/4/94)

2837 FB65 Child Development Assistant
2834 FB64 Child Development Consultant
2616 EU20 Consultant in Mathematics Education
2769 FG30 Consultant in Physical Education
2774 FG60 Consultant in Pupil Personnel Services
2620 EQ70 Vocational Education, Gender Equity Consultant .
2655 ER95 Education Programs Assistant

2656 ER90 Education Programs Consultant (Retitled from Education Administration 
Consultant 7/29/86)

2589 ER76 Assistant Field Representative, School Administration
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2573 ER80 Field Representative, School Administration (Specialist) .

2260 FG45 Nutrition Education Assistant (Retitled from Nutrition Education & Training 
Assistant 2/19/97)

2261 FG50 Nutrition Education Consultant.(Retitied from Nutrition Education & Training 
Consultant (Nonsupervisory) 2/19/97)

2773 FG41 School Health Education Assistant
2772 FG40 School Health Education Consultant
2754 FF59 Special Education Assistant ‘
2764 FF60 Special Education Consultant
*2642 EX10 Education Research and Evaluation Assistant
*2643 EX20 Education Research and Evaluation Consultant .
*2549 EM25 Community Colleges Program Assistant I
*2550 EM30 Community Colleges Program Assistant II '
*2539 EM51 Specialist in Academic Planning & Development, CCC
*2530 EM85 Specialist in Agricultural Education, GCC
*2531 EM87 Specialist in Business Education, CCC > ' .
*2540 EM89 Specialist in Criminal Justice Education, CCC ■
*2544 EM54 Specialist in Employment & Certification, GCC ■
*2508 EM70 Specialist in Facilities Planning & Utilization, CCC
*2525 EM82 Specialist in Fiscal Planning & Administration, CCC '
*2458 EM91 Specialist in General Vocational Education, CCC
*2535 EM93 Specialist in Health Education, CCC r
*2465 EM95 Specialist in Homemaking Education, CCC
*2534 EM97 Specialist in Industrial Education, CCC .
*2551 EM55 Specialist in Information Systems & Analysis, CCC
2547 EM99 Specialist in Public Service Occupations, CCC
*2565 EM63 Specialist in Student Services Planning & Development, CCC ' >
*2617 EU70 Assistant Consultant in Teacher Preparation
*2618 EU75 Consultant in Teacher Preparation (Examinations & Research)
*2635 EU80 Consultant in Teacher Preparation (Program Evaluation & Research)

*2566 EL68
Associate in Postsecondary Education’ Studies „
(Class established with Ranges A & B and positions reallocated from 
Postsecondary Education Specialist ! and li on 11/14/89)

*2506 EL70 Senior Associate in Postsecondafy Education Studies (Retitled from , 
Postsecondary Education Specialist III 11/14/89)

**2958 FM65 Library Programs Consultant .
**8250 TN20 Nursing Education Consultant ■
**2742 EK10 Private Postsecondary Education Specialist
**2743 EK20 Private Postsecondary'Education Senior Specialist
**2560 EM71 Specialist in Library Planning & Development, CA Community Colleges

* Eligible only after 1/1/1988 
** Eligible only after 1/1/2002
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B. Abolished BU 21 Classes Eligible For Education Leave Credit

CLASS
CODE

SCHEM
CODE CLASS TITLE

2634 EW20
FD30

Consultant in Intergroup Relations (abolished 11/05)
Adult Education Assistant 12730

2731 FD25 Adult Education Assistant II
2732 FD20 Adult Education Consultant
2588 ER74 Assistant Field Representative 1, School Administration
2589 ER76 Assistant Field Representative II, School Administration (Specialist)
2765 FG90 Bilingual/Bicultural Education Assistant 1
2759 FG85 Bilingual/Bicultural Education Assistant II
2832 FB68 Child Development Assistant 1 :
2833 FB66 Child Development Assistant II
2770 FH86 Compensatory Education Assistant 1
2776 FH88 Compensatory Education Assistant II
2782 FH90 Compensatory Education Consultant (On Footnote 24)
2701 FA60 Consultant in Gifted & Talented Education
2705 FB15 Consultant in Reading
2767 FG35 Consultant in School Nursing & Health Services
2622 EU60 Consultant in Traffic Safety Education
2594 ES60 Textbook Consultant -
2608 FB50 Early Childhood Education Assistant 1
2610 FB40 Early Childhood Education Assistant II
2607 FB30 . Early Childhood Education Consultant
2662 ER96 Education Administration Assistant 1
2663 ER93 Education Administration Assistant II
2483 EK86 Education Program Planning & Development Assistant
2484 EK87 Education Program Planning & Development Consultant
2793 FI17 Migrant Education Assistant 1
2798 F115 Migrant Education Assistant II
2783 F110 . Migrant Education Consultant
2612 ES98 School Approvals Assistant 1
2613 ES95 School Approvals Assistant II
2609 ES90 School Approvals Consultant
2747 FG38 School Health Education Assistant 1
2748 FG39 School Health Education Assistant II
2692 EZ15 Secondary Education Assistant II
2686 EZ20 Secondary Education Consultant
2694 EZ30 Secondary Education Administrator 1 (Nonsupervisorial)
2761 FF40 Special Education Assistant 1
2762 FF50 Special Education Assistant II
2583 EQ60 Vocational Education Assistant 1
2721 EQ59 Vocational Education Assistant II
6976 QU'10 Maritime Vocational Instructor 1
6978 QU20 Maritime Vocational Instructor II
6979 QU30 Maritime Vocational Instructor III
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8.29.17 Non-Paid Education or Research Leave (Unit 17)
A. Upon written request, the State may grant up to a one year non-paid educational leave to a 

permanent full-time Unit 17 employee. Educational or.research leave shall be for the purpose of 
attending school or college or to enter training to meet continuing education requirements for 
meeting licensure, obtain a certificate in a specialized area of nursing, improve the quality of the 
employee’s nursing skills, or to conduct or participate in a research project.

B. An education or research leave shall be terminated by the department head or designee: (1) at 
the expiration of the leave; or (2) prior to the expiration date with written notice at least fifteen (15) 
work days prior to the effective date of the revocation. An education or research leave may be 
terminated by the employee with the approval of the department head or designee.

8.29.20 Special Schools Leave Bank (Unit 20)
A. Bargaining Unit 20 employees that are scheduled to work a ten (10) month school year:

1. May be scheduled and use vacation leave during their initial six (6) months of 
employment. This is an exception to the Bargaining Unit 20 Contract Vacation Leave 
provision.

2. Shall receive seventy (70) hours of vacation leave credit which will be credited to their 
vacation leave credit account upon commencement of the school year. This vacation 
leave credit shall be used to offset non-compensable absences during school recess 
periods. In addition, the Special Schools may allow employees to utilize these vacation 
leave credits during scheduled work periods.

3. Sections A (1) and A(2) shall apply to permanent, part-time employees on a pro rata 
basis.

4. The seventy (70) hours of vacation leave credit (and pro-rated for permanent, part-time 
employees) is contingent upon an employee’s continued employment for a minimum ten 
(10) qualifying pay periods beginning with the employee’s first qualifying pay period of the 
school year. If an employee terminates employment prior to this ten (10) qualifying pay 
period duration and the Special School is unable to adjust the employee’s vacation and/or 
CTO credit balances in order to reflect the proper vacation leave credit balance, the 
employee shall reimburse the Special School for the amount that is outstanding.

B. The Special Schools shall provide eligibility for medical and dental benefits during the months of 
July and August by scheduling a minimum two (2) days work, training, vacation or CTO in July 
and a minimum two (2) days of work, training, vacation or CTO in August.

8.30.20 Family Crisis Leave Bank, State Special Schools (Unit 20)
Effective July 1,2002 and each fiscal year thereafter, the Department of Education (DOE) shall 
establish a Family Illness Leave.Bank consisting of two hundred ten (210) hours of leave for use by 
employees in Bargaining Unit 20. Unused Family Illness Leave Bank hours shall return to the 
department on the last day of the fiscal year. Use of Family Illness Leave shall be with the approval of 
the appointing authority and in accordance with the departmental policies (i.e. Catastrophic Leave). 
Requests for Family Illness Leave shall be limited to twenty-four (24) hours per application. Family 
Illness Leave shall be available only after the employee’s leave credits have been exhausted. The 
provisions of this section shall not be subject to the grievance procedure of this Memorandum of 
Understanding.

8.31.21 Personal Leave Program: 1992 and 2003 (Unit 21)
A. Personal leave shall be requested and used by the employee in the same manner as vacation or 

annual leave. Requests to use personal leave must be submitted in.accordance with 
departmental policies on vacation or annual leave. Employees shall not be required to use 
personal leave credits.

B. At the discretion of the State, all or a portion of unused personal leave credits may be cashed out 
at the employee’s salary rate at the time the personal leave payment is made. It is understood by 
both parties that the application of this cash-out provision may differ from department to 
department and from employee to employee. Departments shall consider ah employee’s request

’ to retain leave credits for future use rather than have the leave cashed out. Upon termination
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from State employment, the employee shall be paid for unused personal leave credits in the same 
manner as vacation or annual leave. Cash-out or lump-sum payment for any personal leave 

' credits shall not be considered as “compensation” for purposes of retirement. If funds become 
available, as determined by the DOF, for the Personal Leave Program, departments will offer 
employees the opportunity to cash out accrued personal leave. Upon retirement/separation, the 
pash value of the employee’s personal leave balance may be transferred into a State of 
California, DPA Deferred Compensation Program as permitted by federal and state law.,

C. If any dispute arises about this personal leave section, an employee may file a grievance and the
decision reached at Step 3 (DPA) of the grievance procedure shall be final and not subject to the 
arbitration clause of this Contract. ~

D. An employee may request, due to personal hardship, all or a portion of unused personal leave 
credits to be cashed out at the employee’s salary rate at the time the personal leave payment is 
made. Upon termination from State employment, the employee shall be paid for unused personal 
leave credits in the same manner as vacation leave. Cash-out or lump-sum payment for any 
personal leave credits shall not be considered as “compensation” for purposes of retirement.

8.32 Personal Leave Program 2010
Effective with the pay period following ratification for a total of twelve months following, affected 
employees will be subject to the Personal Leave Program 2010 (PLP 2010) for eight (8) hours per 
month. All leave earned under PLP 2010 must be used prior to June 30, 2013. PLP 2010 shall have 
no cash value and may not be cashed out. Employees have until June 30, 2013 to use all PLP 2010 
time. Any unused PLP 2010 time shall be void after June 30, 2013.

A. Beginning the pay period following ratification, each full-time employee shall be credited with eight 
(8) hours of PLP 2010 on the first day of each pay period for twelve consecutive months.

B. Each full-time employee shall continue to work his/her assigned work schedule and shall have a 
reduction in pay equal to 4.62%. In exchange, eight (8) hours of leave will be credited to the 
employee’s PLP 2010 leave balance. However, salary rates and salary ranges shall remain 
unchanged.

C. Employees will be given maximum discretion to use PLP 2010 subject to severe operational 
considerations. PLP 2010 time must be used before any other leave with the exception of 
furlough leave and sick leave. Employees may request elect to use PLP 2010 in lieu of approved 
sick leave. PLP 2010 shall be requested and used by the employee in the same manner as 
vacation/annual leave. Subject to the above, requests for use of PLP 2010 leave must be 
submitted in accordance with departmental policies on vacation/annual leave. PLP 2010 leave 
credits shall not be included in the calculation of vacation/annual leave balances pursuant to 
Article 8 (Leaves).

D. When ah employee is approved to use PLP 2010, and the approval is subsequently rescinded on, 
two separate, consecutive occasions, the employee’s third approval for PLP 2010 shall not be 
rescinded even for operational needs. For the purposes of this section, an approval can be a time 
frame of one or more consecutive days.

E. A State employee shall be entitled to the same level of State employer contributions for health, 
vision, dental, flex-elect cash option, and enhanced survivor’s benefits he or she would have 
received had the PLP 2010 not occurred.

F. PLP 2010 shall not cause a break in State service, a reduction in the employee’s accumulation of 
service credit for the purposes of seniority and retirement, leave accumulation, or a merit salary 
adjustment.

G. PLP 2010 shall neither affect the employees final compensation used in calculating State 
retirement benefits nor reduce the level of State death or disability benefits to supplement those 
benefits with paid leave.

H. Part-time employees shall be subject to the same conditions as stated above, on a pro-rated 
basis. Pro ration shall be determined based on the employee’s time base consistent with the 
chart in Article 7.

I. PLP. 2010 reduction shall not affect transfer determinations between State civil service 
classifications.

J. PLP 2010 for permanent intermittent employees shall be pro-rated based upon the number of 
hours worked in the monthly pay period. Pursuant to the chart in Section N.
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K. PLP 2010 shall be administered consistent with the existing payroll system and the policies and 
practices of the State Controller’s Office.

L. Employees on SDI, NDI, ENDI.IDL, EIDL, or Worker's Compensations for the entire monthly pay 
period shall be excluded from the PLP 2010 for that month.

M. Seasonal and temporary employees are not subject to PLP 2010.
' N. All Permanent Intermittent and Special School.employees who are subject to the State Special 

Schools 10-month compensation agreement shall be subject to the pro-ration of salary and PLP
2010 credits pursuant to the chart below:

Hours Worked During Pay , 
Period

Salary Reduction in Hours PLP 2010 Credit

0-10.9 0 0
11-30.9 1 1
31-50.9 2 2
51-70.9 3 3
71-90.9 4 4
91-110.9 ■'5 5
111-130.9 ■ 6 • 6
131-150.9 7 7
151 or over 8 8

O. Disputes regarding the denial of the use of PLP 2010 time may be appealed through the . 
grievance procedure! Otherdisputes arising from this PLP 2010 section may be appealed

■ through the grievance procedures, except that the decision by the Department of Personnel 
Administration shall be final and'there may be no further appeals.

P. As it relates to employees in Bargaining Unit 3, this Article shall be applied consistent with the 
Addenda to this Article applicable to Bargaining Unit 3 employees by CDCR-DAI, CDCR-DJJ, and 
CDE.

Personal Leave Program - 2010 Addendum - CDCR, DJJ (Unit 3)
Bargaining Unit 3 employees at DJJ on the 220/day Academic Calendar schedule BU 3 employees
will accrue 6.78 hours of PLP 2010 per month.

A. ’ The State and the Union agree that maximum “self-direction” should be afforded to employees in
consideration of their Contribution to the budget crisis solution through the PLP 2010. Use of PLP 
2010 time off is subject to supervisory approval and operational needs as defined below, 
Supervisors must manage the school to allow the employees to use any accumulated PLP 2010 
credits with maximum employee discretion, subject only to severe operational considerations. If 
necessary, supervisors may require up to ten (10) days notice before the use of PLP 2010, credits 
and may limit the number of employees who may use PLP 2010 simultaneously to 10% of staff. 
PLP 2010 may be granted with less than ten (10) days notice.

B. CDCR-DJJ and the Union shall agree on the Annual Academic Calendar, per Article 23.3.3 and
' determine “black-out” dates on which employees cannot use the PLP 2010 credits. These black­

out dates will include important staff development, training and annual MOAB refresher training 
days. ;

C. Due to State mandated student testing such as the CAHSEE and STAR, the department may 
maintain the ability to deny use of PLP 2010 on student testing days outside of the agreed upon 
Academic Calendar. Other examples of operational considerations which could warrant 
disapproval of PLP 2010 use include a WASC accreditation visit, court appointed experts (PLO, 
CDE) or a departmental compliance review, special programs or graduation, or when two (2) or 
more employees with the same classification (i.e., elementary, math) request the same PLP 2010 
time off. PLP 2010 shall not be denied due to the lack of a substitute teacher.

D. In rare situations where the department may be able to close a program for a specific day,.the 
department may direct the affected employees to take a PLP 2010 day off. This will be limited to 
no more than one (t) day per academic year and require a minimum often (10) workdays notice 
in advance of the date of use.
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E. PLP 2010 credits may be used in blocks of up to five (5) consecutive days and may also be 
combined with other leave credits, consistent with applicable sectionSrof the MOU. The 
expectation is that no more than ten percent (10%) of teachers (BU 3) at each school, will be . 
approved for PLP 2010 on any given day or during the same block of time, A block of time is no 
more than five (5) consecutive days. PLP 2010 use requested beyond five (5) days may be 
approved on a case-by-case basis. If approval of leave requests would exceed the ten percent 
(10%) limit, requests shall be approved in order of state seniority.

F. PLP 2010 credits may be used in lieu of sick leave. PLP 2010 credits may be used to satisfy a 
leave time deficit revealed in the reconciliation process. In accordance with Government Code 
19838, an accounts receivable created at a monthly, or annual reconciliation may, be paid with 
PLP 2010 credits earned over succeeding months.

G. Normally PLP 2010 credits may be used in no less than eight (8) hour increments for employees 
on a 5/8/40 schedule. However any PLP 2010 balance of less than eight (8) hours may be 
combined with vacation, annual leave, CTO, PLP, holiday credit or other leave credits.

H. All PLP 2010 credits will expire by July 1,2013.

PersonaI Leave Program - 2010 Addendum - CDCR, OCE (Unit 3)
Bargaining Unit 3 employees at OCE on the 220-day/176-day, 4/10/40 Academic Year schedule will
accrue 6J8 hours of PLP 2010 per month. ,
A. The State and the Union agree that maximum “self-direction” should be afforded to employees in

consideration of their contribution to the budget crisis solution through the PLP 2010. Use of PLP 
2010 time off is subject to supervisory approval and operational needs as defined below. , . , 
Supervisors must manage the school to allow the employees to use any accumulated PLP 2010 
credit with maximum employee discretion, subject only to severe.operational considerations, in 
which case they are only deferred. If necessary, supervisors may require up to, ten (10) days 
notice before the use of PLP 2010 credits and may limit the number of employees who may use 
PLP 2010 simultaneously to 10% of staff. PLP 2010 may be granted with less than ten (10) days 
notice. » v ■, , ; ^

B. CDCR-OCE and the Union shall agree on the Annual Academic Calendars, per Article 25.1.3 and 
determine “black-out” dates on which employees cannot use the PLP 2010 credits. These events 
will include important staff development and training.

C. On rare occasions, additional black-out days may need to be identified for unforeseen operational
circumstances. These.black-out dates shall not apply to already approved PlP 2010. Examples 
of operational considerations which could Warrant disapproval of PLP 20,10 use include a WASC 
accreditation visit, a .departmental compliance, review, special programs or graduation.. PLP 2010 
shall not be denied due to the lack of a substitute teacher.. .

D. PLP 2010 credits may be used in blocks and may also be combined with other leave credits,
consistent with applicable sections of the MOU.....  \ . .

E. PLP 2010 credits may be used in lieu of sick leave. PLP 2010 credits may be used to satisfy a
leave time deficit revealed in the reconciliation process. In accordance with Government Code 
19838, an accounts receivable created at a monthly or annual reconciliation may be paid with 
PLP 2010 credits earned over succeeding months.. , I

F. Normally PLP 2010 credits may be used, in no less than eight (8) hour increments for employees
on a 5/8/40 schedule or ten (10). hours increments for employees on the 4/10/40 schedule. 
However any PLP 2010 balance of less than eight (8) hours may be combined with vacation/ 
annual leave, CTO, PLP, holiday credit or other leave credits. .,

G. AH PLP 2010 credits will expire by July 1, 2013. ; , , . ..

Personal Leave Program - 2010 Addendum VCDE (Unit 3)
The following hours of accrual shall be applied to the Bargaining Unit 3 employees at CDE based on
the following Academic Calendars;

184/day Academic Calendar Schedule will accrue 5.67 hours of personal leave per month.
194/day Academic Calendar schedule will accrue 5.98 hours pf personal leave per month.
209/day Academic Calendar schedule will accrue 6.44 hours of personal leave per month. ’

77



A. Use of PLP 2010 time off is subject to supervisory approval and operational needs as defined 
below. Request for PLP 2010 time off shall be made a minimum of ten (10) workdays in advance 
of the date of use. Employees shall request PLP 2010 days in the same manner as they currently 
request personal leave days. PLP 2010 may be granted with less than ten (10) days notice.

B. Employees shall use PLP 2010 in whole day increments. Employees can use PLP 2010 in blocks 
of up to five (5) days and PLP 2010 may be taken in conjunction with other leaves and non-work 
days. Use of PLP 2010 may be limited to five (5) days per school year. PLP 2010 may not be 
taken until it has been earned.

C. PLP 2010 may be used in lieu of sick leave or personal leave days.
D. CDE may have “black-out” days. These may include CAHSEE testing, WASC visitation, ^ 

mandatory student testing days, graduation, IEP weeks, staff development and special programs.
E. When two (2) or more employees with the same classification (i.e. elementary, math) request the 

same PLP 2010 time off, approval may be limited. The number of BU 3 staff already scheduled to 
be off may also impact this approval process. In these situations, employees with the highest 
seniority shall be provided preference. Once leave is approved, a more senior employee cannot 
bump the approved leave.

F. In rare situations where the department may be able to close a program for a specific day, the 
department may direct the affected employees to use PLP 2010. This will be limited to no more 
than one (1) day per academic year and require a minimum often (10) workdays notice in 
advance of the date of use.

8.33 Voluntary Personal Leave Plan (VPLP) Opt Out
Upon ratification of this agreement by the parties, there will be a sixty (60) day window for employees
currently, participating in the VPLP to modify their participation or tp opt out of the,program.

ARTICLE 9 - HEALTH AND WELFARE
t -. •

9.1 Health Benefit Plans (Excludes Unit 17).
A. UpOn ratification the employer health benefits contribution for each employee shall be an amount 

equal to eighty percent (80%) of. the weighted average of the Basic health benefit plan premiums 
for a State active civil service employee enrolled for self-alone, during the benefit year to which 
the formula is applied, for the four Basic health benefit plans that had the largest State.active civil 
service enrollment, excluding family members, during the previous benefit year.- For each 
employee with enrolled family members, the employer shall contribute an additional eighty 
percent (80%) of the weighted average of the additional premiums required for enrollment of 
those family members, during the benefit year to which the formula is applied; in the four Basic 
health benefit plans that had the largest State active civil service enrollment, excluding family 
members, during the previous year. To be eligible for this contribution,-an employee must 
positively enroll in a health plan administered or approved by CalPERS:

B. Dependent Vesting ■

Employees who first become eligible for health benefit enrollment on or after January 1, 2007, 
shall be subject to a vesting schedule for the employer health contribution for dependents as 
follows:

1.50% of the normal employer dependent portion of the contribution upon initial enrollment;
2. 75% of the normal employer dependent portion of the contribution upon completion of 12 

months of service; and
3.100% of the normal employer dependent portion of the contribution upon completion of 

/ twenty-four (24) months of service.

C. The parties agree to work cooperatively with CalPERS and the health plans to control premium 
increases.

D. Health Benefits Eligibility
1. Employee Eligibility - For purposes of this section, “eligible employee” shall be defined by 

the Public Employees’ Medical and Hospital Care Act.
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2. Permanent Intermittent (PI) Employees

a. Initial Eligibility - A PI employee will be eligible to enroll in health benefits during 
each calendar year if the employee has been credited with a minimum of 480 paid 
hours in one of two PI control periods. For purposes of this section, the control 
periods are January 1 through June 30 and July 1 through December 31 of each 
calendar year. An eligible permanent intermittent employee must enroll in a health 
benefit plan within 60 days from the end of the qualifying control period.

b. Continuing Eligibility-To continue health benefits, a permanent intermittent 
employee must be credited with a minimum of 480 paid hours in a control period or 
960 paid hours in two consecutive control periods.

3. Family Member Eligibility - For purposes of this section, “eligible family member” shall be 
defined by the Public Employees’ Medical and Hospital Care Act and includes domestic 
partners that have been certified with the Secretary of State’s office in accordance with 
AB 26 (Chapter 588, Statutes of 1999).

9.1.3 Benefits Plan (Unit 3) (
A. Health Program Description

1. Effective the first day of the pay period following ratification of this agreement the State 
will pay the following employer health contributions. To be eligible for this contribution, ap 
employee must positively enroll in a health plan administered or approved by CalPERS.

a. The State shall contribute $393 per month for coverage of an eligible employee. 
(Party code one)

b. The State shall contribute $787 per month for coverage of an eligible employee 
plus one dependent (Party code two).

c. The State shall contribute $1,024 per month for coverage of an eligible employee 
plus two or more dependents (Party code three).

The employer health benefits contribution for each employee shall be a flat dollar amount 
equal to 80 percent of the weighted average of the Basic health benefit plan premiums for 
a State active civil service employee enrolled for self-alone, during the benefit year to 
which the formula is applied, for the four Basic health benefit plans that had the largest 
State active civil service enrollment, excluding family members during the previous 
benefit year. For each employee with enrolled family members, the employer shall 
contribute an additional flat dollar amount equal to 80 percent of the weighted average of 
the additional premiums required for enrollment of those family members, during the 
benefit year to which the formula is applied, in the four Basic health benefit plans that had 
the largest State active civil service enrollment, excluding family members, during the 
previous benefit year. The established flat dollar amounts shall be increased as 

, appropriate pursuant to the formulas above on January 1,2011, January 1, 2012 and 
' January 1, 2013. There shall be no further increase to the amount(s) in subsequent years 

without a negotiated agreement.

2. Dependent Vesting

Employees who first become eligible for health benefit enrollment on or after January 1, 
2007, shall be subject to a two-year vesting schedule for the employer health contribution 
for dependents as follows:

a. 50% of the normal employer dependent portion of the contribution upon initial 
enrollment;

b. 75% of the normal employer dependent portion of the contribution upon completion 
of twelve (12) months of service; and,
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c. 100% of the normal employer dependent portion of the contribution upon 
completion of twenty-four (24) months of service.

3. The parties agree to work cooperatively with CalPERS and the health plans control 
premium increases.

4. Health Benefits Eligibility

a. Employee Eligibility

For purposes of this section, “eligible employee” shall be defined by the Public 
Employees’ medical and Hospital Care Act.

b. Permanent Intermittent (PI) Employees

Initial Eligibility-A permanent Intermittent employee will be eligible to enroll in 
health benefits during each calendar year if the employee has been credited with a 
minimum of four hundred eighty (480) paid hours in one of two PI control periods. 
For purposes of this section, the control periods are January 1 through June 30 
and July 1 through December 31 of each calendar year. An eligible permanent 
employee must enroll in a health benefit plan within sixty (60) days from the end of 
the qualifying control period.

Continuing Eligibility - To continue health benefits, a permanent intermittent 
employee must be credited with a minimum of four hundred eighty (480) paid hours 
in a control period or nine-hundred sixty (960) paid hours in two consecutive 
control periods.

c. Family Member Eligibility

For purposes of this section, “eligible family member” shalf be defined by the Public 
Employees’ Medical and Hospital Care Act and includes domestic partners that 
have been certified with the Secretary of State’s office in accordance with AB26 
(Chapter 588, Statutes of 1999).

9.1.17 Health Benefit PlanA/ision Benefits Service Plan (Unit 17)
A. Consolidated Benefits (CoBen) Program Description

1. CoBen Allowance

Upon ratification by the Legislature, the State agrees to pay the following contribution for 
the Consolidated Benefits (CoBen) Allowance.

The allowance is based on the Health Benefit party codes in a health plan administered 
or approved by PERS. To be eligible for this contribution, an employee must positively 
enroll in a health plan administered or approved by PERS.

The employer health benefits contribution for each employee shall be an amount equal to 
eighty percent (80%) of the weighted average of the Basic health benefit plan premiums 
for a State active civil service employee enrolled for self-alone, during the benefit year to 
which the formula is applied, for the four (4) Basip health benefit plans that had the 
largest State active civil service enrollment, excluding family members, during the 
previous benefit year. For each employee with enrolled family members, the employer 
shall contribute an additional eighty percent (80%) of the weighted average of the 
additional premiums required for enrollment of those family members, during the benefit 
year to which the formula is applied, in the four (4) Basic health benefit plans that had the 
largest State active civil service enrollment, excluding family members, during the 
previous benefit year.
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When an employee is appointed to a new position or class that results in a change in 
eligibility for the composite rate, the effective date of the change shall be the first of the 
month following the date the notification is received by the State Controller’s Office if the 
notice is received by the tenth (10th) of the month.

2. Dependent Vesting c

Unit 17 employees who first become eligible for health benefit enrollment on or after 
January 1,2007, shall be subject to a two (2) year vesting schedule for the employer 
health contribution for dependents as follows:

a. Fifty percent (50%) of the normal employer dependent portion of the contribution 
upon initial enrollment;

b. Seventy-five percent (75%) of the normal employer dependent portion of the 
contribution upon completion of twelve (12) month of service; and

c. One hundred percent (100%) of the normal employer dependent portion of the 
contribution upon completion of twenty-four (24) months of service.

3. Description of the Consolidated Benefit (CoBen) Program

Employees will be permitted to Choose a different level of benefit coverage according to 
their personal needs, and the State’s allowance amount will depend on an employee’s 
selection of coverage and number of enrolled dependents. The State agrees to provide 
the following CoBen benefits:

a. If the employee is enrolled in both a health plan administered or approved by 
CalPERS and a dental plan administered or approved by DPA, the health benefit 
enrollment party code will determine the allowance amount.

b. If the employee declines a health benefit plan which is administered or approved 
by CalPERS and certifies health coverage from another source, the employee’s 
dental benefit enrollment party code will determine the amount of the contribution.

c. If the employee elects not to enroll in a health plan administered or approved by 
CalPERS and in a dental plan administered or approved by DPA and certifies 
health and dental coverage from other sources the employee will receive one 
hundred fifty-five dollars ($155) in taxable cash per month. Cash will not be paid in 
lieu of vision benefits and employees may not disenroll from vision coverage. 
Employees do not pay an administrative fee.

d. PI employees shall only be eligible to participate in the CoBen Cash Option and 
receive a six (6) month cash payment for the first control period of each plan year.

e. If the employee elects not to enroll in a health plan administered or approved by 
CalPERS and certifies health coverage from another source, but enrolls in a dental 
plan administered or approved by DPA, the employee may receive the difference

. between the applicable composite contribution and the cost of the dental plan 
selected and vision benefits, not to exceed one hundred thirty dollars ($130) per 
month. ,(The State will pay the premium cost of the dental plan and vision plan). 
Cash will not be paid in lieu of vision benefits, and employees may not disenroll 
from vision coverage. Employees do not pay an administrative fee.

f. If the monthly cost of any of the State’s benefit plans (health, dental and vision) in 
which an employee elects to enroll exceeds the State’s maximum allowance 
amount as set forth in subsection A1 and A2 above, the employee shall pay the 
difference on a pre-tax basis. If there is money left over after the cost of these 
benefits is deducted, the remaining amount will be paid to the employee as taxable 
cash.
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B. Health Benefits

1. Employee Eligibility

For purposes of this section, “eligible employee” shall be defined by the Public 
Employees Medical and Hospital Care Act.

2. PI Employees

a. Initial Eligibility-A PI employee will be eligible to enroll in health benefits during 
each calendar year if the employee has been credited with a minimum of four 
hundred eighty (480) paid hours in a PI control period. For purposes of this 
section, the control periods are January 1 through June 30 and July 1 through 
December 31 of each calendar year. An eligible PI employee must enroll in a 
health benefit plan within sixty (60) days from the end of the qualifying control 
period.

b. Continuing Eligibility - To continue health benefits, a permanent intermittent 
employee must be credited with a minimum of four hundred eighty (480) paid hours 
in a control period or nine hundred sixty (960) paid hours in two (2) consecutive 
control periods.

3. Family Member_Eligibility

For purposes of this section, “eligible family member” shall be defined by the Public 
Employees’ Medical and Hospital Care Act and includes domestic partners that have 
been certified with the Secretary of State’s office in accordance with AB 26 (Chapter 588, 
Statutes of 1999).

4. The parties agree to work cooperatively with CalPERS and the health plans to control 
premium increases.

C. Dental Benefits

1. Contribution

The employer contribution for dental benefits shall be included in the Consolidated 
Benefits Allowance as specified in subsection A (1) and A (2) of this agreement.

2. Employee Eligibility

Employee eligibility for dental benefits will be the same as that prescribed for health 
benefits under subsections B (1) and B (2) of this agreement.

3. Family Member Eligibility

Family member eligibility for dental benefits is the same as that prescribed for health 
benefits under subsections A (2) and B (3) of this agreement.

D. Vision Benefit

1. Program Description

The employer agrees to provide a vision benefit to eligible employees and dependents. 
The employer contribution rates for the vision benefit shall be included in the 
Consolidated Benefits Allowance as specified in section A (1) and A (2). The vision 
benefit provided by the State shall have an employee co-payment of ten dollars ($10) for 
the comprehensive annuaj eye examination and twenty five dollars ($25) for materials.
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2. Employee Eligibility

Employee eligibility for vision benefits is the same as that prescribed for health benefits 
under subsections B (1) and B (2) of this agreement.

3. Family Member Eligibility

Family member eligibility for vision benefits is the same as that prescribed for health 
benefits under subsections A (2) and B (3) of this agreement.

9.2 Dental Benefit Plans (Excludes Unit 17)
A. Contribution Amounts

1. Effective January 1, 2009, the State agrees to continue to pay the following contributions 
that went into effect January 1,2010 for dental benefits. To be eligible for this 
contribution, an employee must positively enroll in a dental plan administered by the 
Department of Personnel Administration.

a 
b

c

2. The employee will pay any premium amount for the dental plan in excess of the State’s 
' contribution, except that the employee’s share of the cost shall not exceed twenty-five 
percent (25%) of the total premium.

B. Employee Eligibility -

Employee eligibility for dental benefits is the same as that prescribed for health benefits under 
section 9.1 of this Contract.

C. Family Member Eligibility

Family member eligibility for dental benefits is the same as that prescribed for health benefits 
under section 9.1 of this Contract.

D. Coverage During First twenty-four (24) Months of Employment

Employees first appointed into State service who meet the above eligibility criteria, will not be 
eligible for enrollment in the State-sponsored indemnity or preferred provider option plan until they 
have completed twenty-four (24) months of employment without a permanent break in service 
during the twenty-four (24) month qualifying period. However, if no alternative plan or prepaid 
plan is available within a fifty (50)-mile radius of the employee’s residence, the employee will be 
allowed to enroll in the indemnity or preferred provider option plan.

9.3 Vision Benefit Plans (Excludes Unit 17)
A. Program Description

The employer agrees to provide a vision benefit to eligible employees and dependents. The 
vision benefit provided by the State shall have an employee co-payment of ten dollars ($10) for 
the comprehensive annual eye examination and twenty-five dollars ($25) for materials.

. The State shall pay up to $38.90 per month for coverage of an eligible employee.

. The State shall pay up to $69.06 per month for coverage of an eligible employee 
plus one dependent.

. The State shall pay up to $100.50 per month for coverage of an eligible employee 
plus two or more dependents.
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B. Employee Eligibility
(

Employee eligibility for vision benefits is the same as that prescribed for health benefits under 
section 9.1 of this Contract.

.C. Family Member Eligibility

Family member eligibility for vision benefits is the same as that prescribed for health benefits 
under section 9.1 of this Contract.

9.4 Rural Health Care Equity Program
The State and the Union agree that the provisions of this Section shall not extend beyond the sunset 
date of the Rural Health Care Equity Program (RHCEP), as defined in Government Code 22877.

Should future legislature be chaptered that provides funding for the RHCEP, the State agrees to meet 
and confer to discuss implementation of the legislation.

J
9.5 Employee Assistance Program (EAP)

A. The State recognizes that alcohol, nicotine, drug abuse, and stress may adversely affect job 
performance and are treatable conditions. As a means of correcting job performance problems; 
the State may offer referral to treatment for alcohol, nicotine, drug, and stress related problems 
such as marital, domestic partner, family, emotional, financial, medical, legal, gender transition or 
other personal problems. The intent of this section is to assist an employee’s voluntary efforts to 
treat alcoholism, nicotine use, or a drug-related or a stress-related problem.

B. Each department head or designee shall designate an EAP Coordinator who shall arrange for 
programs to implement this section. Employees who are referred to an EAP Coordinator will be 
referred by the appropriate management personnel. An employee using the EAP, upon approval, 
may use accrued sick leave credits, CTO, vacation, and holiday credits for such a purpose.
Leaves of absence without pay may be granted by the department head or designee upon the 
recommendation of the EAP Coordinator if all sick leave, holiday credits, vacation, and 
compensating time off have beep exhausted, and the employee is not eligible to use Industrial 
Disability Leave or State Disability Leave. A list of all EAP Coordinators and a telephone number 
to contact the appropriate coordinator shall be furnished to the Union within a timely manner after 
the execution of this Contract. Changes to such lists and phone numbers shall be promptly 
furnished to the Union when such changes occur.

C. The records concerning an employee’s referral and/or treatment shall be kept-confidential. No 
manager, supervisor, department director, or coordinator shall disclose the nature of the 
employee’s treatment or the reason for employee’s leave of absence. Records of such referrals 
shall-not be kept in the employee’s personnel file.

D. Upon request by the Union, a department which has an internal Employee Assistance Program 
for its employees will meet to discuss concerns presented by the Union regarding the 
administration of the program.

E. Employees laid off shall be provided services in accordance with-the Employees Assistance 
Program. Such services are term limited for six (6) months from the actual date of layoff.

9.6 Pre-Tax of Health and Dental Premiums Costs
Employees who are enrolled in any health and/or dental plan which requires a portion of the premium 
to be paid by the employee will automatically have their out-of-pocket premium costs taken out of their 
paycheck before Federal, State, and social security taxes are deducted. Employees, who choose not 
to have their out-of-pocket costs pre-taxed, must make an election not to participate in this benefit.

9.7 Pre-Retirement Death Continuation of Benefits
Government Code section 19849.15 - notwithstanding any other provision of law, the State employer 
shall, upon the death of an employee while in State service, continue to pay employer contributions 
for health, dental and vision benefits for a period not to exceed one hundred-twenty (120) days 
beginning in the month of the employee’s death. The surviving spouse, domestic partner or other 
eligible family member, if any, shall be advised of all rights and obligations during this period
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regarding the continuation of health and dental benefits as an annuitant by the California Public 
Employees’ Retirement System. The surviving spouse, domestic partner or other eligible family 
member shall also be notified by the department during this period regarding COBRA rights for the 
continuation of vision benefits. This section shall apply to represented State employees in bargaining 
units that have agreed to this provision.

9.8 Joint Union/Management Benefits Advisory Committee
A. The State and the Union agree to establish a Joint Union/Management Benefits Advisory 

Committee to review benefits and to make recommendations on cost containment. This 
committee shall meet, at least, quarterly. Topics may include, but are not limited to, eligibility, 
cost containment, number and quality of benefits provided, competitiveness among providers, 
and standardization Of benefit design, utilization, promotion, and cost, wellness and health 
promotion. This committee shall be advisory in nature.

B. The committee shall be comprised of an equal number of Union and management 
representatives, the total number to be determined by the DPA. The committee shall be co­
chaired by a labor and a management member.

C. Union members on the committee shall serve without loss of compensation. All other expenses 
shall be the responsibility of each party participating on this committee.

D. The DPA will provide necessary staff to support the committee.

9.9 Presumptive Illness
When required by Cal/OSHA provisions, the State shall provide medical examinations for employees 
working in occupations which expose them to health risks. Examinations shall be in accordance with 
Cal/OSHA regulations.

9.10 Employee Injury on the Job
' A. In the event a disabling injury occurs to an employee while on the job, the State agrees to furnish 

prompt and appropriate transportation to the nearest physician or hospital. Employees may pre­
designate a personal physician who would be utilized, if circumstances permit, in the event of a 
job related injury. The employee must obtain the physician’s written consent for this designation; 
the designation must comply with the other requirements included in Labor Code section 4600; 
and, the form must be given to the State in advance of any work-related injury. Otherwise, the 
State will refer the injured employee for treatment to a physician of its choice.

B. An employee who is directed by his/her supervisor to accompany or transport an injured 
employee to a physician or medical facility shall suffer no loss of compensation for the time spent.

C. If the treating physician advises the injured employee to go home or the employee is admitted and 
remains in a hospital or clinic for treatment, the employee shall be paid for his/her full shift.

D. The State shall not use the DIRs’ Disability Evaluation Unit Advisory Rating form as the vehicle to 
justify removing a worker from his/her normal work assignments.

9.11 Enhanced Industrial Disability Leave (EIDL)
A. An employee working in the CDCR who loses the ability to work for more than twenty-two (22) 

workdays as the result of an injury incurred in the official performance of his/her duties may be 
eligible for financial augmentation to the existing Industrial Disability Leave (IDL) benefits. Such 
injury must have been directly and specifically caused by an assault by a patient/client or 
inmate/ward, or parolee.

B. An employee working in the DDS, DMH, CDVA, or in the Special Schools in the DOE who loses 
the ability to work for more than twenty-two (22) workdays as the result of an injury incurred in the 
official performance of his/her duties may be eligible for a financial augmentation to the existing 
IDL benefits. Such injury must have been directly and specifically caused by an assault or in the 
restraining of an assaultive resident, patient (individual, student, client, or member.

C. The EIDL benefits will be equivalent to the injured employee’s net take home salary on the date of 
occurrence of the injury. EIDL eligibility and benefits may continue for no longer than one year 
after the date of occurrence of injury. For the purposes of this section, “net salary” is defined as 
the amount of salary received after Federal income tax, State income tax, and the employee’s 
retirement contribution have been deducted from the employee’s gross salary. The EIDL benefit 
will continue to be subject to miscellaneous payroll deductions.
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D. ElDL will apply only to serious physical injuries and any complications directly related medically 
and attributable to an injury as delineated in A and B above, as determined by the department 
director or designee. This benefit shall not be applied to either presumptive, stress-related 
disabilities, or physical disability having mental origin.

E. The decision as to whether an employee is eligible for, or continues to be eligible for EIDL, shall 
rest with the department director or designee. The department may periodically review the 
employee’s condition by any means necessary to determine an employee’s continued eligibility 
for EIDL.

F. Other existing rules regarding the administration of IDL will be followed in the administration of 
EIDL.

G. This section relating to EIDL will not be subject to the arbitration procedure of this Contract.
H. In circumstances that deviate from paragraphs A, B, and D the Director may consider and grant 

EIDL on a case-by-case basis when he/she determines the injury was in fact job-related.
I. If a clajm is denied by the department director, the Union may request a review by DPA.

9.12 Flex/Elect Program
A. ; The State agrees to provide a flexible benefits program (FlexElect) under Internal Revenue Code

section 125 and related sections 105(b), 129, and 213(d). All participants in the Flex/Elect 
Program shall be subject to all applicable Federal statutes and related administrative provisions 
adopted by the DPA. All eligible employees must have a permanent appointment with a time 
base of half time or more and have permanent status, or if limited-term or temporary authorized 
(TAU) position, must have mandatory return rights to a permanent position.

B. Employees, who meet the eligibility criteria stated in subsection A above, will also be eligible to 
enroll in a Medical Reimbursement and/or Dependent Care Reimbursement account under the 
Flex/Elect Program.

C. The State shall continue its current practice on a cash option in the Flex/Elect Program.
D. PI employees are eligible to participate in the Flex/Elect Program as described in article 18 of this 

Contract.

9.13 Long-Term Care Insurance Plan
A. Employees are eligible to enroll in any long-term care insurance plan sponsored by the CalPERS. 

The employee’s spouse, parents, spouse’s parents, are also eligible to enroll in the plan, subject 
to the underwriting criteria specified in the plan.

B. The long-term care insurance premiums and the administrative cost to CalPERS and the SCO 
shall be fully paid by the employee and are subject to payroll deductions.

9.14 Temporarily Disabled Employees
A. When an employee claims to be temporarily disabled and prevented from performing his/her 

usual and customary duties, and requests modified duties, the State may require medical 
substantiation of the condition.

B. Consistent with the State’s Reasonable Accommodation Policy, the State shall attempt to provide 
alternative duties within the individual’s medical restrictions and classification, dependent on 
availability of work and funding.

C. Any disputes arising out of this section may only be appealed through the SPB’s Reasonable 
Accommodation Appeals Process. This section is not subject to the grievance and arbitration 
procedure of this Contract.

9.15 Industrial Disability Leave (IDL)
A. Employees who suffer an industrial injury or illness and would otherwise be eligible for Temporary 

Disability (TD) benefits under the Labor Code will be entitled to IDL as described in Article 4 of the 
Government Code, beginning with section 19869. IDL will be paid in lieu of TD benefits. r

B. Eligible employees shall receive IDL payments equivalent to full net pay for the first twenty-two 
(22) workdays after the date of the reported injury.

C. In the event that the disability exceeds twenty-two (22) workdays, the employee will receive sixty- 
six and 66 2/3 percent of gross pay from the twenty-third (23rd) workday of disability until the end 
of the fifty-second (52nd) week of disability. No IDL payments shall be allowed after two (2) years 
from the first day (i.e., date) of disability.
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D. The employee may elect to supplement payment from the twenty-third (23rd) workday with 
accrued leave credits including annual leave, vacation, sick leave, or compensating time off 
(CTO) in the amount necessary to approximate the employee’s full net pay. Partial 
supplementation will be allowed, but fractions of less than one hour will not be permitted. Once 
the level of supplementation is selected, it may be decreased to accommodate a declining leave 
balance but it may not be increased.. Reductions to supplementation amounts will be made on a 
prospective basis only.

E. Temporary Disability with supplementation, as provided for in Government Code section 19863, 
will no longer be available to any State employee who is a member of either the PERS or STRS 
during the first fifty-two (52) weeks, after the first date of disability, within a two (2)-year period.

F. If the employee remains disabled after the IDL benefit is exhausted, then the employee will be 
eligible to receive TD benefits as provided for in the Labor Code and supplementation, as 
provided in Government Code section 19863.

G. For an employee injured prior to January 1, 2004, IDL may continue beyond the physician’s 
statement that the employee’s condition is “permanent and stationary” providing the employee 
has not exhausted his/her eligibility for IDL benefits, the employee has been declared a “qualified 
injured worker,” and the employee would otherwise be entitled to Vocational Rehabilitation 
Maintenance Allowance (VRMA). IDL would be paid in lieu of VRMA.

H. All appeals of an employee’s denial of IDL benefits shall only follow the procedures in the 
Government Code and Title 2. All disputes relating to an employee’s denial of benefits are not 
grievable or arbitrable. This does not change either party’s contractual rights which are not 
related to an individual’s denial of benefits.

9.16 Group Legal Service Plan
The State of California agrees to contract for an employee-paid group legal services plan. The plan 
will emphasize a choice of providers and access to legal services. The plan shall be offered on a 
voluntary, after-tax payroll deduction basis, and any costs associated with administering the plan shall 
be paid by the participating employees through a service charge.

9.17 State Disability Insurance (SDI)
A. All employees covered by this Contract will be covered under the State Disability Insurance (SDI) 

benefit in lieu of a Non-Industrial Disability Insurance (NDI) and Enhanced Non-Industrial 
Disability Insurance (ENDI) benefit as follows:

1. Employees eligible for SDI benefits are those who are defined by section 2601, et seq. of
the California Unemployment Insurance Code; such as, an employee disabled due to a 
non-work related illness or injury of the employee, the employee's family member, 
domestic partner or the birth, adoption, or foster care placement of a new child. Eligible 
employees covered under the SDI program shall receive benefits pursuant to California 
Unemployment Insurance Code section 2655. a

2. The State will pay the full premiums for an employee and any applicable dependent 
coverage for health, dental and vision benefits for the length of the employee’s disability 
up to a maximum of twenty-six (26) weeks. The State shall recover the employee’s 
portion of the premium paid through an accounts receivable consistent with Government 
Code section 19838(a) (2). Any reimbursements for overpayment shall be in monthly 
installments arid the number of repayments shall be equal to the number of monthly 
overpayments. By mutual agreement, the overpayment may be satisfied by the use of 
leave credits, excluding sick leave. If an employee’s SDI leave extends past twenty-six 
(26) weeks, the employee shall remit the full health, dental and vision premiums directly 
to the healthcare providers.

3. Employees participating in the Rural Health Care Equity Program (article 9.4) shall 
continue eligibility as long as they are not remitting their health, dental and vision 
premiums directly to the healthcare providers.

4. If an employee is released by their physician to return to work on a part-time basis, an 
employee may use accrued vacation, annual leave, CTO, holiday credit, personal leave 
(PLP), or sick leave balances to supplement their SDI benefits.
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5. SDI does not cover the first seven (7) days of any disability; therefore, sick leave,
vacation, CTO, holiday, PLP, or annual leave may be' used to cover this period in its 
entirety. ,

6. An employee may elect to supplement their SDI benefit with leave integration up to forty 
(40) hours per month of their accrued vacation, annual leave, CTO, holiday credit, 
personal leave (PLP), or sick leave balances. If an employee elects to use annual leave 
or sick leave to supplement it may affect the SDI benefits. An employee’s combined SDI 
benefit and use of leave credits cannot exceed their regular monthly gross (less 
mandatory reductions) pay. Within one week of being disabled from work, the employee 
or his/her representative must contact their departmental personnel office to provide 
information on the following:

a. The date the disability/illness commenced;
b. The estimated duration of the disability;
c. A phone number where the employee can be reached;
d. The election of leave credits usage during the first week of disability;
e. The number of hours in a month to be charged to leave credits;
f. Whether or not the employee is planning to file for SDb
g. The election to supplement leave credits with SDI benefits;
h. Once the SDI benefit amount has been determined, the employee must provide a 

copy of the SDI award letter and the SDI check stubs to the employee’s personnel 
office in order to ensure proper supplementation of benefits and payment.

B. All appeals of a denial of an employee’s SDI benefits shall only follow the procedures in the 
California Unemployment Insurance Code and Title 22 of the California Code of Regulations. All 
disputes relating to an employee’s denial of benefits are not grievable or arbitrable. This limitation 
does not change either party’s contractual rights which are not related to the denial of an 
individual employee’s benefits.

C. Current State employees who transfer into this bargaining unit who are eligible for ENDI or NDI 
benefits prior to transfer shall be entitled to retain their ENDI and NDI eligibility for six (6) months.

D. Once the State Controller’s Office has fully implemented the 21st Century Project, the State will 
explore the feasibility of integration of SDI benefits. The Union will be provided with quarterly 
updates on the 21st Century Project. Upon request of the Union, the State will agree to meet with 
the Union to discuss the status of the 21st Century Project and the feasibility of integration of SDI 
benefits.

9.18.4 Caltrans Life Insurance (Unit 4)
A. In addition to the workers’ compensation death benefit provisions of Labor Code section 4702 and 

the approximate fifteen thousand dollars ($15,000) State death benefit provided Unit 4 
employees, the Department of Transportation (Caltrans) agrees to pay fifty thousand dollars 
($50,000) to the designated beneficiary(s) of any Caltrans Unit 4 employee who is killed while 
assigned State duties in State highway right-of-way under the following conditions:

1..The employee is hit by any motor vehicle, or part thereof, being operated in the right-of- 
way; and ;V

2. Payment of the workers’ compensation job-related death benefit is not denied because of 
an affirmative defense by the employer as specified in Labor Code section 5705.

B. Caltrans will investigate each work-related death and determine if the qualifying conditions were 
satisfied before paying the fifty thousand dollars ($50,000) to the deceased employee’s 
designated beneficiary(s). Payment shall only be made if all of the qualifying criteria contained in 
the section are satisfied. In accordance with existing law, a copy of the investigation report will be 
provided to the Union upon request.

C. In the event of a dispute regarding appropriate designated beneficiaries, the Caltrans Life 
Insurance benefit will not be paid until the disputants legally verify that they ;have settled their 
dispute or a court of competent jurisdiction resolves the matter for them.
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9.18.11 Life Insurance (Unit 11)
A. In addition to the benefit provisions of Labor Code section 4702 otherwise applicable to Unit 11 

employees, and the approximate fifteen thousand dollars ($15,000) State death benefit provided 
Unit 11 employees, the State agrees to pay fifty thousand dollars ($50,000) to the designated

c beneficiary of:

1. Any CalTrans Unit 11 employee, or
2. A Department of Food and Agriculture (CDFA) Plant Quarantine Inspector, or
3. A Department of Water Resources (DWR)

Water Resources Technician I/ll 
Construction Inspector Technician Range A/B 
Construction Inspector 
Construction Supervisor I

4. And, any Public Utilities Commission (PUG) Unit 11 employee.
Provided said employees in the above referenced groups A (1) through A (4) are 
killed while assigned State duties in State highway or railroad right-of-way under the 
following conditions:

a. The employee is hit by any motor vehicle or part thereof being operated in the 
right-of-way, and

b. Payment of the Workers’ Compensation job-related death benefit is not denied 
because of an affirmative defense by the employer as specified in Labor Code 
section 5705. The department will investigate each work-related death and 
determine if the qualifying conditions were satisfied before paying the fifty 
thousand dollars ($50,000) to the deceased employee’s designated beneficiary.

'' Payment shall only be made if all of the qualifying criteria contained in this section 
■' are satisfied. In accordance with existing law, copy of the investigation report will

be provided to the Union upon request. :

In the event of a dispute regarding appropriate designated beneficiaries, the Life 
Insurance benefit will not be paid until the disputants legally verify that they have 
settled their dispute or a court of competent jurisdiction resolves the matter for 
them.

B. The Air Resources Board shall maintain the life insurance policy currently in effect for Air
Resources Field Representatives and Automotive Emissions Test Specialist assigned to the 
Heavy Duty Diesel Section. \ '

C. The State shall provide the Union with a copy of any changes in life insurance policies required 
under this section..

9.18.21 Alternative Pre-Retirement Death Benefit (Unit 21)
Unit employees are subject to the alternate death benefit, a death benefit payable to eligible family 
members when death occurs prior to age fifty (50), provided by Government Code section 21547.

9.19.3 Light/Limited Duty Assignments (Unit 3)
A. As part of a return-to-work program for employees who are incapacitated due to illness or injury,

* an employee may request and/or the State may initiate a limited duty assignment.
B. Limited duty assignments will be administered in accordance with all the following criteria:

1. When the assignment is in accordance with a physician’s substantiation and 
recommended instruction;

2. When and where the State determines that the assignment provides needed services;
3. When the employee can satisfactorily.perform the work;
4. When there is prognosis for improvement of the illness or injury;
5. Maintaining safety shall be prime consideration prior to assigning limited duty.
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C. The duration of a limited duty assignment shall be up to forty-five (45) calendar days. At the 
State’s discretion, a limited duty assignment may be extended up to sixty (60) days when 
warranted under B(1) through B(5) above.

D. The State may make alternative assignments, retrain employees, or may, if it follows the 
requirements of the Government Code, medically terminate an employee whose prognosis for the 
continued employment is poor.

E. The state reserves the right to have the employee examined by a physician of its choosing prior to 
granting, continuing, or extending a light/limited duty assignment.

F. When an employee’s injury or illness is medically determined to be permanent, the employee or 
the State may initiate action under the provisions of reasonable accommodation as prescribed by 
the SPB. Nothing in this section shall be construed to contravene the SPB’s constitutional and/or 
statutory authority to determine the appropriate classification of assigned duties; to require 
reasonable accommodation of an employee or applicant with disability; or to determine the ability 
of an applicant or employee to perform the essential functions of a classification or job.
Complaints under this section alleging out-of-class work, denial of reasonable accommodations, 
discrimination based on disability, or inappropriate medical demotion, transfer or termination shall 
not be grievable under the grievance procedure contained in article 6 of this Contract, but may be 
appealed to the SPB, the DFEH, and/or the Equal Employment Opportunity Commission (EEOC).

G. This section shall apply to all Unit 3 employees. ;

9.19.14 Light/Limited Duty Assignments (Unit 14)
A. As part of a return-to-work program for employees who are incapacitated due to illness or injury, 

an employee may request and/or the State may initiate a limited duty assignment.
B. Limited duty assignments will be administered in accordance with all the following criteria:

1. When the assignment is in accordance with a physician’s substantiation and 
recommended instruction;

2. When and where the State determines that the assignment provides needed services;
3. When the employee can satisfactorily perform the work;
4. When there is a prognosis for improvement of the illness or injury;
5. Maintaining safety shall be a prime consideration prior to assigning limited duty.

C. The duration of a limited duty assignment may be up to sixty (60) calendar days. At the State’s 
discretion, a limited duty assignment may be extended an additional sixty (60) days when 
warranted under B.1 through 5, above.

D. The State may make alternative assignments, retrain employees, or may, if it follows the 
requirements of the Government Code, medically terminate an employee whose prognosis for 
continued employment is poor.

E. The State reserves the right to have an employee examined by a physician of its choosing prior to 
granting, continuing, or extending a light/limited duty assignment.

F. When an employee’s injury or illness is medically determined to be permanent, the employee may 
request Reasonable Accommodation as prescribed by the State Personnel Board (SPB). The 
State will review the request in conformance with SPB rules. Nothing in this Section shall be 
construed to contravene the SPB’s constitutional and/or statutory authority to determine the 
appropriate classification of assigned duties; to require reasonable accommodation of an 
employee or applicant with disability; or to determine the ability of an applicant or employee to 
perform the essential functions of a classification or job. Complaints under this section alleging 
out-of-class work, denial of reasonable accommodations, discrimination based on disability, or 
inappropriate medical demotion, transfer or termination shall not be grievable under the grievance 
procedure contained in Article 6 (Grievance and Arbitration) of this Contract, but may be appealed 
through the SPB’s Reasonable Accommodation Appeals Process.

9.19.15 Light/Limited Duty Assignments (Unit 15)
A. As part of a Return-To-Work Program for employees who are incapacitated due to illness or 

injury, an employee may request and/or the State may initiate a limited duty assignment. If an 
employee makes a request, the State shall endeavor to initiate a light/limited duty assignment.
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B. Limited duty assignments will be administered in accordance with all the following criteria:

1. When the assignment is in accordance with a physician’s substantiation and 
recommended instruction;

2. When and where the State determines that the assignment provides needed services;
; 3. When the employee can satisfactorily perform the work;

4. When there is a prognosis for improvement of the illness or injury;
5. Maintaining safety shall be prime consideration prior to assigning a light limited duty.

C. The duration of a limited duty assignment shall be up to sixty (60) calendar days. At the State’s 
discretion, a limited duty assignment may be extended up to sixty (60) days when warranted 
under B (1) through B (5) above.

D. The State may make alternative assignments, retrain employees, or may, follow the requirements 
of the Government Code.

E. The State reserves the right to have the employee examined by a physician of its choosing prior 
to granting, continuing, or extending a light/limited duty assignment.

F. - When an employee’s injury or illness is medically determined tb be permanent, the employee or
the State may initiate action under the provisions of Reasonable Accommodation as prescribed 
by the SPB. Nothing in this section shall be construed to contravene the SPB’s constitutional 
and/or statutory authority to determine the appropriate classification of assigned duties; to require 
reasonable accommodation of an employee or applicant with disability; or to determine the ability 
of an applicant or employee to perform the essential functions of a classification or job. ^ 
Complaints under this section alleging out-of-class work, denial of reasonable accommodations, 
discrimination based on disability, or inappropriate medical demotion, transfer or termination shall 
not be grievable under the grievance procedure contained in article 6 of this Contract, but may be 
appealed to the SPB, the DFEH and/or the Equal Employment Opportunity Commission.

9.19.17 Light/Limited Duty Assignments (Unit 17)
A. Where the need is substantiated by a physician, the State will attempt to provide light/limited duty 

assignments for up to sixty (60) days: 1) in accordance with a physician's recommended 
instructions; 2) where and when sen/ices are needed; 3) to the extent it does not inconvenience 
other employees; 4) to the extent the employee can satisfactorily perform the work; and 5) where 
there is a prognosis for improvement. At the option of the State, the assignment may be extended 
beyond sixty (60) days. It is the intent of the parties that the limited duty assignments be of the 
minimum necessary durations and that the maximum limited duty assignment of sixty (60) days, 
and any extensions, be utilized for the most severe illnesses or injuries.

B. The State may make alternative assignments, retrain employees, of as provided under the
Government Code, medically terminate an employee whose prognosis for continued employment 
is poor. -

C. The State reserves the right to have an employee examined by a physician of its choosing prior to 
granting, continuing or extending a light/limited duty assignment.

D. Nothing in this section shall be construed io contravene the State Personnel Board (SPB’s) 
constitutional and/or statutory authority to determine the appropriate classification of assigned 
duties, to require reasonable accommodation of an employee or applicant with a disability, or to 
determine the ability of an applicant or employee to perform the essential functions of a 
classification or job. Complaints under this section alleging out-of-class work, denial of reasonable 
accommodation, discrimination based on disability, or inappropriate medical demotion, transfer or

, termination shall not be grievable under the grievance procedure contained in article 6 (Grievance 
and Arbitration Procedures) of this Contract.

9.19.20 Light/Limited Duty Assignments (Unit 20)
A. Where the need is substantiated by a physician, the State will attempt to provide light/limited duty 

assignments for up to sixty (60) days:

1. In accordance with a physician’s recommended instructions;
2. Where and when services are needed;
3. To the extent it does not inconvenience other employees;
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4. To the extent the employee can satisfactorily perform the work; and
5. Where there is a prognosis for improvement.

At the option of the State, the assignment may be extended beyond sixty (60) days.

B. The State may make alternative assignments, retrain employees, or as provided under the 
Government Code, medically terminate an employee whose prognosis for continued employment 
is poor.

C. The State reserves the right to have an employee examined by a physician of its choosing prior to 
granting, continuing or extending a light/limited duty assignment.

D. Nothing in this section shall be construed to contravene the SPB’s constitutional and/or statutory . 
authority to determine the appropriate classification of assigned duties; to require reasonable 
accommodation of an employee or applicant with disability, or to determine the ability of an 
applicant or employee to perform the essential functions of a classification or job. Complaints 
under this section alleging out-of-class work, denial of reasonable accommodation, discrimination 
based on disability, or inappropriate medical demotion, transfer or termination shall not be 
grievable under the grievance procedure contained in article 6 of this Contract.

9.20.20 Continuation of Flexible Benefits Election (Unit 20)
When an employee who is enrolled in the State’s Flexible Benefits Program (Flex/Elect) for eligible 
non-represented employees changes employment status to that of a represented employee in the 
bargaining unit, the employee will maintain their flexible benefit elections through the duration of the 
Flex/Elect plan year in lieu of the corresponding benefits provided by this Contract. At the conclusion 
of the Flex/Elect, the employee Shall receive only those benefits contained in this Contract.

9.21.17 Reasonable Accommodation (Unit 17)
A. No State employee shall be unlawfully denied reasonable accommodation. The State agrees to 

take such actions as necessary to ensure that this purpose is achieved.
B. Within State Personnel Board policy, the State agrees to make reasonable accommodation fon 

the known physical and/or mental limitations of a disabled employee. Such efforts shall include 
the types of reasonable accommodation specified by the SPB.

C. Alleged violations of this section shall not be grievable under the grievance procedure contained 
in Article 6 (Grievance and Arbitration Procedure) of this Agreement. Complaints alleging denial 
of reasonable accommodation shall be appealed to the SPB through the complaint procedure 
specified by the Board.

9.22 Health Benefits Advising Committee
As a part of the Joint Union Labor Management Benefits Advisory Committee, DPA wijl arrange, with 
the assistance of CalPERS, for representatives of the major California health care providers to give 
educational forums. In these educational forums, health care providers will be asked to discuss cost 
containment methods, plan design, operational changes, and methods to improve member(s) overall 
health.

ARTICLE 10 - HEALTH AND SAFETY

10.1 Health and Safety Commitment
The State is committed to providing a safe and healthy work place for State employees. The Union 
supports a positive and strong health and safety program and shall cooperate with the State’s efforts 
in this regard.

j
10.2 Health and Safety Committees

A. The parties agree that Joint Union/Management Health and Safety Committees are appropriate. 
At the Union’s request, each department shall establish at least one Joint Union/Management 
Health and Safety Committee.

B. At the Union’s request, the State may establish local work site Joint Union/Management Health 
and Safety Committees consisting of an equal number of Union and management representatives 
to address specific areas of concern. These committees shall meet, at least, quarterly unless
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there is a mutual agreement between a department and the Union to meet on a different 
schedule. These committees shall meet for the purpose of discussing health and safety 
problems, recommending appropriate actions on health and safety issues such as, but not limited 
to, indoor air quality, safety promotion, cumulative trauma disorders, employees safety training, 
preventing neck and back injuries, record keeping, and how to encourage employees to be more 
conscious of safety. The twenty-four (24) hour institutions agree to continue local worksite health 
and safety committees.

C. Employees appointed to serve on the committee shall serve without loss of compensation.
D. To the extent permitted by law, and upon request, copies of employee occupation injury reports 

will be furnished to the appropriate Joint Union/Management Health and Safety Committee and 
shall remain confidential.

E. The parties agree that training on domestic violence, workplace security, rape prevention, and 
assaultive behavior are appropriate subjects for high priority consideration by the Joint 
Union/Management Health and Safety Committee.

10.3 Occupational Hazards
When an employee in good faith believes that he/she is being required to work where an immediate 
and recognizable threat to his/her health and safety exists, he/she will so notify his/her supervisor. 
The supervisor will immediately investigate the situation and either direct the employee to perform 
some other task away from the occupational hazard(s) or proclaim the area safe and direct the 
employee to proceed with his/her assigned duties. This direction shall normally be after consulting 
with higher level supervisory or management staff. If the Union or the employee still believes the 
unsafe condition(s) exist, the Union or the. employee may file a grievance alleging a violation of this 
section in accordance with the Health and Safety grievance procedure.

10.4 Injury and Illness Prevention Programs (IIPP)
A. Each department shall establish, implement, and maintain an IIPP. The program shall be in 

writing and distributed and/or made available to all employees.
B. If any dispute arises with regard to this section, an employee may file a grievance. The decision 

reached at the DPA level shall be final.

10.5.11 Health and Safety Education and Training (Unit 11)
A. , Where the State identifies a need, the State will provide health and safety information to all ' 

employees as a part of an on-going program of health and safety awareness and education.
Such information may be reviewed and updated annually with input from the departmental Joint 
Union/Management Health and Safety Committee(s).

B. Employees may request to receive additional job-specific health and safety training as needed
and deemed appropriate by the State. '

C. Where Departmental Joint Union/Management Health and Safety Committee(s) have been 
formed, information regarding Health and Safety Education Training may be an appropriate topic 
of discussion in these meetings. The departments agree to consider health and safety education 
and training recommendations issued by these joint committee(s).

Safety Orientation (Unit 17)
Unit 17 employees in twenty-four (24) hour facilities shall be provided orientation which includes 
safety policies, procedures, CPR, and the use of safety devices, within forty-five (45) days of hire. 
Safety orientation in other facilities shall be provided within forty-five (45) days; however, CPR 
training will be made available within twelve (12) months of hire.

10.5.20 Safety Orientation (Unit 20)
The State shall endeavor to provide Unit 20 employees in twenty-four (24) hour facilities orientation 
which includes: safety policies, procedures, CPR and the use of safety devices within two (2) months 
of hire and will provide this orientation no later than five (5) months from date of hire.

10.5.17
A.

B.
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10.5.21 Health Promotion Activities (Unit 21)
A. The State, in an effort to increase morale and productivity, to reduce absenteeism, injuries and 

illness, and to contain rising health care costs, encourages departments and employees to 
participate in health promotion and injury prevention activities.

B. Departments may, based on operational needs, allow WWG 2 employees up to one full hour of 
administrative time-off (ATO) per month, to participate in State sponsored on-site health 
promotion activities.

C. State-sponsored on-site health promotion activities may include but are not limited to the following 
activities held at the work site: seminars, demonstrations, exercise or physical fitness classes, 
educational forums, blood drives, and flu immunizations.

10.6 Emergency Evacuation Procedures
A. Each department shall establish, implement, and maintain an emergency evacuation procedure. 

The program shall be in writing and distributed and/or made available to all employees.
B. If any dispute arises with regard to this section, an employee may file a grievance. The decision 

reached at the DPA level shall be final.

10.7 Protective Clothing (Excludes Unit 17 and Unit 21)
A. When the State requires protective clothing to be worn, the State shall provide the protective 

clothing. Employees or the Union may request the issuance of protective clothing.
B. “Protective Clothing” means attire, that is worn over, or in place of, regular clothing and is 

necessary to protect the employees’ clothing from damage or stains which would be present in 
the normal performance of their duties. Protective clothing provided pursuant to this Contract is 
State owned or leased property which will be maintained by the State. Damaged protective 
clothing, due to the negligence of the employee, shall be replaced by the employee at his/her 
expense.

, i

10.7.17 Protective Clothing (Unit 17)
A. When the State determines and requires protective clothing to be worn or equipment to be used, 

the State shall provide the protective clothing and equipment. Protective clothing provided 
pursuant to this section is State owned or leased property which will be maintained as the State 
deems necessary.

B. When protective clothing or equipment is provided, the employee shall wear or use the protective 
clothing and equipment in accordance with instructions provided by the State. Employees using 
State provided protective clothing or equipment shall be held responsible for the loss of and/or 
damage to the protective clothing and equipment other than that incurred as a result of normal 
wear or through no fault of the employees. If the protective clothing or equipment is determined 
by the State to be defective or inadequate quality to afford proper protection, the State shall 
provide replacement or repaired protective clothing and equipment at no cost to the employees.

10.7.21 Protective Clothing (Unit 21)
A. When protective clothing is required by the employee’s supervisor, the State shall either provide 

the protective clothing or reimbursement of actual substantiated amounts for initial or replacement 
cost as necessary. Employees must request reimbursement in accordance with department 
policy. Reimbursement shall only be provided when the employee substantiates the expense by 
providing a receipt(s) for the required item(s). “Protective clothing” means attire that is worn over, 
or in place of, regular clothing and is necessary to protect the employee’s clothing from damage 
or stains which would be present in the normal performance of his/her duties and/or which is 
required for the employee to protect the employee’s body from possible injury.

B. Protective clothing provided pursuant to this Section is State owned or leased property which will 
be maintained as the State deems necessary.

C. Protective clothing damaged due to the negligence of the employee shall be replaced by the 
employee at his/her expense.

D. The employee shall comply with any instructions provided by the State in regards to protective 
clothing.
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10.8.14 Protective Clothing Program at Office of State Publishing (OSP) (Unit 14)
A. The Union agrees that the State shall continue a protective clothing program in the OSP 

pressroom. The program shall continue for the duration of the contract.
B. “Protective Clothing” means attire, which is worn over, or in place of, regular clothing and is 

necessary to protect employees’ clothing from damage or stains, which would be present in the 
normal performance of their duties.

C. The State shall provide and maintain the protective clothing.
D. Employees shall be required to wear the protective clothing.
E. Employees may choose to wear their Solidarity shirts and may do so on Wednesdays. The OSP 

is not liable for Solidarity shirts that become soiled or damaged.

10.9 Safety Equipment (Excludes Units 15,17 and 21)
Safety equipment required by the State shall be provided to employees covered by this Contract by
the employer. 1 \

A. Such equipment may include safety devices, wearing apparel and other equipment for the 
protection and safety of employees in the conduct of their assigned duties.

B. The State shall provide training in the use of safety equipment required in the performance of the 
job.

C. Employees may request additional safety equipment if they feel it may add to their overall safety.
D. Equipment damaged or lost, due to the negligence of the employee, shall be replaced by the 

employee at his/her expense.

10.9.15 Safety Equipment and Safety Goggles/Glasses (Unit 15)
Safety equipment required by the State shall be provided to employees covered by this Contract by
the employer.

A. Such equipment may include safety devices, wearing apparel and other equipment for the 
protection and safety of employees in the conduct of their assigned duties.

B. The State shall provide training in the use of safety equipment required in the performance of the 
job.

C. Employees may request additional safety equipment if they feel it may add to their overall safety.
D. Equipment damaged or lost, due to the negligence of the employee, shall be replaced by the 

employee at his/her expense.
E. The State will provide Bargaining Unit 15 employees safety goggles when required by the State. 

When the State concurs that an individual Unit 15 employee cannot wear safety goggles over 
prescription glasses, the State shall provide an initial pair of prescription safety glasses, including 
reasonable time off without loss of compensation for examination and fitting of the glasses.

1. Employees shall wear safety goggles or prescription safety glasses in accordance with 
instructions provided by the State.

2. Safety goggles provided pursuant to this section are State owned or leased property 
which will be maintained as the State deems necessary. Employees issued State 
provided safety goggles shall be held responsible for loss and/or damage to the safety 
goggles, other than that incurred as the result of normal wear or through no fault of the 
employee. If grieved, the burden of proof shall be on the State in cases of loss or 
damage to State-provided safety goggles or glasses.

F. The State shall provide Bargaining Unit 15 employees safety-toed shoes/boots when required by 
the State. Safety-toed shoes/boots provided pursuant to this section are State owned or leased 
property which will be maintained as the State deems necessary. Employees issued State- 
provided safety-toed shoes/boots shall be held responsible for loss of and/or damage to the 
safety-toed shoes/boots other than that incurred as the result of normal wear or through no fault of 
the employee. If grieved, the burden of proof shall be on the State in cases of loss or damage to 
State provided safety-toed shoes/boots.

Employees shall wear safety-toed shoes/boots in accordance with instructions provided by the 
State.
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10.9.21 Safety Equipment (Unit 21)
The State is committed to providing protective and safety equipment for the personal protections of its 
employees, taking into consideration the various work environments and the inherent risks of various 
job assignments. The State shall determine the protective and safety equipment, by employee 

■ classification and job assignment. Denial of an employee request for safety equipment by the State 
shall be in writing. •

10.10 Medical Monitoring (Excludes Units 14,17 and 21)
Medical monitoring programs shall be discussed by the appropriate departmental Joint 
Union/Management Health and Safety Committee(s) and they will take into account the status of 
current technology and scientific recommendations for such programs, and the need for specified 
departmental programs.

10.10.17 Medical Monitoring (Unit 17)
Medical monitoring programs may be discussed by the appropriate departmental Joint 
Union/Management Health and Safety Committee(s) and may take into account the status of current 
technology and scientific recommendations for such.programs. The Health and Safety Committees 
may make recommendations regarding medical monitoring programs to the department head or 
designee.

10.11 Hazardous Materials (Excludes Units 15,17, 20, and 21)
A. Upon request of the Union or an employee, the State shall provide a completed Material Safety 

Data Sheet (MSDS) for each hazardous substance in use at the place of employment, which has 
been supplied to the employer by the manufacturer, producer, or seller. If not provided by the 
manufacturer, producer, or seller, the State shall prepare a written request asking that the MSDS 
be sent.

B. In accordance with departmental policies, an employee will receive training in the use of 
hazardous substances where the following conditions exists:

1. The manufacturer is required under Labor Code section 6390 to provide a MSDS;
2. The employee is required to use/handle the substance; or
3. It is necessary to update or otherwise train an employee in its use.

10.11.15 Hazardous Materials (Unit 15)
A. Upon request of the Union or an employee, the State shall provide a completed Material Safety 

Data Sheet (MSDS) for each hazardous substance in use at the place of employment, which has 
been supplied to the employer by the manufacturer, producer, or seller. If not provided by the 
manufacturer, producer, or seller, the State shall prepare a written request asking that the MSDS 
be sent.

B. An employee will receive training in the use of hazardous substances where the following 
conditions exists:

1. The manufacturer is required under Labor Code section 6390 to provide a MSDS;
2. The employee is required to use/handle the substance; or
3. It is necessary to update or otherwise train an employee in its use.

10.11.17 Hazardous Materials (Unit 17)
A. Upon request of the Union or an employee, the State shall provide a completed MSDS for each 

hazardous substance in use by Unit 17 employees at the place of employment, which has been 
supplied to the employer by the manufacturer, producer, or seller.

B. If not provided by the manufacturer, producer, or seller, the State shall prepare a written request 
asking that the MSDS be sent.

, C. An employee will receive training from his/her supervisor or from departmental resources in the 
use of a hazardous substance where: (1) the manufacturer is required under Labor Code section 
6390 to provide a MSDS; (2) the employee is required to use the substance; and (3) the 
employee has not previously been trained in its use. This provision shall be grievable only
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through the Director’s level in the grievance procedure contained in article 6 (Grievance and 
Arbitration Procedure) of this Contract:

10.11.20 Hazardous Materials (Unit 20)
A. Upon request of the Union or an employee, the State shall provide a completed Material Safety 

Data Sheet (MSDS) for each hazardous substance in use at the place of employment, which has 
been supplied to the employer by the manufacturer, producer, or seller. If not provided by the 
manufacturer, producer, or seller, the State shall prepare a written request asking that the MSDS 
be sent.

B. An employee will receive draining in the use of hazardous substances where the following 
conditions exists:

1. The manufacturer is required under Labor Code section 6390 to provide a MSDS;
2. The employee is required to use/handle the substance; or
3. It is necessary to update or otherwise train an employee in its use.

10.11.21 Hazardous Materials (Unit 21) ,
A. Upon request of the Union or an employee, the State' shall provide a completed Material Safety 

Data Sheet (MSDS) for each hazardous substance in use at the place of employment, which has 
been supplied to the employer by the manufacturer, producer, or seller. If not provided by the 
manufacturer, producer, or.seller, the State shall prepare a written request asking that the MSDS 
be sent.

B. An employee will receive training in the use of hazardous substances where the following 
conditions exists:

1. The manufacturer is required under Labor Code section 6390 to provide a MSDS;
2. The employee is required to use/handle the substance; or
3. It is necessary to update or otherwise train an employee in its use.

10.12 Employee Restroom Facilities
To the extent possible, where both male and female employees are employed at a permanent work
site, the State will provide separate restroom facilities which are also separate from those facilities
provided to inmates, wards, residents, patients, members, and students.

10.13 Access to Work Areas 24 Hours (Excludes Unit 17 and Unit 21)
A. Upon request, employees in twenty-four (24) hour facilities/institutions who need keys will be 

provided keys.
B. Keys may not be provided due to special circumstances, such as safety or security reasons. In 

those instances, management will ensure employees have access to and egress from their work 
areas during their normal work hours.

10.13.21 Access to Work Areas 24 Hours (Unit 21)
A. Upon request, employees in twenty-four (24) hour facilities/institutions who need keys will be 

provided keys.
B. Upon request, and subject to operational need and the overall safety of the employees, 

departments may grant access to employees outside their normal work schedule.

10.14 Personal Alarms (Excludes Units 15,17 and 21)
A. A department shall make available to all employees who have contact or a work assignment with 

inmates, wards, forensic clients or forensic patients, in areas equipped with an alarm, a personal 
alarm transmitter. The transmitter shall be tested regularly. If a log of the testing is maintained by 
the department, the Union shall have the right to inspect this log upon written request.

B. The departments having twenty-four (24) hour institutions shall keep the Union informed, upon 
request, of the progress of personal alarms being tested, manufactured, or being considered for 
use within said institutions. The State shall meet with a Union representative before the devices 
are provided to employees.

C. Any institution currently providing such personal alarm devices will continue to do so.
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D. This provision shall not supersede any existing departmental or institutional policy governing the 
use of personal alarms.

10.14.15 Personal Alarms-CDCR (Unit 15)
A. x A department shall make available to all employees who have contact or a work assignment with

inmates, wards, forensic clients or forensic patients, in areas equipped with an alarm, a personal 
alarm transmitter. The transmitter shall be tested regularly. If a log of the testing is maintained by 
the department, the Union shall have the right to inspect this log upon written request.

B. The departments having twenty-four (24) hour institutions shall keep the Union informed, upon 
request, of the progress of personal alarms being tested, manufactured, or being considered for 
use within said institutions. The State shall meet with a Union representative before the devices 
are provided to employees.

C. Any institution currently providing such personal alarm devices will continue to do so.
D. This provision shall not supersede any existing departmental or institutional policy governing the 

use of personal alarms.

10.14.21 Personal Alarms (Unit 21)
A. A department shall make available to all employees who have contact or a work assignment with 

inmates, wards, forensic clients or forensic patients, in areas equipped with an alarm, a personal 
alarm transmitter.^ The transmitter shall be tested regularly. If a log of the testing is maintained by 
the department, the Union shall have the right to inspect this log upon written request. The 
parties agree concerns in this area are appropriate subjects for priority consideration by the 
appropriate Joint Labor/Management Health and Safety Committee.

B. The departments having twenty-four (24) hour institutions shall keep the Union informed, upon 
request, of the progress of personal alarms being tested, manufactured, or being considered for 
use within said institutions. The State shall meet with a Union representative before the devices 
are provided to employees.

C. Any institution currently providing such personal alarm devices will continue to do so.
D. This provision shall not supersede any existing departmental or institutional policy governing the 

use of personal alarms.

10.15.17 Personal Alarms: GDCR (Unit 17)
The Department of Corrections and Rehabilitation shall provide to a Unit 17 employee a personal 
alarm transmitter which is calibrated to the zone area where the employee is assigned. The 
transmitter shall be tested daily to ensure operational order.

10.16.15 Alarm System: DDS and DMH (Unit 15)
A. The DDS and DMH agree that all alarm system equipment shall be maintained and periodically 

tested to ensure employees’safety.
B. The personal alarm shall be tested daily to ensure operational order.
C. DDS and DMH agree to meet with the Union, upon request, to discuss problems.with the alarm 

system and necessary plans to correct these problems. \

10.16.17 Alarm System: DDS and DMH (Unit 17)
A. The Departments of Developmental Services and Mental Health agree that all alarm system 

equipment shall be maintained and periodically tested to ensure employees' safety.
B. The personal alarm shall be tested daily to ensure operational order.
C. DDS and DMH agree to meet with the Union, upon request, to discuss problems with the alarm 

system and necessary plans to correct these problems.

10.17.17 Institution Radios: CDCR (Unit 17)
Within'six (6) months of ratification of this contract, the CDCR Health Care Division, Labor Relations 
and SE|U Local 1000 shall establish a Labor/Management Committee to review and study the 
necessity of institutional radios for Unit 17 employees in clinics, yard clinics, and isolated areas of 
institutions. The Union shall be allowed two (2) Union-appointed Unit 17 employees on State time.
The department shall be allowed an equal number of management appointed members.
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10.18 Referral of Assault/Battery (Excludes Units 1,3,11,14,17and21)
A. The State shall refer all cases involving a ward/inmate assault and/or battery, as defined by 

existing laws, on an employee to the appropriate prosecuting authority.
B. The State shall report all cases involving a toll patron assault and/or battery, as defined by 

existing laws, on a toll collector to the appropriate policy agency.

10.18 Referral of Assault/Battery (Excludes Units 4,15,17 and 20)
The State shall refer all cases involving a ward/inmate assault and/or battery, as defined by existing 
laws, on an employee to the appropriate prosecuting authority.

10.18.17 Referral of Assault/Batteiy (Unit 17)
The State shall refer all cases involving a ward, inmate, or patient assault and/or battery, as defined 
by existing laws, on an employee to the appropriate prosecuting authority.

10.19 Assaultive Behavior (Excludes Units 3 and 17)
The State will endeavor to provide training to all employees at risk of assault on how to defuse 
potentially violent situations and verbal confrontations.

10.19.3 Assaultive Behavior Training (Unit 3)
- The State will provide the following training in the following departments:

A. Department of Mental Health (DMH) and the. Department of Developmental Services (DDS):

1. Assaultive behavior training shall be mandatory.
2. All employees will be required to attend assaultive behavior training at a minimum of 

every two (2) years. Assaultive behavior training shall be mandatory within six (6) months 
of assuming employment.

3. Representatives of SEIU Local 1000 (Unit 3) may meet with DDS for the purpose of
' discussing the need to reform a statewide assaultive behavior training committee.

4. The DMH will continue to allow the SEIU Local 1000, one (1) seat on the statewide 
committee.

B. California Department of Corrections and Rehabilitation/Division of Juvenile Justice (CDGR/DJJ):

1. As part of the new employee orientation, the Division of Juvenile Justice (DJJ) will provide 
training in appropriate techniques in de-escalation and handling assaultive behavior.

2. In addition, annual refresher training will be conducted for all BU 3 employees.

10.19.17 Prevention and Management of Assaultive Behavior (Unit 17)
A. Department of Mental Health (DMH) and Department of Developmental Services (DDS):

1. Prevention and Management of Assaultive Behavior (PMAB) training shall be mandatory.
2. The State shall provide all employees with an annual opportunity to attend PMAB training. 

All employees will be required to attend PMAB training at a minimum every two (2) years. 
PMAB training shall be mandatory within six (6) months of assuming employment.

3. Employees shall be compensated for attending PMAB training.
4. Representatives of SEIU Local 1000 (Unit 17) may meet with DDS for the purpose of 

discussing the need to form a statewide PMAB Committee.
5. Upon request of the Union, the DMH agrees to schedule a meeting at the headquarters 

level to consider the Union’s suggestions relating to the PMAB program in DMH.
6. The Union shall be entitled to representation on the DMH Statewide PMAB Committee.
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B. The Department of Corrections and Rehabilitation and SEIU Local 1000 (Unit 17) will meet to 
address issues relating to self defense and PMAB training.

C. PMAB training for Unit 17 employees in departments or facilities other than those listed in 
paragraphs A and B above, may be offered on a space available basis and subject to 
arrangements being made to relieve the employees of their regular duties.

10.20.15 Professional Assaultive Response Training (Unit 15)
A. The State shall provide Professional Assaultive Response Training for Unit 15 employees whose 

regular assignment involves the coordination and care of clients in Department of Developmental 
Services (DDS) and Department of Mental Health (DMH). Such training shall occur within a 
timely manner or in the case of a newly hired employee, within six (6) months of being hired.

B. Upon request, other Unit 15 employees in DDS and DMH will be provided Professional Assaultive 
Response Training when space is available and arrangements can be made to relieve them of 
their regular duties.

C. Such training will occur during Bargaining Unit 15 employees’ regular work shift. However, 
departments may adjust the employees’ work schedule to allow for their participation in the 
training.

D. The Department of Education shall provide Professional Assaultive Response Training for all Unit 
15 employees whose regular employment requires routine contact with students. Professional 
Assaultive Response Training involves training in procedures primarily designed to alert 
employees to potential impulsive or aggressive behavior of students in the special schools. Such 
training shall occur prior to the termination of the school year.

10.20.20 Assaultive Response Training (Unit 20)-
The State will review the availability of assaultive response training and will endeavor to provide 
assaultive response training to Unit 20 employees. The DMH, DDS, CDVA, and DOE shall provide 
Management of Assaultive Behavior training where required by the State. Management of assaultive 
behavior is in-service training in a series of techniques and procedures primarily designed to protect 
hospital residents, clients, and students from the affect of their own impulsive behavior.

. 10.20.21 Training for Hostile and Threatening Behavior (Unit 21)
Working within budgetary and work load constraints, each department through its annual training plan 
process, will provide training in handling hostile and threatening behavior where required for job 
performance.

10.21 Workplace Violence Prevention
The State and Union developed a model Workplace Violence Prevention Program. Each department 
shall maintain a Workplace Violence Prevention Program that meets the mutually agreed upon model 
program. The department program shall be in writing and distributed and/or made available to all 
employees. .

10.22 Computer Work Stations
A. In order to provide a safe and healthy workplace for its employees, the State agrees to order 

computer equipment wherever possible in accordance with the recommendations made by the 
Joint Union/Management Video Display Terminal Committee Report.

B. The State shall provide instruction in the proper operation and adjustment of computers and 
workstation equipment. Both parties will encourage employees to properly use computer 
equipment. The State shall maintain the Computer User’s Handbook, which will be available to all 
departments for training purposes.

C. Upon the request of the employee, the State shall provide an ergonomic evaluation of the 
employee’s primary workstation by a trained evaluator.

D. The State shall take action as it deems necessary to make the following equipment available to all 
employees that use computers:

1. Glare screens;
2. Document holders;
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3. Adjustable chairs;
4. Ergonomic keyboards;
5. Foot and wrist rests;
6. Telephone headsets;
7. Ergonomic computer table and supports;
8. Wheeled carriers; , ' • ■ , '
9. Alternative pointing devices (rollerball, trackball, touch-pad, etc.) as necessary.

Additionally .the State shall take action as it deems necessary to mitigate glare from the workplace,^ 
such as rearrangements of the work stations to avoid glare on monitors and on terminal screens from 
windows and ceHing luminaries, or providing other measures to reduce the glare from light sources.

E. Upon request by the Union, the State agrees to meet to review any suggested revisions or 
additions to the State’s Computer User’s Handbook:

1°-A "’Serr^.SS'San employee, dueto an illness or injury is -able to perform 

his/her normal work duties, the State may require the employee to submit to an independent 
medical examination at State expense. The medical examination will be separate of any medical
services provided under the State’s Workers’Compensation Program.

B If the State, after the independent medical examination, determines that the employee cannot 
perform the essential functions of the job position, the State shall give the employee the 
opportunity to challenge the State’s medical evaluation by supplying his/her personal medical 

evaluations to dispute the State’s findings.

10.24.17 Immunization Against Diseases (Unit 17)
The State shall offer immunization as required at State expense.

10^ Hour institutions in-servicetraining on
A' infectious disease control. New employees, and current employees who have not received

trainina shall be provided training on infectious disease control. D ...
B Trainina shall be provided for employees in the Departments of Health Care Services^Public 

Health Veteran’s^ffairs, DIR, DDS, DMH, CDCR, and the California Environmental Protection 
Agency (CalEPA) whose laboratory, research, testing, or regulatory duties may expose them to

C When^rf outbre^of infectious, contagious, or communicable diseases/conditions is known at
the worksite, the State shall notify potentially exposed employees _ ,

D. InfectiousDisease Control Training shall include, but not be'limited, to bloodborne and airborn

E The State shall utilize the best guidelines available. Examples of guidelines may include the use 
oHhe Jofnt Adv'^ory Notices issued by the Centers for Disease Control. For licensed hospitals, 
such training shall be consistent with the California Code of Regulations.

10'2jj‘1 Vhe^tate^ha^provide^H employees in twenty-four (24) hour institutions in-servicefining on 
infectious disease control. New employees, and current employees who have not received 
trainina shall be provided training on infectious disease control. . n ...

B Trainina shall be provided for employees in the Department of Health Care Services Public 
Health 9Veteran’sPAffairs, DIR, DDS, DMH, CDCR, and the California Environmental Protection 
Agency (CalEPA) whose laboratory, research, testing, or regulatory duties may expose them to

C. “no^breaTcf infectious, contagious, or communicable >Sfl“ea
thp worksite the State shall notify potentially exposed employees prior to entering affected area.

D. WeSus Di'ias;Control Training" shall include, but not be limited, to bloodborne and a.rbome

diseases.
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E. The State shall utilize the best guidelines available. Examples of guidelines may include the use 
of the Joint Advisory Notices issued by the Centers for Disease Control. For licensed hospitals, 
such training shall be consistent with the California Code of Regulations.

10.25.17 Infectious Disease Control (Unit 17)
A. The State shall provide in-service training in infectious disease control and isolation procedures 

on an annual basis utilizing the best guidelines available. Examples of guidelines the State may 
use are the Joint Advisory Notice issued by the Center for Disease Control. For licensed 
hospitals, such training shall be consistent with California Administrative Code Title 22. For other 
clinical settings, such training shall reflect the needs of the work environment.

B. The State agrees that, upon request of SEIU Local 1000, a special meeting of the Professional 
Practice Group, provided for under Article 13.18.17 or the Health and Safety Committees 
provided for under article 10.2 (Health and Safety Committees) will be held at each facility to 
review the safety procedures, equipment, and materials relating to treating patients and clients 
with bloodborne diseases such as hepatitis or acquired immune deficiency syndrome.

C. When an outbreak of infectious, contagious, or communicable diseases/conditions is known at 
the worksite, the State shall notify potentially exposed employees.

10.25.20 Infectious Disease Control (Unit 20)
A. The State shall provide all employees in twenty-four (24) hour institutions in-service training on 

infectious disease control. New employees, and current employees who have not received 
training, shall be provided training on infectious disease control.

B. Training shall be provided for employees in the Departments of Corrections and Rehabilitation, 
Developmental Services, Health Care Services, Industrial Relations, Mental Health, Public 
Health, Rehabilitation, Veteran’s Affairs, and the California Environmental Protection Agency 
whose laboratory, research, testing, or regulatory duties may expose them to infectious diseases.

C. When an outbreak of infectious, contagious, or communicable diseases/conditions is known at 
the worksite, the State shall endeavor to notify potentially exposed employees.

D. Infectious Disease Control Training shall include, but not be limited to, blood borne and airborne
diseases. 1

E. The State shall utilize the best guidelines available. Examples of guidelines may include the use 
of the Joint Advisory Notices issued, by the Centers for Disease Control. For licensed hospitals, 
such training shall be consistent with the California Code of Regulations.

10.25.21 Training in Infectious Disease Control (Unit 21)
A. The parties agree ihat training in infectious disease control is an appropriate subject for high 

priority consideration by the appropriate Joint Labo'r/Management Health and Safety Committee.
B. Employees shall be provided training on infectious disease control’as related to job performance. 

Infectious disease control training shall include, but not be limited to, bloodborne and airborne 
diseases.

C. When a Department becomes aware of an outbreak of infectious, contagious, or communicable 
diseases/conditions at a worksite, the State shall endeavor to notify potentially exposed 
employees.

10.26 Precautions Against Exposure to Bloodborne Pathogens
A. The Department of Corrections and Rehabilitation (CDCR), Mental Health (DMH), Veteran’s 

Affairs (DVA), and Developmental Services (DDS) shall utilize the best guidelines identified for 
the housing, control and treatment of inmates, wards, clients, and patients to ensure the 
protection of staff from exposure to bloodborne pathogens. Examples of guidelines the 
departments may use are the Joint Advisory Notice issued by the Department of Labor, 
Department of Human Services, and guidelines issued by the Centers for Disease Control. Upon 
request, the Union and/or an employee will be provided a copy of the aforementioned publications 
and/or guidelines utilized by the departments above.

B. CDCR, DMH, DVA, and DDS shall provide the necessary training to staff who are responsible for 
the care and treatment of inmates, wards, clients, and patients with bloodborne pathogens.

% Training will be tailored to the express or identified needs of the staff assigned and will be.
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conducted as determined and identified by management. Upon request, the Union will be 
provided with the State’s approved training plan relative to bloodborne pathogens.

C. Signs or posters indicating the proper precautions that staff should follow relative to good sanitary 
practices will be.posted in staff restrooms and other locations as determined by management.

D. The aforementioned departments will use standard audit procedures regarding compliance issues 
related to inspections.

E. Employees who are exposed to bloodborne pathogens as a result of their employment will be 
advised of their ability to receive appropriate treatment and care as determined by their treating 
physician via the workers’ compensation system.

F. The departments will utilize the most up to date guidelines provided for the processing of laundry.
G. Protective apparel shall be available to all Staff. All employees, upon request, shall be provided 

with disposable gloves and hand cleaning materials in an AIDS unit. A supply of these items 
should be maintained in such a manner so as to be accessible to other designated staff.

H. The Union will bring concerns regarding health and safety issues to the local Health and Safety 
Committee for resolution.

I. CDCR, DMH, DVA, and DDS shall offer Hepatitis B vaccinations to all employees who have
potential for occupational exposure as defined in Title 8 section 5193 of the California Code of 
Regulations. ,

J. If a bloodborne pathogens unit is established in any other department, the State agrees to abide 
by this section.

10.27 Remodeling/Renovations and Repairs
A. Whenever a State owned or managed building is remodeled or renovated, the agency/tenant 

whose space is being remodeled/renovated will provide at least thirty (30) days prior notice to 
employees impacted by the construction. A copy of this notice shall be provided to the Union.

B. Except in emergency situations, the State shall give not less than forty-eight (48) hours prior 
notice whenever repair work in State owned or managed buildings is done which may result in 
employee health concerns for the work environment.

C. Prior to undertaking any remodeling, renovation, or repair, that requires removal of any material, 
the materials will be tested for lead and asbestos. If such materials are present, they will be 
removed in accordance with State regulations to assure the safety of employees/tenants.

D. For leased buildings not managed by the State, the State will include the following language in all 
new leases entered into after thirty (30) days following the ratification of this Contract.

E. “Except in emergency situations, the Lessor shall give not less than forty-eight (48) hours prior 
notice to State tenants, when any pest control, remodeling, renovation, or repair work affecting 
the State occupied space may result in employee health concerns for the work environment.”

F. The State will take actions to accommodate employees who suffer from chemical hypersensitivity 
as it pertains to section 10.27 (Remodeling/Renovations and Repairs).

10.28 Pest Control
A. Whenever a department utilizes a pest control chemical in State owned or managed 

buildings/grounds, the department will provide at least forty-eight (48) hours notice prior to 
application of the chemical, unless an infestation occurs which requires immediate action.
Notices will be posted in the lobby of the building and will be disseminated to building tenant 
contacts.

B. Employees who wish to review the MSDS sheet(s) for the qhemical(s) being applied may do so by 
making their request to the appropriate building manager’s office. Application of the chemical(s) 
will be done in a manner consistent with State regulations to assure the safety of tenants.

C. Normally, the chemical application will take place during hours when the building is closed for 
business.

D. For leased buildings not managed by the State, the State will include the following language in all 
new leases entered into after thirty (30) days following the ratification of this Contract.

E. “Except in emergency situations, the Lessor shall give not less than forty-eight (48) hours prior 
notice to State tenants, when any pest control, remodeling, renovation, or repair work affecting 
the State occupied space may result in employee health concerns for the work environment.”

F. The State will take actions to accommodate employees who suffer from chemical hypersensitivity 
as it pertains to section 10.28 (Pest Control).
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10.29 Smoking Cessation
A. The State will continue to provide smoking cessation programs consistent with prior departmental 

practices.
B. Participation or non-participation in such programs shall not jeopardize the employment rights of 

participants and non-participants for failure to successfully complete smoking cessation 
programs.

C. Where not already implemented, the State agrees to consider smoking cessation programs upon 
request of groups of employees within the same department and geographic proximity.

10.30 Health and Safety Grievances
A. It is the policy of the State employer to enforce safety and health, policies, procedures, and work 

practices and protect employees from harm in connection with State operations.
B. To this end, the parties agree that it is in their mutual best interest to endeavor to make the work 

site free from situations, circumstances, or conditions that constitute an immediate and 
recognizable threat to the health and safety of employees.

C. It is the intent of this Health and Safety Grievance Procedure to ensure a prompt response to 
employees who feel that a situation exists which constitutes an immediate and recognizable 
threat to their health and safety.

D. When an employee in good faith believes that he/she is being required to work where an 
immediate and recognizable threat to his/her health and safety exists, he/she will so notify his/her 
supervisor. The supervisor will immediately assess the situation, direct any necessary corrective 
action to eliminate any immediate and recognizable threat to the employee’s health and safety, 
and either direct the employee to temporarily perform some other task or direct the employee to 
proceed with his/her assigned duties. If the Union or the employee still believe the immediate and 
recognizable threat to his/her health and safety exists, the Union or the employee may file a 
grievance alleging a violation of this section at Step 2 of the grievance procedure as follows:

1. Health and Safety Grievance - Step 2

a. If the grievant is not satisfied with the decision rendered by his/her supervisor, the 
grievant may appeal the decision in writing, within five (5) calendar days after 
receipt of the decision to the department head or designee as the second level of 
appeal.

b. The person designated by the department head as the second level of appeal shall 
respond to the grievance in writing within fourteen (14) calendar days. A copy of 
the written response shall be sent concurrently to the SEIU Local 1000 
Headquarters.

2. Health and Safety Grievance - Step 3

a. If the grievant is not satisfied with the decision rendered pursuant to Step 2, the 
grievant may appeal the decision in writing, within five (5) calendar days, after 
receipt of the decision to the DPA as the third level of appeal. The Union shall 
concurrently send a copy of the appeal to the affected department(s).

b. The Director of the DPA or designee shall respond to the grievance in writing within 
fourteen (14) calendar days.

c. If the grievance is not resolved at Step 3 within twenty-four (24) hours after receipt 
of the third step response, the Union shall have the right to submit the grievance to 
arbitration.

d. The arbitration shall take place no later than fourteen (14) days following the 
Union’s request unless the parties mutually agree otherwise.

e. Arbitration shall be in accordance with section 6.11 (B) of this article unless 
otherwise provided.
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10.31.11 Health and Safety Inspections (Unit 11)
While it is recognized that periodic health and safety inspections are the responsibility of each 
facilities manager, each department may, upon request of the Union, conduct annual health and 
safety inspections of facilities with Unit 11 employees. Such inspections shall be made by the 
departmental Health and Safety Officer and/or a designee. Upon advance request, a Union , 
representative shall be permitted to accompany the Health and Safety Officer and/or a designee when 
conducting the inspections. Permission shall not be Unreasonably withheld; however, it may be 
denied for reasons of safety, security, or patient care including patient privacy. The results of. the 
inspections will be posted at each facility. This section is not subject to Article 6.

10.32.20 Information Regarding Medical Condition (Unit 20)
Upon request the State will provide any employee in Unit 20 working with any inmate, ward, client, 
resident, patient or student, available pertinent medical information needed to properly care for these 
persons. Provision for the release of such information shall be consistent with applicable laws and 
rules pertaining to confidentiality.

10.33.3 Temperature Controls (Unit 3)
The parties acknowledge the vital importance of the correctional education system in the CDCR-DAI. 
To maintain the effectiveness of this system, it is necessary to develop and implement policies that 
are conducive to maintaining and promoting the health/safety of the teachers, minimizing physical 
discomfort and maximizing educational opportunity for students in these programs.

10.33.15 Laundry and Kitchen Temperatures (Unit 15)
A. At the request of the Union, State departments that maintain kitchens and laundries in which Unit 

15 employees work, agree to meet to discuss alternative methods for resolving issues regarding 
temperature variance in kitchen and laundry work areas.

B. The State shall comply with applicable regulations regarding temperature variance in kitchen and 
laundry work areas. Additionally, the department will consider and may alter the shifts of Unit 15 
employees so that they are working fewer hours during the hottest parts of the day. As resources 
permit, existing ventilation, heat, and air cooling systems, including auxiliary equipment provided 
in the laundries and kitchens shall be maintained by. the State in good working condition.

10.34.11 Health and Safety Incentive Award Program - Department of Water Resources (DWR),
(Unit 11)

A. The DWR will establish on a pilot basis, a Health and Safety Incentive Program, in the Division of 
Operations and Maintenance (O&M) field divisions.

B. All permanent, full time employees of the five (5) O&M field divisions will be eligible to participate 
in the program established for the division. The department agrees to provide funding of awards 
for the program.

C. The program is intended to encourage employees to work safely and reduce sick leave usage. 
Participation in this program is limited to employees working at the five (5) O&M field, divisions.
The management of O&M will develop criteria and guidelines for determining whether the awards 
will be in cash or in material goods. The,criteria established will be discussed with the Union prior 
to implementing the program. Based upon the criteria implemented, awards will be given to 
employees who have established and maintained the best overall health and safety record.

D. If a dispute arises over this section (10.34.11 - Health and Safety Incentive Award Program - 
DWR), an employee may only file a complaint per article 6, and the decision reached by the 
Director of DWR or designee shall be final. This section (10.34.11) shall be effective upon 
enactment of legislation which clearly exempts this provision from the definition of “compensation" 
contained in Government Code section 20022.

E. The State reserves the right to cancel this program if such action is deemed to be in the best 
interest of the State. The State agrees to give affected employees and the Union thirty (30) days 
notice prior to canceling the program.
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10.35.17 Employee Self-Protection (Unit 17)
The Department of Education Special Schools, the California Department of Veterans Affairs, the 
Department of Health Care Services and the Department of Public He.alth shall encourage Unit 17 
employees to attend training provided in self-protection, including, but not limited to, rape prevention.

10.36.17 Incident Debriefing (Unit 17)
A. Each department with twenty-four (24) hour facilities shall develop policy governing work-related ; 

situations associated with a major incident.
B. The policy shall include definition of a major incident, and establish procedures which provide for 

employee referrals for necessary services.

10.37.17 Wellness Programs (Unit 17)
The State shall encourage all agencies with Unit 17 employees to develop and implement 
departmental and/or local wellness programs within existing budgetary and staffing resources. 
Wellness programs may include, but are not limited to, classes, speakers, informational materials and 
other services on such subjects as stress management, smoking cessation, weight reduction, 
nutrition, general fitness, and/or relaxation techniques. Employee participation in wellness programs 
shall be voluntary and on the employee’s own time. Insofar as practical, wellness programs should be 
made available to Unit 17 employees working evening, night or other than regular day shifts.

10.38.17 Rest Areas (Unit 17)
A. Unit 17 employees shall be permitted to use non-wqrk areas for breaks if it does not involve an 

additional cost; it does not involve areas restricted for health and safety reasons; it does not 
interfere with State business needs; or it does not negatively impact on patients, consumers, 
inmates, wards, or students’ health and safety. The State will endeavor to retain all existing break 
rooms or rest areas unless the space becomes necessary for the conduct of State business. 
Operational needs permitting, the State shall endeavor to allow reasonable time for nurses to 
travel to break rooms when the facility layout prohibits a local rest area.

B. Unit 17 employees may identify and request specific alternative locations which allow them to be 
removed from their daily routine and the work area for other nursing employees.

10.38.20 Rest Areas (Unit 20)
A. Unit 20 employees shall be permitted to use unrestricted non-work areas for breaks if it does not 

involve an additional departmental cost; it does not interfere with departmental business needs or 
it does not negatively impact on patient, ward, student, client or resident health and safety.

B. The department will endeavor to retain ajl existing break rooms or rest areas unless the space 
becomes necessary for the conduct of State business. Where rest areas or break rooms are 
unavailable, Unit 20 employees may identify and request specific alternate locations, which allow 
them to be removed from their daily routine.

C. At the Veterans Home and DOE’s Special Schools, the departments will not schedule student or 
member activities in designated employee break rooms.

ARTICLE 11-SALARIES

11.1 Salaries
A. Effective July 1,2013 all SEIU Local 1000 represented classifications (excluding Seasonal Clerks 

and CDCR BU 3 employees who work an academic calendar) shall be adjusted by increasing the 
maximum of the salary range by 3%. Employees at the old maximum salary range for a minimum 
of twelve (12) qualifying pay periods shall receive a 3% increase. Employees at the old maximum 
salary rate for less than twelve (12) qualifying pay periods shall receive a new salary anniversary 
date based on qualifying service. Qualifying service toward the twelve (12) qualifying pay periods 
shall be in accordance with DPA Rules 599.682(b) and 599.687. AM other employees shall retain 
their salary and merit salary anniversary date (MSA).

B. Effective July 1,2013, CDCR BU 3 employees who work an academic calendar and have been at 
step 6 or higher (at any range) for a minimum of 12 qualifying pay periods or have been at any 
step higher than (at any range), shall receive a 3 percent (3%) salary increase, which shall be 
considered part of the employee’s base pay for the purpose of retirement contributions.
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If CalPers does not approve this salary increase, the disapproved portion shall be reopened and 
the parties shall meet and confer over this issue.

C. Effect July 1,2013, 50 cents will be added to each salary rate of the Seasonal Clerk classification.

11.2.20 State Special Schools Recruitment and Retention Differentials (Unit 20)
Employees of the State Special Schools in the listed classifications shall continue to receive a 
recruitment and retention differential of two hundred dollars ($200) per month. This differential shall 
be paid for the ten (10) month school year only and shall be considered compensation for retirement.

8244 Teaching Assistant, School for the Blind
8246 Teaching Assistant, School for the Deaf
9712 Night Aid, School for the Blind
9663 Night Aid, School for the Deaf
9713 Counselor, School for the Blind
9664 Counselor, School for the Deaf
9671 . Transportation Coordinator, Special Schools
8291 Support Bus Driver
9820 Support Services Assistant (Interpreter)

Counselors, Orientation Center for the Blind, (Albany) shall also receive this differential. This 
differential shall be considered compensation for retirement purposes. The differential shall be paid 
pro rata for less than full-time employees.

11.3 Salary Definitions (Excludes Units 17)
Units 1,3,4, 11,14,15, 20 and 21 hereby agree to support putting the following changes to Article 5 
of the DPA regulations into effect provided all bargaining units agree to the same. As used in this 
article, terms are defined as follows:

A. “Salary range” is the range of rates between, and including, the minimum and maximum rate 
currently authorized for the class; Top Step Rounding: Classes shall be adjusted to reflect five 
percent (5%) increments between the minimum and the maximum salary rates. Each five percent 
(5%) shall be calculated by multiplying by 1.05 and rounded to the nearest dollar. To calculate 
five percent (5%) for daily and hourly rates multiply by 1.05 and round to the nearest dollar and 
cents amount, subject to the availability of funds.

B. “Step” for employees compensated on a monthly basis is a five percent (5%) differential above or
below a salary rate rounded to the nearest dollar and for employees compensated on a daily or 
hourly basis is a five percent (5%) differential above or below a rate rounded to the nearest dollar 
and cents amount. One-step higher is calculated by multiplying the rate by 1.05 (e.g., $2,300 x 
1.05 = $2,415). One-step lower is calculated by dividing the rate by 1.05 (e.g., $2,415 1.05 =
$2,300).

C. j'Rate” for employees compensated on a monthly basis is any one of the full dollar amounts found 
within the salary range and for employees compensated on a daily or hourly basis is any one of 
the dollar and cents amounts found within the salary range.

D. “Range differential” is the difference between the maximum rate of two (2) salary ranges.
E. “Substantially the same salary range” is a salary range with the maximum salary rate less than 

two (2) steps higher than or the same as the maximum salary rate of another salary range.
F. “Higher salary range” is a salary range with the maximum salary rate at least two (2) steps higher 

than the maximum salary rate of another salary range.
G. “Lower salary range” is a salary range with the maximum salary rate any amount less than the 

maximum salary rate of another salary range. Unless otherwise provided, the lowest salary range 
currently authorized for the class is used to make salary comparisons between classes except for 
deep classes. Any rate falling within the salary range for a class may be used to accomplish 
appropriate step differentials in movement between classes and salary ranges.
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11.3.17 Salary Definition (Unit 17)

A. For the purpose of salary actions affecting employees assigned to Bargaining Unit 17, the 
following definitions shall apply:

1. "Salary range" is the range of rates between, and including, the minimum and maximum 
rate currently authorized for the class.

2. "Step" for employees compensated on a monthly basis is a five percent (5%) differential 
above or below a salary rate rounded to the nearest dollar and for employees 
compensated on a daily or hourly basis is a five percent (5%) differential above or below 
a rate rounded to the dollar and cents amount.

3. "Rate" for employees compensated on a monthly basis is any one of the full dollar 
amounts found within the salary range and for employees compensated on a daily or 
hourly basis any one of the dollar and cents amounts found within the salary range.

4. "Range differential" is the difference between the maximum rate of two (2) salary ranges.
. 5. "Substantially the same salary range" is a salary range with the maximum salary rate less 

than two (2) steps higher than or the same as the maximum salary rate of another salary 
range.

6, "Higher salary range" is a salary range with the maximum salary rate at least two (2) 
steps higher than the maximum salary rate of another salary range.

7. "Lower salary range" is a salary range with the maximum salary rate any amount less 
than the maximum salary rate of another salary range. Under paragraph (2), one step 
higher is calculated by multiplying the rate by 1.05 (e.g., $2,300 x 1.05 = $2,415). One 
step lower is calculated by dividing the rate by 1.05 (e.g., $2,415 + 1.05 = $2,300).

Unless otherwise provided, the lowest salary range currently authorized for the class is used to 
make salary comparisons between classes. Any rate falling within the salary range for a class 
may be used to accomplish appropriate step differentials in movements between,classes and 
salary ranges.

11.4 Timely Payment of Wages
A. When a permanent full-time employee receives no pay warrant on payday, the State agrees to 

issue a salary advance, consistent with departmental policy and under the following conditions:

1. When there are errors or delays in processing the payroll documents and the delay is 
through no fault of the employee, a salary advance will normally be issued within two (2) 
workdays after payday for an amount close to the actual net pay (gross salary less 
deductions) in accordance with departmental policy;

2. When a regular paycheck is late for reasons other than 1 above (e.g., AWOL, late dock), 
a salary advance of no less than fifty percent (50%) of the employee’s actual net pay will 
normally be issued within five (5) workdays after payday. No more than four (4) salary 
advances per calendar year may be issued under these circumstances;

3. The difference between the employee’s net pay and the salary advance shall not be paid 
until after receipt of the State Controller’s warrant for the pay period.

B. It will be the responsibility of.the employee to make sure voluntary deductions (e.g., credit union 
deductions, union dues, etc.) are paid.

C. This provision does not apply to those employees who have direct deposit.
D. Nothing in this provision shall prevent departmentsfrom continuing policies in excess of this 

provision.
E. The State agrees to provide timely payment of wages after an employee’s discharge, layoff, or 

resignation consistent with applicable department and SCO policies.
F. Overpayments or any other payroll errors shall be administered in accordance with Government 

Code section 19838 except as otherwise provided in this section. By mutual agreement, the 
overpayment may be satisfied by the use of leave credits, excluding sick leave.
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G. For overtime checks, an advance for an amount close to the actual net pay shall be issued by the 
end of the pay period following the actual nionth for which the overtime is submitted if the 
overtime check is not available at the time.

11.5.14 Pay Periods (Unit 14)
Employees in Unit 14 who are employed at the OSP shall continue to receive their paychecks twice a 
month. The State shall continue a negative payroll system at OSP. All other employees in Unit 14 
shall continue to receive their paychecks once per month.

11.5.17 Release of Paychecks - NOC Shift or First Watch (Unit 17)
The departments shall make arrangements so that NOC shift or first watch employees may pick up 
their paychecks during their assigned work shift which begins on the authorized pay day.

11.5.20 Release of Paychecks (Unit 20)
The department shall make arrangements so that employees may pick up their paychecks during their 
assigned work shift on the authorized pay day.

11.6.17 Overtime Checks (Unit 17)
Each department with Unit 17 employees shall make a good faith effort to process employees’ 
overtime checks in an expeditious manner. The parties understand that the issuance of overtime 
warrants shall not take precedence over the issuance of master payroll warrants or Permanent 
Intermittent payroll warrants.

Upon request from the Union, the State agrees to meet at the facility/office level to resolve issues 
where overtime checks are consistently issued after the fifteenth (15th) of the month.

11.7 Merit Salary Adjustments (MSA)
A. Employees shall receive annual MSA in accordance with Government Code section 19832 and 

applicable DPA rules.
B. The employee shall be informed in writing of denial ten (10) working days, prior to the proposed 

effective date of the MSA.
C. Denial of the MSA shall be subject to the grievance and arbitration procedure.

11.8 Night Shift Differential (Excludes Units 14,15,17, and 21)
A. Bargaining Unit employees who regularly work shifts shall receives night shift differential asset

forth below: y

1 . Employees shall qualify for the first night shift pay differential of $.40 per hour where four 
(4) or more hours of the regularly scheduled work shift fall between 6:00 p.m. and 12:00 
midnight.

2. Employees shall qualify for the second night shift pay differential of $.50 cents per hour 
where four (4) or more hours of the regularly scheduled work shift fall between 12:00 
midnight and 6:00 a.m.

B. A “regularly scheduled work shift” are those regularly assigned work hours established by the 
department director or designee. -

11.8.14 Night Shift Differential (Unit 14)
Employees shall receive shift differential at the rate for evening and night shifts as defined below:

1 i Employees shall qualify for the evening shift (8% times the hourly rate) where four (4) or 
more hours of the regularly scheduled work shift fails between 5:00 p.m. and 11:00 p.m.

2. Employees shall qualify for the night shift rate (10% times the hourly rate) where four (4) 
or more hours of the regularly scheduled work shift fall between 12:00 midnight and 6:00 
a.m. ' ' • '
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11.8.15 Night Shift Differential (Unit 15)
A. Unit 15 employees who regularly work shifts shall receive a night shift differential.
B. A “regularly scheduled work shift” are those regularly assigned work hours established by the 

department director or designee.
C. Unit 15 employees who regularly work shifts where four (4) or more hours of the regular 

scheduled work shift fall between 6:00 p.m. and 6:00 a.m., shall receive fifty (50) cents per hour.
D. Shift differential payments are considered compensation for purposes of retirement.
E. Shift differential pay will be included when computing benefits and/or additional compensation 

(i.e., overtime, lump sum payment, SDI, IDL, and EIDL).
F. Unit 15 employees regularly assigned to work between the hours of 6:00 p.m. and 6:00 a.m. shall 

receive the shift differential for the designated hours during the period of paid leave.

11.8.17 Night Shift Differential (Unit 17)
A. Unit 17 employees who regularly work shifts shall receive a night shift differential as set forth 

below:

1. Employees shall qualify for the first night shift pay differential of sixty cents ($.60) per 
hour where four (4) or more hours of the regularly scheduled work shift fall between 6:00 
p.m. and 12:00 midnight.

2. Employees shall qualify for the second night shift pay differential of seventy-five cents 
($.75) cents per hour where four (4) or more hours of the regularly scheduled work shift 
fall between 12:00 midnight and 6:00 a.m.

B. A “regularly scheduled work shift” are those regularly assigned work1 hours established by the 
department director or designee.

11.9 Bilingual Differential Pay (Excludes Unit 17)
Bilingual Differential Pay applies to those positions designated by the DPA as eligible to receive
bilingual pay according to the following standards:

A. Definition of Bilingual Position for Bilingual Differential Pay:

1. A bilingual position for salary differential purposes requires the use of a bilingual skill on a 
continuing basis averaging ten percent (10%) of the time. Anyone using their bilingual 
skills ten percent (10%) or more of the time will be eligible whether they are using them in 
a conversational, interpretation, or translation setting. An employee may provide their 
supervisor with data supporting the use of their bilingual skills ten percent (10%) or more 
of the time. Management will evaluate this data in assigning bilingual designation to the 
position. In order to receive bilingual differential pay, the position/employee must be 
certified by the using department and approved by the DPA. (Time should be an average 
of the time spent on bilingual activities during a given fiscal year);

2. The position must be in a work setting that requires the use of bilingual skills to meet the 
needs of the public in either:

a. A direct public contact position;
b. A hospital or institutional setting dealing with patient, client, student, or inmate

needs;
c. A position utilized to perform interpretation, translation, or specialized bilingual

activities for. the department and its clients.

3. Position(s) must be in a setting where there is a demonstrated client or correspondence 
flow where bilingual skills are clearly needed.

4. Where organizationally feasible, departments should ensure that positions clearly meet 
the standards by centralizing the bilingual responsibility in as few positions as possible.
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5. Actual time spent conversing or interpreting in a second language and closely related 
activities performed directly in conjunction with the specific bilingual transaction will count 
toward the ten percent (10%) standard.

B. Rate:

1. An employee meeting the bilingual differential pay criteria during the entire pay period 
would receive a maximum of one hundred dollars ($100) per pay period including 
holidays.

2. A monthly employee meeting the bilingual differential pay criteria less than the entire pay 
period would receive the differential on a pro rata basis.

3. A fractional-month employee meeting the bilingual differential pay criteria would receive 
the differential on a pro rata basis.

4. An employee paid by the hour meeting the bilingual differential pay criteria would receive 
a differential of fifty-eight cents ($.58) per hour.

C. Employees, regardless of the time base or tenure, who use their bilingual skills more than ten 
percent (10%) of the time on a continuing basis and are approved by the DPA will receive the 
bilingual differential pay on a regular basis.

D. Bilingual differential payments will become earnings and subject to contributions to the CalPERS, 
OASDI (Social Security), levies, garnishments, Federal and State taxes.

E. Employees working in positions which qualify for regular bilingual differential pay as authorized by 
the DPA may receive the appropriate pay during periods of paid time off and absences (e.g., sick 
leave, vacation, holidays, etc.).

F. Employees will be eligible to receive the bilingual differential payments on the date the DPA 
approves the departmental pay request. The effective date may be retroactive to the date of 
appointment to a position requiring bilingual skills when the appointment documentation has been 
delayed. The effective date may be retroactive up to sixty (60) days when the incumbent’s duties 
are changed to include the use of bilingual skills.

G. Bilingual salary payments will be included in the calculation of lump-sum vacation, sick leave, and 
extra hour payments to employees terminating their State service appointment while on bilingual 
status.

H. WWG 2 employees will receive bilingual salary compensation for overtime hours worked.
I. Employees receiving regular bilingual differential pay will have their transfer rights determined 

from the maximum step of the salary range for their class. Incumbents receiving bilingual pay will 
have the same transfer opportunities that other class incumbents are provided.

J. The bilingual differential pay should be included in the rate used to calculate Temporary Disability, 
Industrial Disability, and State Disability leave benefits.

K. Employees who do not receive a bilingual differential shall not be required to use bilingual skills.

11.9.17 Bilingual Differential Pay (Unit 17)
Bilingual Differential Pay applies to those positions designated by the Department of Personnel
Administration as eligible to receive bilingual pay according to the following standards:

A. Definition of Bilingual Positions for Bilingual Differential Pay

1. A bilingual position salary differential purpose requires the use of a bilingual skill on a 
continuing basis averaging ten percent (10%) of the time. Anyone using their bilingual 
skills ten percent (10%) or more of the time will be eligible whether they are using them in 
a conversational, interpretation, or translation setting. In order to receive bilingual 
differential pay, the position/employee must be certified by the using department and 
approved by the Department of Personnel Administration. (Time should be an average of 
the time spent on bilingual activities during a given fiscal year.)
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2. The position must be in a work setting that requires the use of bilingual skills to meet the 
needs of the public in either:

a. A direct public contact position;
b. A hospital or institutional setting dealing with patient or inmate needs;
c. A position utilized to perform interpretation, translation, or specialized bilingual

activities for the department and its clients.

3. Position(s) must be in a setting where there is a demonstrated client or correspondence 
flow where bilingual skills are clearly needed.

4. Where organizationally feasible, departments should ensure that positions clearly meet 
the standards by centralizing the bilingual responsibility in as few positions as possible.

5. Actual time spent conversing or interpreting in a second language and closely related 
activities performed directly in conjunction with the specific bilingual transaction will count 
toward the ten percent (10%) standard.

B. Rate

1. An employee meeting the bilingual differential pay criteria during the entire monthly pay 
period would receive a maximum one hundred dollars ($100) per monthly pay period, 
including holidays.

2. A monthly employee meeting the bilingual differential pay criteria less than the entire pay 
period would receive the differential on a pro rata basis.

3. A fractional month employee meeting the bilingual differential pay criteria would receive 
the differential on a pro rata basis.

4. An employee paid by the hour meeting the bilingual differential pay criteria would receive 
a differential of fifty-eight cents ($.58) per hour.

5. An employee paid by the day meeting the bilingual differential pay criteria would receive a 
differential of four dollars sixty-one cents $4.61 per day.

C. Employees, regardless of the time base or tenure, who use their bilingual skills more than ten 
percent (10%) of the time on a continuing basis and are approved by the Department of 
Personnel Administration will receive the bilingual differential pay on a regular basis.

D. Bilingual differential payments will become earnings and subject to contributions to the State 
Retirement System, OASDI, levies, garnishments, Federal and State taxes.

E. Employees working in positions which qualify for regular bilingual differential pay as authorized by 
the Department of Personnel Administration may receive the appropriate pay during periods of 
paid time off and absences (e.g., sick leave, vacation, holidays, etc.).

F. Employees will be eligible to receive the bilingual differential payments on the date the DPA 
approves the departmental pay request. The effective date shall be retroactive to the date of 
appointment, not to exceed one year, and may be retroactive up to two (2) years, to a position 
requiring bilingual skills when the appointment documentation has been delayed. The effective 
date for bilingual pay differential shall coincide with the date qualified employees begin using their 
bilingual skills on a continuing basis averaging ten percent (10%) of the time, consistent with the 
other provisions of this section.

G. Bilingual salary payments will be included in the calculation of lump sum vacation, sick leave and 
extra hour payments to employees terminating their State service appointment while on bilingual 
status.

H. Employees will not receive bilingual salary compensation for overtime hours worked, except upon 
separation from State service, regardless of total hours during the pay period. Agencies may not 
include bilingual salary compensation when computing overtime rate.

I. Employees receiving regular bilingual differential pay will have their transfer rights determined 
from the maximum step of the salary range for their class. Incumbents receiving bilingual pay will 
have the same transfer opportunities that other class incumbents are provided.

J. The bilingual differential pay shall be included in the rate used to calculate Temporary Disability; 
Industrial Disability and State Industrial Disability leave benefits.
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11.10 Sustained Superior Accomplishment Awards
Sustained Superior Accomplishment Awards shall not be considered “compensation” for purposes of 
retirement.

11.11 Union/Management Committee on State Payroll System
The parties agree to establish a Union/Management Committee to advise the State Controller on 
planned and anticipated changes to the State’s payroll system. Topics to be explored include, but are 
not limited to, accuracy and timeliness of the issuance of overtime warrants, changes in earnings 
statements, direct deposit of employee pay, and design of and transition to a biweekly pay system. 
The committee shall be comprised of an equal number of management representatives and Union 
representatives. In addition, the DPA shall designate a chairperson of the committee. The Union may 
have one representative from each bargaining unit who shall serve without loss of compensation.

11.12.1&
11.12.11 Deferred Compensation Plans (Excludes Units 3,4,14,15,17, 20 and 21)

A. Employees are eligible to participate in the State of California, Department of Personnel 
Administration’s, 401 (k) and 457 pians offered through the Savings Plus Program (SPP).

B. Employees who are eligible under Internal Revenue Code section 403(b) are eligible to 
participate in the 403(b) Plan as administered by the Office of the State Controller.

11.12.3 &
11.12.14 Deferred Compensation Plans (Excludes Units 1,4,11,15,17,20 and 21)

A. Employees are eligible to participate in the State of California, DPA’s, 401 (k) and 457 Plans 
offered through the Savings Plus Program (SPP).

B. Employees who are eligible under Internal Revenue Code section 403(b) will be eligible to 
participate in the 403(b) Plan.

11.12.4 &
11.12.15 &
11.12.17 &
11.12.20 Deferred Compensation Plans (Excludes Units 1, 3,11,14 and 21)

Employees are to be included in the State of California, DPA's 401 (k) and 457 Deferred 
Compensation Programs. Eligible employees under IRS Code section 403(b) will be eligible to 
participate in the 403(b) Plan.

11.12.21 Deferred Compensation Program (Unit 21)
Employees in Unit 21 are to be included in the State of California, DPA, Savings Plus Deferred 
Compensation Program (457 Deferred Compensation Plan and 401K Thrift Plan). Those employees 
determined to be eligible to participate in a 403(b) plan under the applicable Federal IRS statutes and 
regulations will be eligible to participate in the 403(b) plan described in this Agreement. Upon request 
of the Union, the State shall meet to discuss significant changes to the SCO 403(b) tax shelter annuity 
program.

11.13 Tax Deferral of Lump Sum Leave Cash-Out Upon Separation
A. To the extent permitted by federal and state law, employees who separate from State service who 

are otherwise eligible to cash out their vacation and/or annual leave balance, may ask the State to 
tax defer and transfer a designated monthly amount from their cash payment into their existing 
457 and/or 401 k plan offered through the Savings Plus Program (SPP).

B. If an employee does not have an existing 457 and/or 401 k plan account, he/she must enroll in the
SPP and become a participant in one or both plans no less than sixty (60) days prior to his/her 
date of separation. C

C. Such transfers are subject to and contingent upon all statutes, laws, rules and regulations 
authorizing such transfers including those governing the timing and amount of annual deferrals.

D. Employees electing to make such a transfer shall bear full tax liability, if any, for the leave 
transferred (e.g., “overdefers” exceeding the limitation on annual deferrals).

E. Implementation, continuation and administration of this section is expressly subject to and 
contingent upon compliance with the SPP’s governing plan document (which may at the State’s
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discretion be amended from time to time), and applicable Federal and State laws, rules and 
regulations.

F. Disputes arising under this section of the Contract shall not be subject to the grievance and 
arbitration provisions of this Contract.

11.14.3 Timely Processing and Depositing of 403B - Tax Sheltered Annuities (Unit 3)
The State recognizes the importance of processing tax shelter deposits and adjustments in a timely 
manner and that these shall be given ongoing attention. The State will endeavor to process these in 
fifteen (15) working days or less.

If the Union believes that a pattern has developed in the processing of tax shelter deposits and 
adjustments beyond fifteen (15) working days, they may request to meet and confer over the impact 
of this matter with a department head or designee.

11.15.4 State Special Schools Ten-Month Compensation Agreement (Unit 4)
The Special Schools in the California Department of Education (CDOE) shall use the following work 
schedule policy for permanent, full-time Bargaining Unit 4 employees that are scheduled to work a ten 
(10) month school year.

A. The Special Schools shall guarantee the opportunity for ten (10) months of compensation (as 
defined by State Personnel Board (SPB) rule 9) to permanent, full-time Special Schools’ 
employees except when budgetary or program considerations preclude it. Budgetary or program 
considerations are those which are mandated by the Legislature, Governor, or Superintendent of 
Public Instruction. This means that these employees may be scheduled either for work, CTO, 
holiday credits, paid or unpaid leave; so, that when all of these are considered in total for the year 
each employee at the California Schools for the Deaf and California School for the Blind receives 
a minimum annual compensation equivalent to approximately one thousand seven hundred thirty- 
four (1,734) hours of the employee’s regular (straight-time) rate of pay. Employees at the 
Diagnostic Centers will receive a minimum annual compensation to approximately one thousand 
nine hundred thirty-four (1,934) hours of the employees’ regular (straight time) rate of pay based 
upon their twenty-five (25) day extended work year. The Special Schools may provide an annual 
compensation greater than one thousand seven hundred thirty-four (1,734) hours, (one thousand 
nine hundred thirty-four [1,934] hours for Diagnostic Center's employees) subject to budgetary 
and program considerations. If an employee chooses not to work, the School’s obligation to 
provide a minimum opportunity for ten (10) months compensation shall be reduced accordingly.

During recess periods, the Special Schools may utilize any combination of work, training, 
vacation, CTO or dock. Priority consideration will be given first to regular work assignments, 
second to training, and third to work not associated with their normal duties. It is understood by 
both parties that regular work, work not associated with their normal duties, and training may not 
be available. Employees may request training that enhances the Special School program.

B. Employees covered by this Agreement:

1. May be scheduled and use vacation leave during their initial six (6) months of 
employment. This is an exception to the Bargaining Unit 4 Contract vacation leave 
provision.

2. Shall receive seventy (70) hours of vacation leave credit which will be credited to their 
vacation leave credit account upon commencement of the school year. This vacation 
leave credit shall be used to offset noncompensable absences during school recess 
periods.

3. Sections B (1) and B (2) shall apply to permanent, part-time employees on a pro rata 
basis.

4. The seventy (70) hours of vacation leave credit (and pro rated amount for permanent, 
part- time employees) is contingent upon an employee’s continued employment for a 
minimum ten (10) qualifying pay periods beginning with the employee’s first qualifying 
pay period of the school year. If an employee terminates employment prior to this ten
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(10) qualifying pay period duration and the Special School is unable to adjust the 
employee’s vacation and/or CTO credit balances in order to reflect the proper vacation 
leave credit balance, the employee shall reimburse the Special School for the amount 
that is outstanding.

C. Work scheduled during school recesses may include training and other work assignments which 
may involve duties not normally associated with their normal and regular duties. These 
assignments which involve duties not normally associated with their regular duties shall only 
occur during recesses.

D. The Special Schools have total discretion to determine the school year including recesses as long 
as the provisions of this Contract are met.

E. During school recess periods,.the Special Schools may schedule work, training, paid leave (e.g., 
CTO or vacation) or place employees on dock. During recesses it is the intent of the Department 
that all employees covered by this Contract shall be scheduled the same number of vacation days 
based on the minimum accrual rate for ten (10) month employees plus or minus two (2) days.

F. Employees who have taken a leave of absence without pay, who have been charged with an 
AWOL, or who have been “docked” will not be extended compensation opportunities to the extent 
that they would benefit over other employees from such docks.

G. The Special Schools shall provide eligibility for medical and dental benefits during the months of 
July and August by scheduling a minimum two (2) days work, training, vacation, or CTO in July 
and a minimum two (2) days of work, training, vacation, or CTO in August.

11.15.15 State Special Schools -Ten Month Compensation Agreement (Unit 15)
The State Special Schools in the California Department of Education shall use the following work 
schedule policy for permanent, full-time Bargaining Unit 15 employees that are scheduled to work a ten 
(10) month school year.

A. The State Special Schools shall guarantee the opportunity for ten (10) months of compensation 
(as defined by State Personnel Board rule 9) to permanent, full-time State Special Schools’ 
employees except when budgetary or program considerations preclude it. Budgetary and 
program considerations are those which are mandated by the Legislature, Governor, or 
Superintendent of Public Instruction. This means that these employees may be scheduled either 
for work, CTO, holiday credits, paid or unpaid leave; so, that when all of these are considered in 
total for the year each employee at the California Schools for the Deaf and the California School 
for the Blind receives a minimum annual compensation equivalent to approximately 1,734 hours 
of the employee’s regular (straight-time) rate of pay. Employees at the Diagnostic Centers will 
receive a minimum annual compensation equivalent to approximately 1,934 hours of the 
employees' regular (straight-time) rate of pay based upon their 25 day extended work year. The 
State Special Schools may provide an annual compensation greater than 1,734 hours, (1,934 
hours for Diagnostic Center employees) subject to budgetary and program considerations. If an 
employee chooses not to work, the School’s obligation to provide a minimum opportunity for ten 
(10) months compensation shall be reduced accordingly.

During recess periods, the State Special Schools may utilize any combination of work, training, 
vacation, CTO or unpaid leave (including dock). Priority consideration will be given first to regular 
work assignments, second to training, and third to work not associated with their normal duties. It 
is understood by both parties that regular work, work not associated with their normal duties, and 
training may not be available. Employees may request training that enhances the State Special 
Schools program.

B. Employees covered by this Agreement:

1. May be scheduled and use vacation leave during their initial six (6) months of 
employment. This is an exception to the Bargaining Unit 15 Contract vacation leave 
provision.

2. Shall receive seventy (70) hours of vacation leave credit which will be credited ,to their 
vacation leave credit account upon commencement of the school year. This vacation
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leave credit shall be used to offset non-compensable absences during school recess 
periods. In addition, the State Special Schools may allow employees to utilize these 
vacation leave credits during scheduled work periods. However, the minimum annual 
compensation (1,734 or 1,934 hours) shall be reduced by the time utilized.

Sections B (1) and B (2) shall apply to permanent, part-time employees on a pro rata 
basis.

3. The seventy (70) hours of vacation leave credit (and pro-rated amount for permanent, 
part-time employees) is contingent upon an employee’s continued employment for a 
minimum ten (10) qualifying pay periods beginning with the employee’s first qualifying 
pay period of the school year. If an employee terminates employment prior to this ten 
(10) qualifying pay period duration and the State Special School is unable to adjust the 
employee’s vacation and/or CTO credit balances in order to reflect the proper vacation 
leave credit balance, the employee shall reimburse the State Special School for the 
amount that is outstanding.

C. Work scheduled during school recesses may include training and other work assignments which 
may involve duties not normally associated with their normal and regular duties. These 
assignments which involve duties not normally associated with their regular duties shall only 
occur during recesses. On site and/or offsite training may be made available to Bargaining Unit 
15 employees during school break when students are not present. The parties agree to meet and 
discuss regarding the types of training that will be made available to State Special School 
employees within ninety (90) days from the date this Contract is ratified.

D. The State Special Schools have total discretion to determine the school year including recesses 
as long as the provisions of this Agreement are met.

E. During school recess periods, the State Special Schools may schedule work, training, paid leave 
(e.g., CTO or vacation) or place employees on unpaid leave (including dock). During recesses it 
is the intent of the Department that all employees covered by this section shall be scheduled the 
same number of vacation days based on the minimum accrual rate for ten (10) month employees 
plus or minus two (2) days.

F. Employees who have taken a leave of absence without pay, who have been .charged with an 
AWOL, or who have been “docked” will not be extended compensation opportunities to the extent 
that they would benefit over other employees from such docks.

G. The State Special Schools shall provide eligibility for medical and dental benefits during the 
months of July and August by scheduling a minimum two (2) days work, training, vacation, CTO, 
personal holiday or holiday credit in July and a minimum of two (2) days of work, training, 
vacation, or CTO in August.

11.15.17 Department of Education Ten-Month Compensation (Unit 17)
The Special Schools in the DOE shall use the following work schedule policy for permanent, full-time
Bargaining Unit 17 employees that are scheduled to work a ten (10) month school year.

A. The Special Schools shall guarantee the opportunity for ten (10) months of compensation (as 
defined by SPB Rule 9) to permanent, full-time Special Schools’ employees except when 
budgetary or program considerations preclude it. Budgetary or program considerations are those 
which are mandated by the Legislature, Governor, or Superintendent of Public Instruction. This 
means that these employees may be scheduled either for work, CTO, holiday credits, paid or 
unpaid leave; so, that when all of these are considered in total for the year, each employee at the 
California Schools for the Deaf and California School for the Blind receives a minimum annual 
compensation equivalent to approximately one thousand seven hundred thirty-four (1,734) hours 
of the employee’s regular (straight-time) rate of pay. Employees at the Diagnostic Centers will 
receive a minimum annual compensation equivalent to approximately one thousand nine hundred 
thirty-four (1,934) hours of the employee’s regular (straight-time) rate of pay based upon their 
twenty-five (25) day extended work year. The Special Schools may provide an annual 
compensation greater than one thousand seven hundred thirty-four (1,734) hours (one thousand 
nine hundred thirty-four [1,934] hours for Diagnostic Centers employees) subject to budgetary and
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. program considerations. If an employee chooses not to work, the Schools' obligation to provide a 
minimum opportunity for ten (10) months compensation shall be reduced accordingly.

During recess periods, the Special Schools may utilize any combination of work, training, 
vacation, annual leave, CTO or dock. Priority consideration will be given first to regular work 
assignments, second to training and third to work not associated with their normal duties. It is 
understood by both parties that regular work, work not associated with their normal duties, and 
training may not be available. Employees may request training that enhances the Special 
Schools program.

B. Employees covered by this Agreement:

1. May be scheduled and use vacation or annual leave during their initial six (6) months of 
employment. This is an exception to the Bargaining Unit 17 contract vacation leave 
provision.

2. Shall receive seventy (70) hours of vacation leave credit which will be credited to their 
vacation leave credit account upon commencement of the school year. This vacation 
leave credit shall be used to offset noncompensable absences during school recess 
periods. In addition, the Special Schools may allow employees to use these vacation 
leave credits during scheduled work periods. However, the minimum annual 
compensation (1,734 hours) shall be reduced by the amount of vacation used.

3. Sections B (1) and B (2) shall apply to permanent, part-time employees on a pro rata 
basis.

4. The seventy (70) hours of vacation leave credit (and prorated amount for permanent, 
part- time employees) is contingent upon an employee's continued employment for a 
minimum ten (10) qualifying pay periods beginning with the employee's first qualifying pay 
period of the school year. If an employee terminates employment prior to this ten (10) 
qualifying pay period duration and the Special School is unable to adjust the employee's 
vacation and/or CTO credit balances in order to reflect the proper vacation leave credit 
balance, the employee shall reimburse the Special School for the amount that is 
outstanding.

C. Work scheduled during school recesses may include training and other work assignments which 
may involve duties not normally associated with their normal and regular duties. These 
assignments which involve duties not normally associated with their regular duties shall only 
occur during recesses.

D. The Special Schools have total discretion to determine the school year, including recesses, as 
long as the provisions of this Agreement are met.

E. During school recess periods, the Special Schools may schedule work, training, paid leave (e.g., 
annual leave, CTO or vacation) or place employees on dock. “School recess" is defined as a 
scheduled closing of the school during the academic year (for example: Thanksgiving, Christmas 
and Easter recesses). During recesses, it is the intent of the Department that all employees 
covered by this Agreement shall be scheduled the same number of vacation days based on the 
minimum accrual rate for ten (10) month employees plus or minus two (2) days (for example, if 
the minimum leave accrual rate for ten [10] months employees is 8.75 days per year, then during 
recesses the employee would be scheduled no more than 10.75 days of vacation, nor less than 
6.75 days of vacation).

F. Employees who have taken a leave of absence without pay, who have been charged with an 
AWOL, or who have been "docked" will not be extended compensation opportunities to the extent 
that they would benefit over other employees from such docks.

G. The Special Schools shall provide eligibility for medical and dental benefits during the months of 
July and August by scheduling a minimum two (2) days work, training, vacation, annual leave or 
CTO in July and a minimum two (2) days of work, training, vacation, annual leave or CTO in 
August.

H. If an overtime opportunity is offered to and declined by an employee, only the amount of the 
overtime hours offered shall be charged toward the employee’s one thousand seven hundred
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thirty-four (1,734) hours. The premium that might have been earned shall not be charged toward 
the one thousand seven hundred thirty-four (1,734) hours. <

I. Special Schools Calendar

1. The Superintendent of a State Special School shall obtain input from Unit 17 employees 
during the development of the proposed academic calendar. Special School employees 
shall receive a copy of the proposed calendar prior to adoption of the calendar.

2. Upon the adoption of an academic calendar the State Special Schools shall provide a 
copy of the academic calendar to Unit 17 Special Schools employees.

11.15.20 State Special Schools Ten-Month Compensation Agreement (Unit 20)
The Special Schools in the DOE shall use the following work schedules policy for permanent full-time 
Bargaining Unit 20 employees that are scheduled to work a ten (10) month school year.

A. The Special Schools shall guarantee the opportunity for ten (10) months of compensation (as 
defined by SPB rule 9) to permanent full-time Special Schools employees except when budgetary 
or program consideration preclude it. Budgetary and program considerations are those which are 
mandated by the Legislature, Governor, or Superintendent of Public Instruction. This means that 
these employees may be scheduled either for work, CTO, holiday credits, or paid or unpaid leave; 
so, that when all of these are considered in total for the year each employee at the California 
Schools for the Deaf and California School for the Blind receives a minimum annual 
compensation equivalent to approximately one thousand seven hundred thirty-four (1,734) hours 
of the employee’s regular (straight-time) rate of pay. The Special Schools may provide an annual 
compensation greater than one thousand seven hundred thirty-four (1,734) hours, subject to 
budgetary and program considerations. If an employee chooses not to work, the School’s 
obligation to provide a minimum opportunity for ten (10) months compensation shall be reduced 
accordingly. During recess periods, the Special Schools may utilize any combination of work, 
training, vacation, CTO or unpaid leave (including dock). Priority considerations will be given first 
to regular work assignments, second to training and third to work not associated with their normal 
duties. It is understood by both parties that regular work, work not associated with their normal 
duties, and training may not be available. Employees may request training that enhances the 
Special Schools program.

B. Employees covered by this Agreement:

1. May be scheduled and use vacation leave during their initial six (6) months of 
employment. This is an exception to the bargaining unit Contract vacation leave 
provision.

2. Shall receive seventy (70) hours of vacation leave credit which will be credited to their 
vacation leave credit account upon commencement of the school year. This vacation 
leave credit shall be used to offset non-compensable absences during school recess 
periods. In addition, the Special Schools may allow employees to utilize these vacation 
leave credits during scheduled work periods. However, the minimum annual 
compensation one thousand seven hundred thirty-four hours (1,734) shall be reduced by 
the time utilized.

3. Sections B (1) and B (2) shall apply to permanent part-time employees on a pro rata 
basis.

4. The seventy (70) hours of vacation leave credit (and pro rated amount for permanent 
part-time employees) is contingent upon an employee’s continued employment for a 
minimum ten (10) qualifying pay periods beginning with the employee's first qualifying 
pay period of the school year. If an employee terminates employment prior to this ten 
(10) qualifying pay period duration and the Special School is unable to adjust the 
employee’s vacation and/or CTO credit balances in order to reflect the proper vacation 
leave credit balance, the employee shall reimburse the Special School for the amount 
that is outstanding.
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C. Work scheduled during school recesses may include training and other work assignments which 
may involve duties not normally associated with their normal and regular duties. These 
assignments which involve duties not normally associated with their regular duties shall only 
occur during recesses.

D. The Special Schools have total discretion to determine the school year including recesses so long 
as the provisions of this Agreement are met.

E. During school recess periods, the Special Schools may schedule work, training, paid leave (e.g. 
CTO or vacation) or place employees on unpaid leave (including dock). During recesses it is the 
intent of the Department that all employees covered by this Agreement shall be scheduled the 
same number of vacation days based on the minimum accrual rate for ten (10) month employees 
plus or minus two (2) days.

F. Employees who have taken a leave of absence without pay, who have been charged with an 
AWOL, or who have been docked will not be extended compensation opportunities to the extent 
that they would benefit over other employees from such docks.

G. The Special Schools shall provide eligibility for medical and dental benefits during the months of 
July and August by scheduling a minimum two (2) days work, training, vacation or CTO in July 
and a minimum two (2) days of work, training, vacation or CTO in August.

H. If an overtime opportunity is offered to and declined by an employee, only the amount of the 
overtime hours offered shall be charged towards the employee’s one thousand seven hundred 
thirty-four (1,734) hours. The premium that might have been earned shall not be charged towards 
the one thousand seven hundred thirty-four (1,734) hours.

11.16.20 Alternate Range (AR) 40 (Unit 20)
A. The State will continue to provide AR 40 compensation to classes currently eligible using the 

following criteria:
B. Range B. This Range shall apply to incumbents in positions approved by the DPA staff as having 

regular, direct responsibility for work supervision, on-the-job training, and work performance 
evaluation of at least two (2) inmates, wards or resident workers who substantially replace civil 
service employees for a total of at least one hundred seventy-three (173) allocated hours of 
inmates, wards, or resident workers time per pay period.

Other classes may be added during the term of this Contract only upon concurrence of the State.

11.17 Recruitment and Retention Differentials (Excludes Unit 17)
A. Upon approval by the DPA, a department may provide a monthly recruitment and retention 

differential to employees.
B. This differential may be authorized for specific classifications in specific geographic locations or 

facilities.
C. A department will provide the Union with notice when a request to provide a monthly recruitment 

and retention differential is made to the DPA.
D. Less than full-time permanent employees and PI employees may receive a recruitment and 

retention differential on a pro rata basis.
E. The amount and location of such differentials is neither grievable nor arbitrable.

11.17.17 Recruitment and Retention Differential (Unit 17)
A. Upon approval by the Department of Personnel Administration (DPA) and the Department of 

Finance (DOF), a department may provide Unit 17 employees a recruitment and retention 
differential for classifications, facilities, or geographic locations.

B. Less than full-time permanent employees shall receive the recruitment and retention differential 
on a pro rata basis.

C. Permanent Intermittent (PI) employees shall receive a pro rated recruitment and retention 
differential based on the hours worked in the pay period.

D. The department may withdraw any recruitment and retention differential for classifications, 
facilities, or geographic locations for new hires with a thirty (30) day notice to SEIU Local 1000.

E. The department shall not withdraw the recruitment and retention differential for an employee 
receiving the recruitment and retention differential during the term of this agreement.
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F. Neither the decision to implement or not implement the recruitment and retention differentia! nor 
the amount of the recruitment and retention differential, if offered, shall be subject the grievance 
and arbitration procedure.

11.18.17 Retirement Compensation (Unit 17)
All current monthly recruitment and retention differential payments shall be considered as
compensation for purposes of retirement.

11.19.3 Recruitment and Retention Differentials (Unit 3)
A. The State and the Union agree to the following general provisions for authorization of recruitment 

and/or retention differentials:
B. Upon justification of need and approval by the DPA, employees in Unit 3 classifications may 

receive a recruitment and/or retention differential for specific positions, classifications, facilities, or 
geographic locations. Circumstances which may support the need for recruitment and/or 
retention differentials may include but are not limited to situations such as remote 
institutions/facilities which cannot recruit qualified staff, institutions/facilities where prevailing 
compensation provisions exceed those offered by the State, or classifications in high demand.

C. The amount of recruitment and/or retention differential shall not exceed five hundred dollars 
($500) per month, and certification of available funding must be provided by the implementing 
department and approved by the DOF.

D. The State agrees to provide the Union with a minimum of thirty (30) days’ notice prior to 
implementation or discontinuance of a recruitment and/or retention differential, and to meet and 
discuss impact.

E. Permanent employees who work less than full time (either on a Contract schedule or 9/12, 10/12, 
or 11/12 schedule and PI employees) shall be eligible to receive approved recruitment and/or 
retention differentials. Payments for these employees shall be calculated on a pro rata basis.

F. Recruitment and/or retention payments shall not be considered compensation for purpose of 
retirement contributions.

G. All approved recruitment and/or retention differentials shall be initially authorized for a period of 
twelve (12) months and may be renewed for additional twelve (12) month periods.

11.19.20 Recruitment and Retention (Unit 20)
A. Upon approval by the DPA, departments may provide Unit 20 employees a recruitment and 

retention differential for specific position, classifications, facilities or geographic locations.
B. Less than full-time permanent employees shall receive the recruitment and retention differential 

on a pro rata basis.
C. PI employees shall receive a pro rated recruitment and retention differential based on the hours 

worked in the pay period.
D. Recruitment and retention payments shall not be considered as compensation for purposes of 

retirement contributions.
E. The department may withdraw any recruitment and retention differential for specific positions, 

classifications, facilities or geographic locations for new hires with a thirty (30) day notice to SEIU 
Local 1000.

F. It is understood by the Union that the decision to implement or not implement recruitment and 
retention payments or to withdraw authorization for such payments or differentials, and the 
amount of such payments or differentials, rests solely with the State and that such decision is not 
grievable or arbitrable.

11.20 Recruitment and Retention - Avenal, Ironwood, Calipatria, Chuckawalla Valley and Centinela 
Prisons (Excludes Units 17,20 and 21)

A. Employees who are employed at Avenal, Ironwood, Calipatria, Chuckawalla Valley or Centinela 
State Prisons, for twelve (12) consecutive qualifying pay periods, shall be eligible for a 
recruitment and retention bonus of two thousand four hundred dollars ($2,400), payable thirty (30) 
days following the completion of every twelve (12) consecutive qualifying pay periods.

B. If an employee voluntarily terminates, transfers, or is discharged prior to completing twelve (12) 
consecutive pay periods at Avenal, Ironwood, Calipatria, Chuckawalla Valley or Centinela State 
Prisons, there will be no pro rata payment for those months at either facility.
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C. If the department mandatorily transfers an employee, he/she shall be eligible for a pro rata share 
for those months served.

D. If an employee promotes to a different facility or department other than Avenal, Ironwood, 
Calipatria, Chuckawalla Valley or Centinela State Prisons prior to completion of the twelve (12) 
consecutive qualifying pay periods, there shall be no pro rata of this recruitment and retention 
bonus. After completing the twelve (12) consecutive qualifying pay periods, an employee who 
promotes within the department will be entitled to a pro rata share of the existing retention bonus.

E. Part-time and intermittent employees shall receive a pro rata share of the annual recruitment and 
retention differential based on the total number of hours worked excluding overtime during the 
twelve (12) consecutive qualifying pay periods.

F. Annual recruitment and retention payments shall not be considered as compensation for 
purposes of retirement contributions.

G. Employees on IDL shall continue to receive this stipend.
H. If an employee is granted a leave of absence, the employee will not accrue time towards the 

twelve (12) qualifying pay periods, but the employee shall not be required to start the calculation 
of the twelve (12) qualifying pay periods all over. For example, if an employee has worked four 
(4) months at qualifying institution and then takes six (6) months’ maternity leave the employee 
will have only eight (8) additional qualifying pay periods before receiving the initial payment of two 
thousand four hundred dollars ($2,400).

I. It is understood by the Union that the decision to implement or not implement annual recruitment 
and retention payments or to withdraw authorization for such payments, and the amount of such 
payments rests solely with the State and that decision is not grievable or arbitrable.

11.20.20 Recruitment and Retention - Avenal, Ironwood, Calipatria, Chuckawalla Valley and Centinela 
Prisons (Unit 20)

A. With the exception of classifications that have received a salary increase under the Receiver’s 
authority, employees who are employed at Avenal, Ironwood, Calipatria, Chuckawalla Valley or 
Centinela State Prisons, for twelve (12) consecutive qualifying pay periods, shall be eligible for a 
recruitment and retention bonus of two thousand four-hundred dollars ($2,400), payable thirty (30) 
days following the completion of every twelve (12) consecutive qualifying pay periods.

B. If an employee voluntarily terminates, transfers, or is discharged prior to completing twelve (12) 
consecutive pay periods at Avenal, Ironwood, Calipatria, Chuckawalla Valley or Centinela State 
Prisons, there will be no pro rata payment for those months at either facility.

C. If the department mandatorily transfers an employee, he/she shall be eligible for a pro rata share 
for those months served.

D. If an employee promotes to a different facility or department other than Avenal, Ironwood, 
Calipatria, Chuckawalla Valley or Centinela State Prisons prior to completion of the twelve (12) 
consecutive qualifying pay periods, there shall be no pro rata of this recruitment and retention 
bonus. After completing the twelve (12) consecutive qualifying pay periods, an employee who 
promotes within the department will be entitled to a pro rata share of the existing retention bonus.

E. Part-time and intermittent employees shall receive a pro rata share of the annual recruitment and 
retention differential based on the total number of hours worked excluding overtime during the 
twelve (12) consecutive qualifying pay periods.

F. Annual recruitment and retention payments shall not be considered as compensation for 
purposes of retirement contributions.

G. Employees on IDL shall continue to receive this stipend.
H. If an employee is granted a leave of absence, the employee will not accrue time towards the 

twelve (12) qualifying pay periods, but the employee shall not be required to start the calculation 
of the twelve (12) qualifying pay periods all over. For example, if an employee has worked four 
(4) months at qualifying institution and then takes six (6) months’ maternity leave the employee 
will have only eight (8) additional qualifying pay periods before receiving the initial payment of two 
thousand four hundred dollars ($2,400).

I. It is understood by the Union that the decision to implement or not implement annual recruitment 
and retention payments or to withdraw authorization for such payments, and the amount of such 
payments rests solely with the State and that decision is not grievable or arbitrable.
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11.21.4 Recruitment and Retention Differentials - Account Clerk Series - California Department of 
Corrections and Rehabilitation (Unit 4)

A. Upon approval by the Department of Personnel Administration (DPA), the California Department 
of Corrections and Rehabilitation (CDCR) may provide recruitment and retention differentials to 
Unit 4 employees as follows:

1. Either up to two hundred dollars ($200) per month (monthly), or
2. Up to two thousand four hundred dollars ($2,400) per year (annual payment).

These differentials may be authorized for specific Unit 4 classifications in specific geographic 
locations or facilities based on the needs of the State.

B. When the annual payment is authorized, employees must complete twelve (12) consecutive 
qualifying pay periods in order to receive the annual payment. No payment, nor pro rata share of 
the payment, shall be given if the employee separates or is discharged from State service, is 
rejected on probation, or voluntarily transfers to another location where the differential is not 
authorized. Time spent on SDI does not count as a qualifying pay period.

If an employee who is receiving a monthly differential transfers to a location where the differential 
is not authorized, the differential shall be discontinued.

C. Part-time and intermittent employees shall receive a pro rata share of the annual recruitment and 
retention differential based on the total number of hours worked during the twelve (12) 
consecutive qualifying pay periods. Part-time and intermittent employees shall receive a pro rata 
share of the monthly differential based on a total number of hours worked within the monthly pay 
period.

D. Annual recruitment and retention payments shall not be considered as compensation for 
purposes of retirement contributions.

E. It is understood by SEIU Local 1000 that the decision to implement or not implement annual 
recruitment and retention payments or monthly differentials or to withdraw authorization for such 
payments or differentials, and the amount of such payments or differentials, rests solely with the 
State and that such decision is not grievable or arbitrable.

F. Classifications which are eligible for this differential include:

CLASS
(1) Account Clerk II
(2) Accounting Technician
(3) Senior Account Clerk

SCHEMATIC CODE
CU70
CU80
CU60

G. It is understood by the parties that this provision is designed to address recruitment and retention 
problems that exist in specific classifications at individual facilities, and that the decision to 
implement such a differential rests solely with the State.

11.22.1 Institutional Worker Supervision Pay Differential (Unit 1)
A. Unit 1 employees who have regular and direct responsibility for work supervision, on-the-job 

training, and work performance evaluation of at least two (2) inmates, wards, or resident workers 
who take the place of civil service employees for a total of one hundred seventy-three (173) hours 
a pay period shall, subject to the approval of the DPA, receive a pay differential of three hundred 
twenty-five dollars ($325) per qualifying pay period. This differential shall be called Institutional 
Worker Supervision Pay (IWSP).

B. The Ray differential shall not be subject to CalPERS deductions for either the employee or the 
State.

C. The pay differential shall be pro-rated for less than full-time employees.
D. The pay differential shall only be included in overtime calculations for FLSA eligible classes, and 

shall not be included to calculate SDI or lump sum vacation, sick and excess hours due to 
fluctuating work schedules.
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E. Upon promotion to a higher classification in State Service an employee receiving compensation 
under this pay differential shall move from their combined salary rate (base salary plus IWSP) to 
compute the appointment rate.

F. To implement the change from AR40 to the IWSP differential, a red circle rate will be authorized 
where the employee’s IWSP differential is greater than the employee’s base salary plus IWSP. 
The red circle rate will equal the difference between the two described pay levels. The red circle 
rate concept shall continue until such time as the employee’s adjusted base salary plus the IWSP 
equals or exceeds the employee’s salary with AR40.

11.22.4 Institutional Worker Supervision Pay Differential (Unit 4)
A. Effective January 1,1994, Bargaining Unit 4 employees who have regular and direct 

responsibility for work supervision, on-the-job training, and work performance evaluation of at 
least two (2) inmates, wards, or resident workers who take the place of civil service employees for 
a total of one hundred seventy-three (173) hours a pay period shall, subject to the approval of the 
Department of Personnel Administration (DPA), receive a pay differential of one hundred ninety 
dollars ($190) per qualifying pay period.

B. The pay differential shall be subject to CalPERS deductions for the purpose of retirement 
contributions.

C. The pay differential shall be pro rated for less than full-time employees.
D. The pay differential shall only be included in overtime calculations for FLSA eligible classes, and 

shall not be included to calculate SDI or lump-sum vacation, sick leave, and excess hours due to 
fluctuating work schedules.

E. Upon promotion to a higher classification in State service, an employee receiving compensation 
under this pay differential shall move from their combined salary rate (base salary plus 
Supervision of Inmates/Wards/Resident Workers Pay Differential rate) to compute the 
appointment rate.

11.22.15 Institutional Worker Supervision Pay Differential (Unit 15)
A. Bargaining Unit 15 employees who have regular and direct responsibility for work supervision, on- 

the-job training, and work performance evaluation of at least two (2) inmates, wards, or resident 
workers who take the place of civil service employees for a total of one hundred seventy-three 
(173) hours a pay period shall, subject to the approval of the DPA, receive a pay differential of 
one hundred ninety dollars ($190) per qualifying pay period.

B. Effective January 1, 2002, the pay differential shall, subject to CalPERS deductions for the 
purpose of retirement contributions.

C. The pay differential shall be pro rated for less than full-time employees.
D. The pay differential shall be only included in overtime calculations for FLSA eligible classes, and 

shall not be included to calculate SDI or lump-sum vacation, sick and extra leave benefits.

Upon promotion to a higher classification in State service an employee receiving compensation 
under this pay differential shall move from their combined salary rate (base salary plus IWSP) to 
compute the appointment rate.

11.23.1 Out-of-State Pay Differential (Unit 1)
A. Employees who are headquartered out of State or who are on permanent assignment to travel at 

least fifty percent (50%) of the time out of State shall receive an out-of-State pay differential of 
three hundred forty-six dollars ($346) per month.

B. Less than full-time employees shall receive the out-of-State pay differential on.a pro rata basis 
based upon their reduced time base.

11.23.4 Out-of-State Pay Differential (Unit 4)
A. Employees who are headquartered out of state shall receive an out-of-State pay differential of 

three hundred forty-six dollars ($346) per month.
B. Less than full-time employees shall receive the differential on a pro rata basis, based on their 

reduced time base.
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11.23.11 Out-of-State Pay Differential (Unit 11)
Employees in the classifications listed below, who are out of state on a long-term assignment, shall 
receive an out-of-State pay differential as follows:

SCHEMATIC
CODE

CLASS
CODE

TITLE PAY DIFFERENTIAL

GY10 3390 Assistant Steel Inspector $465 per month
HB40 3462 Electrical Construction Inspector

Specialist I
$465 per month

UA40 8025 Disaster Assistance Programs
Specialist II

$465 per month

UA45 8030 Disaster Assistance Programs
Disaster Worker Specialty Services

$465 per month

UC30 8079 (Various Disasters) J $465 per month
HB70 3468 Mechanical Construction Inspector $465 per month
GY20 3389 Structural Steel Inspector (Non-Destructive 

Testing)
$465 per month

GX90 3387 Associate Steel Inspector $465 per month
HB30 3461 Electrical Construction Supervisor I $465 per month
HB60 3466 Mechanical Construction Supervisor I $465 per month
HA60 3449 Construction Inspector $465 per month
HA50 3443 Construction Supervisor I $465 per month
GP30 3043 Water Resources Technician II $465 per month
GP20 3042 Water Resources Engineering Associate $465 per month

11.24.1 Bay Area Recruitment and Retention Pay Differential (Unit 1)
Upon appointment to a position in one of the following classifications in an eligible county, employees 
shall receive a five percent (5%) pay differential. If an employee transfers out of an eligible location or 
classification the differential shall be rescinded.

The State may extend these provisions to employees already in these classifications in eligible 
counties, and if an incumbent transfers out of an eligible location or classification the differential shall 
be rescinded.

Eligible Counties:
Alameda 
Contra Costa 
San Francisco 
San Mateo 
Santa Clara

Eligible Classifications
1579 Associate Programmer Analyst (Specialist)
1470 Associate Information Systems Analyst (Specialist)
1585 Associate Systems Software Specialist (Technical)
1581 Staff Programmer Analyst (Specialist)
1312 Staff Information Systems Analyst (Specialist)
1587 Systems Software Specialist I (Technical)
1583 Senior Programmer Analyst (Specialist)
1337 Senior Information Systems Analyst (Specialist)
1373 Systems Software Specialist II (Technical)
1367 Systems Software Specialist III (Technical)

The differential provided for by this section shall not be subject to CalPERS deductions, and it will not 
be included when calculating any overtime compensation otherwise provided for by this Contract.
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11.25.1 Personnel and Payroll Specialist: Recruitments Retention Differential (Unit 1)
Personnel and Payroll Specialists and Senior Personnel and Payroll Specialists who are performing 
duties outlined in the class specifications and employed for twelve (12) consecutive qualifying pay 
periods after January 1, 2001, shall be eligible fora recruitment and retention differential of two 
thousand four hundred dollars ($2,400), payable thirty (30) days following the completion of every 
twelve (12) consecutive qualifying pay periods.

A. If an employee terminates, transfers or is discharged, prior to completing the twelve (12) 
consecutive pay periods, there will be no prorate payment for those months.

B. If an employee promotes out of the Personnel and Payroll Specialist classification series they will 
be eligible for a pro rata share for those months.

C. Part-time and intermittent employees shall receive a pro rata share of the annual recruitment and 
retention differential based on the total number of hours worked excluding overtime during the 
twelve (12) consecutive qualifying pay periods.

D. Annual recruitment and retention payments shall not be considered as compensation for 
purposes of retirement contributions.

E. For the purpose of this section, movement to Staff Services Analyst will be considered a 
promotion.

11.26.1 Arduous Duty Differential for FLSA Exempt Employees (Unit 1)
The State shall establish an “arduous pay” program to provide additional compensation to FLSA 
exempt employees assigned to WWGs E and SE when there is no other way to recognize the 
performance of additional duties and responsibilities which clearly exceed the normal demands of an 
employee’s classification/position. Employees shall be eligible for this pay differential for up to four 
months per fiscal year (or per event for emergencies involving loss of life or property).

Requests for arduous pay shall be made to the DPA on a case-by-case basis by the employing 
department. The DPA shall evaluate said requests based on whether it satisfies all of the following:

A. Nonnegotiable Deadline or Extreme Urgency
The work must have a deadline or completion date that cannot be controlled by the employee or 
his/her supervisor, or must constitute an extreme urgency. The deadline or extreme urgency 
must impose upon the employee an immediate and urgent demand for his/her Work that cannot 
be avoided or mitigated by planning, rescheduling, postponement or rearrangement of work, or 
modification of the deadline.

B. Work Exceeds Normal Work Hours and Normal Productivity
The work must be extraordinarily demanding and time consuming, and of a nature that it 
significantly exceeds the normal workweek and work productivity expectations of the employee’s 
work assignment.

Employees who are excluded from FLSA are expected to work variable work schedules as 
necessary to meet the demands of the job. This pay differential is not intended for employees 
who regularly or occasionally work in excess of the normal workweek to meet normal workload 
demands. It is intended where in addition to working a significant number of hours in excess of 
the normal workweek, there is a demand for and achievement of greater productivity or result.

C. Work is Unavoidable
The work must be of a nature that it cannot be postponed, redistributed, modified, reassigned or 
otherwise changed in any way to provide relief.

D. Work Involves Extremely Heavy Workload
The work is of a nature that it cannot be organized or planned to enable time off in exchange for 
the extra hours worked. The absence from work would cause difficulty or hardship on others and 
would result in other critical work not being completed. Occasional heavy workload of less than 
twelve (12) to fourteen (14) days in duration would not normally satisfy this requirement because 
time off can be arranged as compensation for this demand.
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E. No Other Compensation
The employee who is receiving this pay differential is not eligible for any other additional 
compensation for the type and nature of the above described work. DPA decisions to deny 
arduous pay shall not be subject to the grievance or arbitration provisions of this Contract.

The differentials shall be three hundred dollars $300 per workweek, up to $1200 total per pay period. 
Any workweek that overlaps months should be counted in the month that the workweek ends. An 
employee may be paid: $300, $600, $900 or $1200 per pay period.

11.27.1 California State Lottery (CSL) Sales Incentive Bonus (Unit 1)
The CSL reserves the right to manage the variety and quantity of Scratcher products offered for sale 
in order to stay within its budgetary and legal mandates.

Additionally, the CSL reserves the right to evaluate the efficiency and effectiveness of new gaming 
methods, techniques, equipment and software, as well as new gaming products and sales aids, 
through tests or pilot programs. The time duration for the tests and/or pilot programs may vary. 
Pilots/tests shall be implemented at the beginning of a quarter unless a budgetary or legal reason 
exists in which case the pilot/test may be implemented mid-quarter. The CSL will meet and discuss 
the impact of a test prior to implementation, upon Union request.

Employees appointed to the CSL classifications of District Sales Representative (DSR) and Key 
Accounts Specialist (KAS) are eligible to receive a sales bonus based on achievement of sales in the 
following three (3) product lines: Scratcher products; On-Line products; and a Target Game which 
shall be designated by the Director or designee.

The following provisions shall govern the program:

A. Prior to the beginning of each new quarter, the CSL Director or designee shall announce a 
statewide sales goal for each of the three (3) product lines identified above. Individual 
achievement of quarterly sales goals for each territory or account list is measured against the 
established quarterly CSL statewide sales goal for each of the three (3) product lines. The sales 
bonus for eligible employees is based on sales achievement in each of the three (3) product lines. 
Scratcher product sales are defined as only those ticket packs that have been financially settled 
by retailers.

B. The CSL Sales Division shall issue a quarterly report showing the percentage contribution 
(market share) of the employee’s sales area to actual statewide sales. The “market share” of 
each sales area is the percentage contribution of the territory or account list to actual statewide 
sales during quarter ending one quarter prior to the goal quarter, also identified as the “quarter 
before last”.

Example: The goal for quarter 1 of FY 1999/00 is based on the market share from quarter 3 of FY 
1998/99.

C. Each product line is allocated a percentage of the total award dollar with each level as follows: 
Scratchers product seventy percent (70%); Target Game product twenty percent (20%); and On- 
Line product ten percent (10%). Upon completion of each quarter and a qualifying period, if a 
territory or account list achieves at least a Level 1 sales goal in any product line, the employee 
receives the appropriate percentage of the total award attributable to that product for the level 
achieved. With a qualifying period, the employee is eligible to attain an award for each of the 
three product lines.

D. “Target Game” is that game identified and designated by the Director (CSL) or designee to 
receive special promotional emphasis. Target Game sales shall be excluded from the goal and 
achievement of other product lines. If a Target Game is not designated, the Director or designee 
shall redirect the Target Game percentage to the other remaining product lines.

E. If the CSL deems it necessary to adjust one or more of the bonus level percentages; it shall notify 
the Union and meet and confer, upon request, concerning the impact of the proposed adjustment.
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F. Bonus levels and corresponding dollar awards attributable to each level are listed below:

Bonus Level Level 1 Level 2 Level 3 Level 4
% of Sales Goal Achieved 102% 105% 108% 112%

District Sales Representative (DSR)

(DSR) Maximum Bonus Award $1,100 $1,600 $2,100 $3,200
(70%) Scratcher Product $770 $1,120 $1,470 $2,240
(20%) Target Game $220 $320 $420 $640
(10%) On-Line Product $110 $160 $210 $320

Key Account Specialist (KAS)

Maximum Bonus Award $1,600 $2,100 $2,850 $3,950
(70%) Scratcher Product $1,120 $1,470 $1,995 $2,765
(20%) Target Game $320 $420 $570 $790
(10%) On-Line Product $160 $210 $285 $395

G. Each eligible employee described in subsections G (2) through G (8) shall be required to work a 
qualifying period to be eligible for bonus.

1. A qualifying period is defined as actually working in a territory or actually working an 
assigned account list a minimum of sixty-five percent (65%) of actual available work days 
in a thirteen (13) week quarter excluding holidays and weekends.
Formula: Thirteen (13) weeks (91 days) less weekends (26 days) times eight (8) hours a 
day less holiday hours times sixty-five percent (65%) equals a qualifying period.
Example: A qualifying period in a quarter with no holidays equals sixty-five (65) days; a 
qualifying period in a quarter with one holiday equals sixty-four (64) days.

2. A full-time employee who works a qualifying period and who works in an assigned 
territory or an assigned account list during the quarter is eligible for the appropriate level 
bonus achieved by that territory/account list during that quarter.

3. An intermittent employee who works a qualifying period and who works in a single 
territory during the quarter is eligible for the appropriate level bonus achieved by that 
territory/account list during that quarter.

4. An intermittent employee who works a qualifying period and who works in more than one 
territory in a single district during the quarter is eligible for the appropriate level bonus 
achieved by that district during that quarter.

5. An intermittent employee who works a qualifying period and who works in more than one 
territory and in more than one district in either the North or South region during the 
quarter is eligible for the appropriate level bonus achieved by that region during that 
quarter.

6. An intermittent employee who works a qualifying period and who works in more than one 
territory in both the North and South regions during the quarter is eligible for the 
appropriate level bonus achieved by the State during that quarter.

7. A permanent part-time employee who works a qualifying period and achieves a sales 
bonus level in a product line during the quarter is eligible to receive a percentage of the 
bonus dollar amount for that level consistent with the time base. The qualifying period as 
defined in subsection H (1) is prorated to the time base.

8. An employee appointed to a limited-term or retired annuitant position of DSR or KAS shall 
be eligible to participate in this program consistent with the criteria established for full­
time or intermittent employees.

H. Bonus payments shall be made within sixty (60) days after the quarter ends.
I. Bonus awards paid pursuant to this section are excluded from compensation for retirement 

purposes.
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J. Bonus awards paid pursuant to this section are considered compensation for taxation purposes.
K. This section shall be grievable only to Step 2 of the grievance procedure (Director, CSL).

11.28.1 California State Lottery (CSL) Business Building Incentive (BBI) Program (Unit 1)
This provision is effective following ratification by both parties.

A. The objective of the BBI program shall be to add new and viable Lottery retailer locations. A new 
retailer location is one that has never sold Lottery products or has contracted to sell “Scratcher- 
Only” products.

B. The Lottery Director or designee shall identify a “product game” that shall be the focus of the BBI. 
The Lottery Director or designee shall also determine the specific criteria for the product game.

C. The classifications of District Sales'Representative (DSR) and Key Account Specialist (KAS) shall 
be eligible for the incentive award.

D. For each new qualifying retailer location, the employee shall receive an incentive award of two 
hundred fifty dollars ($250).

E. The CSL will provide weekly BBI product sales advisory information on a bi-weekly basis to allow 
tracking of retailer activation and sales activity. An official BBI product sales report will be issued 
by the CSL following the end of each retailer’s qualifying period.

F. The employee shall submit a claim for the recruitment incentive award within thirty (30) days 
following the issue date of the sales report referenced in subsection E. Awards shall be paid, 
upon verification by the CSL, no later than sixty (60) calendar days after the completed claim is 
submitted by the employee.

G. Program criteria: In addition to specific criteria for the BBI product game determined by the CSL 
Director or designee the following program criteria shall be met:

1. A new retailer shall be one that has never sold Lottery products or has contracted to sell 
“Scratcher-Only” products.

2. A qualifying retailer shall be located within the employee’s regularly assigned territory or 
on the employee’s regularly assigned account list at the date of activation.

3. In the event that more than one employee, DSR/KAS, has direct participation in the 
recruitment of a qualifying retailer, the incentive award shall be divided equally between 
the recruiters. Direct participation shall be substantiated by the Lottery Sales Manager or 
Key Accounts Chief, as appropriate. The Key Accounts Chief shall determine, if 
necessary, the beginning and ending periods for targeted account recruiting.

4. If the retailer location is re-assigned during a qualifying period from one DSR’s regularly 
assigned territory to another DSR’s regularly assigned territory or from one KAS’s 
regularly assigned account list to another KAS’s regularly assigned account list, or if the 
employee does not have a regularly assigned territory/account list, the award will be 
made in favor of the recruiting employee (DSR/KAS).

5. Upon written request from an employee, an exception to specific product game criteria 
may be granted by the CSL Director or designee prior to retailer activation.

H. Terminal Malfunction: Upon notification from the employee and verification by management that 
the on-line terminal of the qualifying retailer became inactive due to technical malfunction of the 
phone line or “the G-Tech” line after the initial activation date and during the qualifying period, 
said qualifying period will be extended by the number of inactive days. Extensions shall be 
approved by the CSL Director or designee.

I. Game Termination: A BBI product game may be modified or discontinued by the CSL Director or 
designee due to technical, financial, or legal reasons. If the BBI product game is discontinued, 
the CSL is not obligated to provide a replacement game. If a retail location meets the criteria 
established for the game prior to its discontinuance, the recruiting employee shall have qualified 
for the incentive award. If an employee recruits a new retailer and the CSL subsequently 
discontinues the BBI product game due to financial, technical, or legal reasons before the new 
retailer has on-line Status Code 1 or 2, and the CSL introduces a replacement target game within 
one hundred twenty (120) days after the discontinued game, the tracking period shall begin with 
the effective date of the replacement game. The Union shall be given notice and an opportunity, 
upon request, to meet and discuss the impact of this action.
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J. The employee shall submit a discrepancy correction for a bona fide retailer within ninety (90) days 
of the retailer activation. Discrepancies not submitted within the stated period will not be eligible 
for bonus payment.

K. Incentive awards paid pursuant to this agreement shall be considered compensation for taxation 
purposes.

L. Incentive awards paid pursuant to this agreement shall be excluded from compensation for 
retirement purposes.

M. The provisions of this agreement shall be grievable only through the department level oTthe 
grievance procedure (Director, CSL).

11.29.1 Investment Officer III, Incentive Award Program (Unit 1)
California Public Employees Retirement Program (CalPERS) and the State Teachers Retirement
System (CalSTRS) agree to continue the Investment Officer III, Incentive Award Program, in
accordance with the departmental policy and the criteria, for Investment Officer Ill’s employed at the
California Public Employees Retirement Program (CalPERS) and the State Teachers Retirement
System (STRS). ;

11.30.1 Professional Certification Pay (Unit 1)
A. Subject to the criteria listed in section B, a department may recommend to the DPA that a 

permanent full-time employee who passes the written portion of the Certified Public Accountant 
(CPA) Examination or the Certified Internal Auditor (CIA) Examination receive a bonus.

B. Bonus Criteria

1. The bonus shall consist of three thousand six hundred dollars ($3,600) regardless of the 
number of certifications received and shall be paid in three (3) equal installments of one 
thousand two hundred dollars ($1,200) at intervals of twelve (12) qualifying pay periods. 
The first installment shall be paid in twelve (12) qualifying pay periods after the 
employee’s request and the employer’s verification.

2. In order to be eligible for the bonus, the employee’s classification must include internal 
auditing or fiscal examination as a major duty and for which the minimum qualification 
requires professional accounting or auditing experience or successful completion of 
prescribed professional accounting courses given by an accredited college or university, 
including courses in elementary and advanced accounting, auditing, and cost accounting.

3. The employee must have passed the examination after November 30,1986. No 
employee who has requested and received the previous form of professional competency 
pay shall be eligible for this bonus.

C. An employee who transfers to another State department and otherwise continues to qualify for the 
bonus must request the new department to continue the bonus on schedule. The new 
department may or may not agree to recommend the continuation of the bonus to DPA. In any 
case the bonus shall not exceed three thousand six hundred dollars ($3,600).

D. A Professional Competency Bonus shall not be considered “compensation” for the purpose of 
retirement.

11.31.1 Chartered Financial Analyst Pay Differential (Unit 1)
A. Upon recommendation of California Public Employees Retirement System (CalPERS) or 

California State Teachers Retirement System (CalSTRS) management and with the approval of 
the DPA, the State shall provide a pay differential according to departmental policy and criteria to 
full-time employees in the classifications of Investment Officer I, Investment Officer II, or 
Investment Officer III, and who achieve certification as a Chartered Financial Analyst.

B. The pay differential shall be equivalent to five percent (5%) of the employee’s monthly salary rate 
and will be provided for the period the employee holds a permanent appointment in the 
Investment Officer I, Investment Officer II, or Investment Officer III classifications, with the 
CalPERS or CalSTRS.
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C. Pursuant to article 13, Education and Training, upon recommendation of CalPERS or CalSTRS 
management and consistent with departmental policy, an eligible employee, in the Investment 
Officer I, II, or III classification, may be provided reimbursement for related expenses while a 
participant in the Chartered Financial Analyst educational, testing, and certification process.

11.31.4 Board of Equalization (BOE) Call Center Differential (Unit 4)
Effective January 1,2002, the State agrees to pay a one hundred dollar ($100) per month pay 
differential to Tax Technicians l/ll/lll employees of the BOE who perform at least fifty percent (50%) of 
their normal duties in the following assigned tasks, in recognition of the increased complexities and 
level of skills/knowledge required due to the implementation of the Automated Call Distribution 
System:

\

A. Full-time employees in Unit 4 assigned to the Information Center/800 Number, Customer and 
Taxpayer Services Division.

B. Full-time employees in Unit 4 assigned to the BOE District Offices performing taxpayer counter 
services.

C. Less than full-time employees assigned to the above duties shall receive the differential on a pro 
rata basis, according to their reduced time base.

11.32.4 California State Lottery (CSL) Call Center Differential (Unit 4)
Effective January 1, 2002, the State agrees to pay one hundred dollar ($100) per month pay 
differential to employees of the CSL who perform full-time as Call Center 800 Operators (Lottery 
Customer Service Division) in recognition of the increased complexities and level of skills and 
knowledge required due to the implementation of the Automated Call Distribution System.

11.33.4 Employment Development Department (EDD) Call Center Differential (Unit 4)
Effective January 1, 2002, in recognition of the increased complexity and level of skill/knowledge 
required and the changes in technology, laws and program requirements, the State agrees to pay a 
one hundred dollar ($100) differential per pay period to the following EDD employees in the Tax 
Branch and Unemployment Insurance Branch who perform at least fifty percent (50%) of their normal 
work duties in an automated call distribution center and/or public service counter involving response 
to the general public or customer client contacts relating to multiple programs and/or services of the 
department:

Program Technician, Program Technician II, Program Technician III in the Call Center Collection 
Division, Call Center, Field Audit Compliance Division and Customer Service Counters (Field Audit 
and Compliance Division) of the Tax Branch.

Accounting Technicians in the Call Center, Contribution Adjustment Group, Tax Processing and 
Accounting Division, Tax Branch and the Overpayments/1099 Group, Unemployment Insurance 
Branch.

Part-time and intermittent employees performing the duties described above shall receive the 
differential on a pro rata basis.

11.34.4 Department of Consumer Affairs (DCA) Call Center Differential (Unit 4)
Effective January 1, 2002, the State agrees to pay one hundred dollars ($100) per month pay 
differential to Program Technicians I/ll employees of the DCA who perform at least fifty percent (50%) 
of their normal duties in the following assigned tasks, in recognition of the complex workload and level 
and knowledge required to receive and respond to consumer calls:

A. Full-time employees in Unit 4 assigned to the Information Center/800 Number, Consumer
Information Center. ^ ^

B. Full-time employees in Unit 4 assigned to the Contractor’s State License Board call center.
C. Less than full-time employees assigned to the above duties shall receive the differential on a pro 

rata basis, according to their reduced time base.
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11.35.4 California Public Employees Retirement System (CalPERS) Call Center Differential (Unit 4)
In recognition of the increased complexity and level of skill/knowledge required and the changes in 
technology, laws and program requirements, the State agrees to pay a one hundred dollar ($100) 
differential per pay period to CalPERS employees at the full journey level of Benefit Program 
Specialist II and Benefit Specialist III who, at least fifty percent (50%) or more of their time, are 
assigned to call centers and public service counters to perform duties involving response to the 
general public or customer/client contacts relating to multiple programs and/or services of the 
department. Such payment is consistent with the agreement between the State and the Union signed 
November 17, 2000.

Part-time and intermittent employees performing duties in the class levels described above shall 
receive the differential on a pro-rata basis, according to their time base.

11.36.4 State Teachers’ Retirement System (STRS) Call Center Differential (Unit 4)
The State agrees to pay a one hundred dollar ($100) per month pay differential to the following 
employees of the STRS in recognition of the complex work and level of skill and knowledge required 
to receive and respond to 800- telephone line calls from STRS members contacting the Public 
Service Office.
A. Full-time employees in the Pension Program Representative classifications who perform the work 

described above at least fifty percent (50%) or more of their time.
B. Part-time and intermittent employees performing the duties described above shall receive the 

differential on a pro rata basis.

11.37.4 Dictaphone Differential (Unit 4)
A. Full-time employees in the classification of Office Assistant (Typing) in positions where the 

transcription of dictation from a dictating machine is done regularly, constitutes the employee’s 
main assignment, and occupies the largest portion of the employee's time, shall receive a 
Dictaphone Differential as follows:

1. Employees in Ranges A, B and C shall receive seventy-four dollars ($74) per month.
2. Employees in Range D shall receive ninety dollars ($90) per month.

■ B. Less than full-time employees shall receive the Dictaphone Differential on a pro rata basis 
according to the employee’s reduced time base.

11.38.4 Calendaring Function Differential - California Unemployment Insurance Appeals Board 
(CUIAB) (Unit 4)

The State agrees to add criteria D to the Calendaring Function Differential for the Office Technician 
(Typing) class at the CUIAB and will continue to pay one hundred fifty dollars ($150) per pay period as 
established May 1,1997.

Criteria:

A. All eligible full-time employees must be assigned sole responsibility for the hearing calendaring 
function.

B. One employee per Field Operation’s field office, per pay period, is eligible to receive this pay 
differential.

C. An employee is eligible to receive this pay differential if he/she performs the hearing calendaring 
function for eleven (11) or more calendar days per pay period.

D. - Upon movement to another class in State service, an employee receiving compensation under
this pay differential shall move from the combined rate (base salary plus pay differential) not to 
exceed the maximum of the class when computing the appointment rate.

11.39.4 Hearing Reporters and Scopists - California Public Utilities Commission (PUC) (Unit 4)
Effective January 1,2002, Hearing Reporters, in addition to their base salary, will receive three dollars 
and twenty-five cents ($3.25) for each “daily” or “expedited” page which is reported and/or proofread 
by that reporter as required. Hearing Reporters, in addition to their base salary, will receive one dollar
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and forty cents ($1.40) per page for each “daily" or “expedited” page which is scoped and/or proofread 
by that hearing reporter as required which may include completing final transcript and electronic (or 
otherwise) delivery thereof. A qualified Hearing Reporter, in addition to their base salary, will receive 
one dollar ($1.00) per page for setting up and reporting a “realtime” hearing. If more than one reporter 
works on a hearing, their collective page total shall not exceed the total pages for that hearing.

Scopists, in addition to their base salary, will receive one dollar and forty cents ($1.40) per page for 
each “daily” or “expedited” page which is scoped and/or proofread by that scopist as required. If more 
than one Scopist works on a hearing, their collective page total shall not exceed the total pages for 
that hearing.

A “daily transcript” is a transcript of a hearing of which the presiding officer or the Chief Reporter or a 
person assigned by the Chief Administrative Law Judge has requested be delivered (in hard copy or 
electronic form) the same day that the hearing has occurred. An “expedited transcript” is a transcript 
of a hearing of which the presiding officer or the Chief Reporter or a person assigned by the Chief 
Administrative Law Judge has requested to be delivered (in hard copy or electronic form) within seven 
(7) calendar days of the hearing. A “realtime transcript” is a transcript of a hearing that will be 
delivered to the presiding officer or a party contemporaneously via a Computer Assisted Transcription 
(CAT) system.

To qualify for per page rate pay all real time, expedited and daily transcripts and respective page 
counts (reported or scoped) must be approved by the Chief Reporter or a person assigned by the 
Chief Administrative Law Judge and the transcripts must be ordered by a party agreeing to pay for - 
these premium services. The above differential (page rates) shall be counted towards retirement.

11.40.11 Operational Availability Incentive Program - DWR (Unit 11)
A. The DWR has established a compensated time off (CTO) bonus as an incentive for Unit 11 

permanent full-time employees to improve the operational availability of generating and pumping 
plants in the State Water Project.

1. On January 1 of each year, DWR will establish the operational availability goals 
(benchmarks) for each field division to be achieved by December 31 of that year. 
Operational availability goals for enumerated Bargaining Unit 11 classifications within 
each Operations and Maintenance Field Division will be based on the operational 
availability of that field division and eligible employees assigned to the Operations and 
Maintenance Headquarters shall be based on the goals achieved in the five (5) field 
divisions.

2. In the event of a major forced outage lasting more than two (2) weeks and involving half 
of a plant or more, DWR will notice the Union of the possible adjustment to the 
operational availability goals.

B. Employee Eligibility

1. Must be an employee in a Bargaining Unit 11 classification utilized by the Division of 
Operations and Maintenance; and

2. The Operations and Maintenance Organizational Unit to which the employee is assigned 
meets its Operational Availability goal by December 31 of each year;

3. The employee has been assigned to that organizational unit in an eligible classification 
during the calendar year performing onsite work that contributes to the operational 
availability which qualifies to receive the CTO bonus;

4. The employee is assigned to Division of Operations and Maintenance either in a field 
division or headquarters position on December 31;

5. The employee has worked in such assignment at least one full calendar month.

C. The Operational Goals may be set at two levels: Initial Operational Availability Goal and Second 
Operational Availability Goal.
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1. From January 1 each year through December 31 of that year, every eligible field division 
employee shall be awarded forty (40) straight time hours of CTO bonus if the Initial 
Operational Availability Goal is met as of December 31.

2. From January 1 each year through December 31 of that year, every eligible field division 
employee shall be awarded an additional forty (40) straight time hours of CTO bonus if 
the Second Operational Availability Goal is met.

3. Division of Operations and Maintenance headquarters eligible employees may receive up 
to eighty (80) hours of CTO bonus per calendar year based on the increases achieved in 
the five (5) field divisions.

4. All eligible employees who are employed in the Division of Operations and Maintenance 
field division or headquarters position on December 31 shall receive the Operational 
Availability Incentive bonus for that field division or headquarters location.

5. Eligible employees shall not receive more than eighty (80) hours of Operational 
Availability Incentive bonus per calendar year.

(

D. DWR will make every effort to allow usage of the CTO bonus hours received by the employees. 
Usage of CTO shall be in accordance with section 19.2(C), (D), (E) and (G) of this Contract.

E; At the employer’s option, for all Bargaining Unit 11, Division of Operations and Maintenance 
employees who are eligible for the Operational Availability Incentive bonus, Operational 
Availability Incentive Bonus CTO hours in excess of twenty (20) hours on the books may be 
cashed out on June 30 of every fiscal year.

F. This article is not subject to article 6.

11.41.11 Commercial Driver’s License Differential (Unit 11)
A. Caltrans and DWR

Full-time, part-time or limited-term employees assigned to a Caltrans or DWR position requiring 
regular operation of vehicles which require a Class A or B Commercial Driver’s License (CDL) 
shall receive a differential of one hundred fifty-five dollars ($155) for each qualifying pay period in 
which they are subject to performing these duties.

B. Department of Fish and Game (DFG)

1. The DFG shall pay a differential of one hundred fifty-five dollars ($155) for each qualifying 
pay period to employees holding a Class A or B Commercial Drivers License (CDL) who:

a. Are full-time employees, and
b. Hold a Class A or B CDL, with appropriate endorsement(s) and medical examiner’s 

certificate required by the DMV, and
c. Are assigned to a DFG-designated position requiring regular operation of vehicles 

for which a Class A or B CDL is required.

2. The DFG shall annually identify the positions referenced in section B (1) (c) above and in 
so doing, will identify the appropriate CDL and endorsement(s) required for the position. 
Assignment of employees to these positions shall be at the department’s discretion.
Once positions have been designated, the positions shall not be undesignated prior to the 
next annual review unless there is a clear, articulable reduction in operational need such 
that the position would be rendered unnecessary. If DFG determines that a position 
should be undesignated outside the annual review process, the Union shall be notified 
and afforded an opportunity to discuss the action. Positions undesignated outside of the 
annual review process shall be subject to the formal grievance procedure. Otherwise the 
provisions of this subsection (B) (2) are neither grievable nor arbitrable.

3. Employees shall be designated to receive this differential in the first qualifying pay period 
in which they have been assigned driving duty and will then be subject to the normal 
annual review process thereafter.

4. An employee whose required CDL and/or endorsement(s) is/are revoked or not renewed 
for any reason, or who is not operating vehicles satisfactorily, or who lacks the proper skill

133



or qualifications to operate the subject vehicles at the worksite, may be subject to 
administrative transfer:

a. Out of the position within which the differential is paid, or
b. To a position not requiring the possession of a CDL, and will no longer be 

eligible for payment of the differential.

5. The Union recognizes that the differential will not be paid to incumbents in those classes 
in which the SPB specification identifies possession of a CDL as part of the minimum 
qualifications of the class.

6. Notwithstanding classification specifications, employees receiving the differential can be 
required to operate vehicles as deemed necessary by the department. This provision is 
neither grievable nor arbitrable. .

7. Subject to all of the provisions in subsections B (1) through B (5), parMime employees, 
including seasonals shall be eligible for payment of the differential on a pro rata basis.

11.42.11 Water Treatment Plant Differential (Unit 11)
A. Water Resources Technicians I and II employed at DWR water treatment plants, who are required 

by DWR to possess licenses and/or certificates pertaining to water treatment plant operation, 
shall receive a five percent (5%) differential. The differential shall be included when calculating 
overtime rates. The differential shall be considered compensation for purposes of retirement.

B. Water Resources Technicians I and II who are employed at DWR water treatment plants who are 
required by DWR to obtain a license and/or certificate pertaining to water treatment plant 
operation, and who successfully complete the examination for the same, shall be reimbursed for 
application, examination and renewal fees. Said employees shall be given a reasonable amount 
of time off work without loss of compensation to take licensing and/or certification examinations, 
provided the examination is On a scheduled work day and the employee gives his/her supervisor 
reasonable advance notice of the need to take time off.

C. Water Resources Technicians I and II who are required to possess a license or certificate 
pertaining to water treatment plant operations who fail to obtain or maintain a license or 
certificate, may be voluntarily or involuntarily transferred into another position or classification.

D. This section shall be subject to the grievance procedure up to and including the third level of 
review. It shall not be subject to arbitration.

11.43.11 Diving Pay (U nit 11)
A. This section shall apply to Unit 11 employees who are certified to dive by an organization 

recognized by the State, and required to dive by their appointing authority.
B. Incumbents in classifications currently eligible to receive diving pay shall continue to receive the 

differential at the rate of twelve dollars ($12) per diving hour.
C. New classifications may be approved for diving pay subject to agreement between the DPA and 

the Union.

11.44.11 Long Term Differential (Unit 11)
This applies to employees who otherwise qualify for long term per diem pursuant to article 12,
Business and Travel Expenses. Employees receiving the differential provided for in this section shall
not receive long term per diem.

A. Employees who are assigned in writing to Long Term Assignments (LTA) for more than one year 
(365 days) at the outset of their assignment letter and who otherwise qualify for long term per 
diem shall receive monthly pay differential in lieu of long term per diem for meals and receipted 
lodging.

B. To qualify for the LTA monthly differential, affected employees shall be required to submit receipts 
as proof that actual lodging expenses were incurred.

C. The LTA monthly differential will be paid for a period starting the first day of the actual assignment 
and will end the last day of the assignment. The monthly differential shall be pro rated for months 
in which the LTA begins or ends in the middle of the month.

D. The LTA monthly differential shall be one thousand eight hundred dollars ($1,800).
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E. Long Term Differential Pay shall not be added to the base pay for purposes of calculating such 
things as overtime.

F. Long Term Differential Pay shall not be considered compensation for purposes of retirement 
contributions.

11.45.11 DNA Pay Differential - Department of Justice (DOJ) (Unit 11)
A. The parties agree that Laboratory Technicians (Criminalistics) working in the Bureau of Forensic 

Services at the DOJ shall receive a three hundred dollar ($300) per qualifying pay period 
differential if they meet the following criteria:

a. They are assigned to a DNA Laboratory or DNA Unit in the Bureau of Forensic 
Services and their principal duties include DNA analysis, method development, 
training, or oversight and review of DNA work; and,

b. They meet the DNA Advisory Board qualifications (education and experience) for a 
DNA analyst (casework or data bank) or technical leader.

B. The differential shall be considered when calculating overtime rates. The differential shall be 
considered compensation for purposes of retirement.

C. Selection and removal from assignments that qualify for the DNA differential shall be at the 
discretion of the DOJ. Employees removed from said assignments will be given thirty (30) 
calendar days advance notice before the differential is discontinued, unless the change is initiated 
by the employee.

11.46.11 Pile Load Testing Differential (Unit 11)
Caltrans employees who are assigned to pile load testing activities shall receive an hourly differential 
of one dollar twenty-five cents ($1.25) for every hour that they are engaged in pile load testing. For 
the purposes of this differential, employees are engaged in pile load testing whenever:

A. They are assigned to pile load testing duties at a specific site, and
B. The pile load testing equipment is enroute to, at, or enroute from that pile load testing site. The 

differential stops for employees when they leave the pile testing crew during an actual pile load 
testing assignment for any reason.

11.47.11 Climbing Pay (Unit 11)
A. Air Resources Board (ARB)

ARB employees who are required to climb using hands and feet to the sampling point of smoke 
stacks or storage tanks at a height of thirty (30) feet upward or more shall receive an hourly 
differential often dollars ($10) per actual climbing hour. Said employees may be required to 
successfully complete training prescribed by ARB as a condition of employment in positions 
requiring climbing.

B. Caltrans and DWR

Caltrans and DWR employees who are required to climb using climbing equipment, and 
employees of the same departments who are required to hold backup safety lines for climbers, 
shall receive an hourly differential often dollars ($10) per actual climbing hour using climbing 
equipment or holding backup safety lines. Said employees may be required to successfully 
complete training prescribed by their respective departments as a condition of employment in 
positions requiring climbing or securing backup safety lines.

V

C. Department of Conservation

Department of Conservation employees who are required to climb using climbing equipment to 
earthquake sensor attachment points shall receive an hourly differential often dollars ($10) per 
actual climbing hour using climbing equipment.
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D. Employees who satisfy the criteria contained in section 11.46.11(A) and (B) will receive a minimum
of one hour of climbing pay for any amount of climbing during the first hour of each day. Additional 
time spent climbing after the first hour during the same day will be rounded to the nearest quarter 
hour. 7

E. The differential shall: (1) not be pro-rated; (2) not be subject to a qualifying pay period; (3) be 
applicable to all time bases and tenure; and (4) not be subject to PERS deduction.

11.48.11 Water Resources Technician II Differential (Unit 11)
A. The following differentials shall be paid to Water Resources Technician lls (WR Tech lls) in the 

Department of Water Resources (DWR) who qualify under the criteria stated herein.

1 .(a) WR TECH lls having sixty (60) months of WR TECH II tenure and are at the top 
step of the WR TECH II level shall receive a monthly salary differential of four 
hundred twenty-four dollars ($424).

1 .(b) WR TECH lls having completed fifteen (15) semester or equivalent college units, 
as approved by DWR and who have twelve (12) months tenure at the WR TECH 
II level, shall receive a monthly salary differential of four hundred twenty-four 
dollars ($424). The fifteen (15) additional semester or equivalent units must be 
in a science, mathematics, or engineering curriculum of one of the college degrees 
referenced in subsection I below. College courses taken at a community college 
must be transferable to either a California State University or a University of 
California institution and fulfill course requirements for one of their degree programs 
referenced in subsection I.

1 .(c) WR TECH lls who hold a four (4) year college degree in a DWR approved field of 
study per subsection I and have twelve (12) months tenure at the WR TECH II 
level, shall receive a monthly salary differential of six hundred thirty-six dollars 
($636).

2. WR TECH lls assigned to a DWR field assignment will receive a two hundred forty- 
one dollars ($241) per month differential provided they have served for twenty-four 
(24) consecutive months in a DWR field assignment after having reached the top step 
of WR TECH II and have completed the eighty (80) hour course in Water Resources 
Engineering Technology. Management will schedule each eligible employee's 
attendance in the eighty (80) hour course in Water Resources Engineering 
Technology within twenty-four (24) months of their appointment to a DWR field 
assignment at the WR TECH II level. A DWR field assignment is defined as a 
permanent assignment to field work outside the office over fifty percent (50%) of the 
time.

B. Counting base pay and Differentials 1 and 2, no WR TECH II may earn more than the top step of 
the salary of the Engineer, Water Resources, Range C. The SCO will calculate the amounts of 
the differentials and automatically limit amounts paid pursuant to this section.

C. Differentials 1(a), 1(b), and 1(c) are “permanent” in that they shall apply to qualifying WR TECH II 
employees unless the differential is removed by adverse action. Regarding Differentials 1(a),
1(b), and 1(c), employees may receive only one of these three (3) differentials at any time.

D. Differential 2 is independent from differentials 1(a), 1(b), and 1(c). It is “permanent” so long as the 
qualifying WR TECH II remains assigned in a qualifying DWR field assignment, unless the 
differential is removed by adverse action. Payment of Differential 2 ceases when the employee 
leaves the DWR field assignment.

E. A WR TECH II who previously received Differential 2 and lost it due to leaving the qualifying DWR 
field assignment will have the differential restored upon returning to a DWR field assignment, 
provided that the employee satisfies the differential’s qualifications. Such employee returning to a
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DWR field assignment will not, therefore, have to satisfy the twenty-four (24) month continuous 
tenure requirement of A(2) again.

F. Qualifying WR TECH lls may receive both Differential 1(a or b or c) and Differential 2 
simultaneously, subject to the limitations of item B above.

G. Both Differential 1 (a through c) and Differential 2 will count as salary for purposes of retirement, 
overtime, and benefit payment calculations.

H. Differentials will be paid to qualifying employees retroactively to the pay period when they meet 
the qualifications. No differentials will be granted prior to the July 2002 pay period.

I. WR Tech II Differential College Classes Differential A (1) (b).
The fifteen (15) additional semester or equivalent college units must be in the science, 
mathematics or engineering curriculum and be required for one of the college degrees referenced 
in differential A (1)(c).

J. WR Tech II Differential College Classes Differential A(1)(c)

Biology
Chemistry
Computer Science
Construction Management
Engineering - from non-accredited college
Engineering Technology (including Agricultural)
Geology
Geosciences
Hydrology
Landscape Architecture 
Mathematics 
Physical Science 
Physics
Plant and Soil Sciences

11.49.11 Transportation Engineering Technician Differential (Unit 11)
A. The following differential shall be paid to Transportation Engineering Technicians (TET) in 

Caltrans who qualify under the criteria stated herein.

1 .(a).TETs having sixty (60) months of TET tenure and are at the top of TET, Range C 
level shall receive a monthly salary differential of four hundred twenty-four dollars 
($424).

, 1 .(b).TETs having completed fifteen (15) semester or equivalent college units, as
approved by Caltrans, that exceed the two (2) years of education of a curriculum 
beyond the twelfth (12th) grade required to meet the TET Minimum Qualifications 
and who have twelve (12) months tenure at the TET, Range C level, shall 
receive a monthly salary differential of four hundred twenty-four dollars ($424). 
The fifteen (15) additional semester or equivalent units must be in a science, 
mathematics, or engineering curriculum college degrees referenced in subsection 
I.

1. (c).TETs who hold a four (4) year college degree in a CalTrans approved field of
study per subsection I and have twelve (12) months tenure at the TET, Range C 
level, shall receive a monthly salary differential of six hundred thirty-six dollars 
($636).

2. TETs assigned to a CalTrans Construction assignment will receive a two hundred 
forty-one dollars ($241) per month differential provided (a) they have served for 
twenty-four (24) consecutive months in a Construction field assignment after 
having reached the top step of TET, Range C and have completed the 
Construction Academy bootcamp per subsection J they have completed any 
required classes, or they have obtained any required certifications in CaiTrans’ 
prescribed test methods necessary to perform their job duties.
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Management will schedule each employee’s attendance at the Construction 
Academy bootcamp within twenty-four (24) months of their appointment to a 
Construction field assignment.

If new job related classes or certification requirements are required in the future, 
CalTrans will notice the Union and will schedule employees to participate in such 
classes as soon as possible to meet the new requirements.

B. Counting base pay and Differentials 1 and 2, no TET may earn more than the top step of the 
salary of the Transportation Engineer (Civil), Range C. The SCO will calculate the amounts of the 
differentials and automatically limitamounts paid pursuant to this section.

C. Differentials 1 (a), 1 (b) and 1 (c) are “permanent” in that they shall apply to qualifying TET, Range 
C employees unless the differential is removed by adverse action. Regarding Differentials 1(a),
1 (b), and 1 (c), employees may receive only one of these three (3) differentials at any time.

D. Differential 2 is independent from differentials 1(a), 1(b), and 1(c). It is “permanent” so long as the 
qualifying TET, Range C remains assigned in a qualifying CalTrans Construction assignment, 
unless the differential is removed by adverse action. Payment of Differential 2 ceases when the 
employee leaves the CalTrans Construction assignment.

E. A TET Range C who previously received Differential 2 and lost it due to leaving the qualifying 
CalTrans Construction assignment will have the differential restored upon returning to a CalTrans 
Construction assignment provided that the employee satisfies the differential’s qualifications.
Such employee returning to a CalTrans Construction assignment will not, therefore, have to 
satisfy the twenty-four (24) month continuous tenure requirement of A2 again.

F. Qualifying TETs may receive both Differential 1 (a, or b, or c) and Differential 2 simultaneously, 
subject to the limitations of item B above.

G. Both Differential 1 (a through c) and Differential 2 will count as salary for purposes of retirement, 
overtime, and benefit payment calculations.

H. Differentials will be paid to qualifying employees retroactive to the pay period when they meet the 
qualifications. No differentials will be granted prior to the July 2002 pay period.

I. TET Differential College Classes Differential A1 (b)
The fifteen (15) additional semester units must be in the science, mathematics or engineering 
curriculum and be required for one of the college degrees referenced in differential A1(c).

TET Differential College Degrees
Chemistry
Computer Science
Constructing Management
Engineering - Non-accredited College
Engineering Science
Engineering Technology
Geological Science
Geology
Geoscience
Landscape Architecture 
Mathematics 
Physical Science 
Physics

J. Construction Academy (“Bootcamp”)

Module Hours
1) Organization 2.50

Contracts & Plans 1.00
How CalTrans builds projects 0.50
Construction roles & responsibilities 1.00

2) Reporting Contractor’s Activities 1.50
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Importance of Complete & accurate diary 0.50
Correct method for thorough documentation 1.00

3) Materials 1.50
Resources & References 0.50

METS & RE responsibilities 0.50
Documentation 0.50

4) . Progress Pay 10.00
Contract pay items 6.00
Materials on hand 1.50
Progress Pay 1.00
Extra work bills 1.50

5) Administration Issues 1.50
Communication Equipment 0.50
Time log & other equipment reports 0.25
Vehicle usage 0.75

6) Human Relations 3.00
Relationship with contractor 1.50
Publics Media 0.50
Outside agencies 0.50
Ethics 0.25
Workplace violence 0.25

7) Environmental 3.00
Water pollution 1.50
Environmental issues & procedures 0.75
Archeological sites 0.75

8) Safety 3.00
Roles & responsibilities 1.00
Personal safety 0.50
Project safety 0.50
Public safety 0.25
Incident reporting 0.75

Total Construction Academy Hours 26.00

11.50.11 Phlebotomy Differential (Unit 11) -\
Unit 11 employees who are in the classifications of Laboratory Assistant, Correctional Facility or 
Senior Laboratory Assistant, Correctional Facility who are certified as Laboratory Technicians I or II 
and whose individual duty statement requires that they draw blood shall receive a differential of $125 
a month to be administered in accordance with the Stipulated Grievance Settlement Agreement, DPA 
No. 04-11-0007, between SEIU Local 1000 and the State of California, California Department of 
Corrections and Rehabilitation.

11 ;51.14 Satellite Work Location Pay Differential (Unit 14)
Employees in the classifications of DPOI/II who are permanent employees, are permanently assigned 
and have a time base of three-quarter (%) or more shall receive a pro rated differential of one hundred 
fifty dollars ($150) per month provided that all five (5) of the following criteria are met:

t 1. The incumbent is permanently assigned to a satellite work location or works
independently in a one person shop, and his/her immediate supervisor does not provide 
technical guidance and support, and;
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2. The incumbent is the individual who is assigned to maintain the effective and efficient 
operation of the work location, and;

3. The operation of the work location routinely entails customer contact and frequent 
accommodation of unexpected changes in work priorities or workload increases, and;

4. The incumbents cannot refer to or consult with the immediate supervisor or other 
knowledgeable staff regarding day to day decisions regarding the operations of the work 
location on a timely and effective basis; and

5. Other staff at the location are not knowledgeable about the incumbent’s assigned duties - 
and responsibilities sufficient to contribute to the effective and efficient completion of the 
incumbent’s assignment.

11.52.14 M1000 Skill Pay Differential (Unit 14)
The State and the Union agree that employees assigned to operate the Harris M1000 at OSP will 
receive a skill pay differential of ten percent (10%) for the Web Offset Press Operator (WOPO) III, 
Second Pressperson and twenty percent (20%) for the WOPO IV, Lead Pressperson.

1. The rate of pay with differential shall be used to compute overtime compensation.
2. The rate of pay with differential shall be used to compute shift differential pay.
3. The rate of pay with differential shall be used to compute the level of compensation upon 

retirement.

11.53.14 Printers - State Compensation Insurance Fund (SCIF) - Skill Pay Differential (Unit 14)
The State and the Union agree that employees in the classification of Printer I, SCIF (Class Code 
7442) will continue to receive a skill pay differential of eighty five cents ($0.85) per hour for 
assignment to the operation of the Ryobi 3302M two (2) color press. Normal assignment will be for 
full pay periods. For employees assigned to the press eleven (11) or more working days in the pay 
period, the differential rate will be paid for the entire pay period, including periods of paid leave. 
Employees assigned to the press on overtime, the skill pay differential will be paid in accordance with 
the overtime provision found in section 19.2. Employees will be eligible for assignment to the press 
and differential pay from the date they are found qualified to operate the press independently. 
Management will determine when employees are sufficiently trained and qualified. Under normal 
circumstances, qualified employees will be assigned to the press by customary job rotation.

11.54.14 Printers I- State Compensation Insurance Fund (SCIF) - Skill Pay Differential (Unit 14)
The State and the Union agree that effective July 1,1999, employees in the classification of 
Printer l, SCIF (Class Code 7442) will receive skill pay differential of eighty-five cents ($0.85) per 
hour for assignment to the operation of the Heidelberg Printmaker QM 46-2 Press. Normal 
assignment will be for full pay periods. For employees assigned to the press eleven (11) or more 
working days in the pay period, the differential rate will be paid for the entire pay period, including 
periods of paid leave. Employees assigned to the press less than eleven (11) working days will 
be paid the differential rate for only those days they operate the press. When qualified 
employees are assigned to operate the press on overtime, the skill pay differential will be paid in 
accordance with the overtime provision found in section 19.2.

Employees will be eligible for assignment to the press and differential pay from the date they are 
found qualified to operate the press independently. Management will determine when employees 
are sufficiently trained and qualified. Under normal circumstances, qualified employees will be 
assigned to the press by customary job rotation.

11.55.14 Pay Differential-Sheetfed Offset Press Operator (SOPO) II (Unit 14)
A. The State and the SEIU, Local 1000 agree that incumbents in the SOPO II classification who are 

permanently assigned to operate envelope specialty presses more than fifty percent (50%) of 
their work time will receive a pay differential of two hundred fifty dollars ($250) per month pro 
rated according to time base.

B. The parties agree that it is their intent, that persons receiving the SOPO II pay differential, shall 
not experience a loss in compensation upon movement to another class in State service. When 
determining the rate of pay for an employee that is receiving compensation under this pay
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differential the employee shall move from their combined rate (base salary plus pay differential) 
not to exceed the maximum of the class, when computing the appointment rate upon movement 

to another classification.

11 56.17 Registered Nurse Lead Differential (Unit 17)
A Effective July 1,1999, Registered Nurses (Range B or D), Registered Nurses (Correctional 

Facility) (Range B or D), and Registered Nurses (Forensic Facility) (Range B or D), designated 
“shift leads” and whose primary, regularly assigned duties by the State are to direct the work of 
other nursing employees on a shift for a qualifying pay period shall receive a differential of one
hundred fifty dollars ($150) per month.

B. This lead differential shall not be considered as compensation for purposes of retirement

C. The State shall not rotate nurses in and out of l^ad assignments nor arbitrarily reassign nurses 
receiving this differential to avoid paying this differential.

11.57.17 Educational Differential (Unit 17) . . ._ nv
A. Registered Nurses (Range B or D), Registered Nurses (Forensic Facility) (Range B^or D) 

Reaistered Nurse (Correctional Facility) (Range B or D), Surgical Nurses I and II, and Health ^ 
Sen/ices Specialists who successfully complete the equivalent of fifteen (15) quahfying semester 
units of collegiate level job-related courses in a college or university of recognized standing shall
be given an educational differential of fifty dollars ($50) per month 0nl{.^ differential
established by each department for implementing this provision will qualify toward this differential.

B. Upon request of the employee, each department employing RN’s (Range B or ^), RN ®
Facility) (Range B or D), RN’s (Correctional Facility) (Range B or D), Surgical Nurses I and I 
Health Services Specialists shall make available to all current and new Unit 17 employees a copy
of the lists of those courses which qualify for this differential. ■ .

C. Only courses completed within the previous ten (10) years shall qualify towards educations

D. Th® ^education differential shall not be considered as "compensation" for purposes of retirement

contributions. ... ...
E The State may add courses to the qualifying list at its discretion.
F. See Appendix 1.17 for Departmental Application procedures and for approved courses.

11 ^Atlhe^scret^on^f tlie^ppofntingauthority, Bargaining Unit 17 employe® wh°f^nE*

Emergencies" when performing arduous work that exceeds the normal demands of State service 
empSment and upon meeting the criteria included in the differential (Appendrx 2.17). The provisions 

of this section shall not be grievable or arbitrable.

11.59.20 Intentionally Excluded

a recruitment and retendon differential, with exception of 
those Licensed Vocational Names who am affected by the Plata Equity Agreement reached with 
SEIU Local 1000, December 20, 2007 and those LVN classifications who are under the receiver 
authority shall receive a recruitment and retention bonus of at least two hundred dollars ($ )
per month payable thirty (30) days following the ratification of this agreement.

B Part-Time and intermittent employees shall receive a pro rata share of the recruitment and 
retention differential based on the total number of hours worked excluding overtime.

C. This differential shall be considered compensation for retirement purposes for employee 

identified in A above.

\
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^ d by thaUnion that the decision to implement or not implement annual recruitment 
and retention payments or to withdraw authorization for such differentials, and the amount of such 
payments rests solely with the State and that such decision is not grievable or arbitrable.

A.

B.

11.61.20 Split Shift Differential (Unit 20)
HiffTrTntS ^ducation U,nit 20 employees who regularly work split shifts shall receive a split shift 

pay differential maximum of seventy dollars ($70) per pay period.

A regularly scheduled split shift” are those regularly assigned work hours established by the 
Department of Education. 1
Empioyees shall be eligible to receive the split shift pay differential for each pay period they have
worked the split shift for more than five (5) days. y

lMW9va^ttonnCTO ^friShnrri SChu°'S have C,0Sed and emPloyees are sent home), sick
leave, vacation CTO, and holidays shall not be considered as time worked for the purposes of 
receiving the split shift differential. purposes ot

11.62.20 Dental Assistant Registration Differential (Unit 20)
Pere7/Pp?p7aFnu?twAd9e haS ^ 3 dispute over the aPP|ication of this provision to the 
Perez/Perez Equity Agreements reached in 2007. The parties agree to submit this dispute to 
arbitration and will abide by that decision as it applies to this language.

A. All Dental Assistants classifications who have obtained their Registered Dental Assistant (RDA) 
hmdrpri Hn||fr°mr?i nmtate Department of Consumer Affairs (DCA) shall receive an additional one 
head or ddesignei$10° ^ ™ UP°n Submitting a copy of the certification to the department

B' nr A^haii^istants classifications who have obtained Coronal Polishing Certification from the 
^ " retCet'Ve an addltlonal twenty-five dollars ($25) per month upon submitting a copy of the
certification to the department head or designee. y

C' nrAe=nh=l,^SiStan,S c,^siflcal,ions wh° Have obtained Ultra Sonic Scaling Certification from the

exceed the maximum of the class when computing the appointment rate.

11.63.20 Certified Nursing Assistant/EMT Pay Differential (Unit 20)
r£SfL2?A appr°val’ Certified Nursing Assistants with emergency medical technician (EMT) 
certification shall receive a pay differential of one hundred fifty dollars ($150) per month.

11.64.21 Professional Development (Unit 21)
Smmunfty600911'265 ^importance of continuin9 professional development within the education

A' foractivitieSshfurh^nrS a" employees'.two days Per fiscal year (without loss of compensation) 

profeSnel no f fl?na ,aSS0Ciatl0n activities’ Professional association activities, nSSfrfl? and/or personal development seminars, etc., to promote professional and/or 
personal growth and to enhance professional and/or personal goals. These activities are at the 
!hmp °rs exPease and therefore the choice of activity is at the employee’s discretion This time 
nSt be aSmutted3 ^ Sam6 manner 38 vacati°n/annual leave. Such time shT

B. To encourage employees to enhance their education expertise, Unit 21 employees shall be
eSmpH to professi°naldevel°Prnent incentive of three hundred dollars ($300). Employees are 
entitled to receive this incentive only once, and shall,be subject to the following criteria:
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1. Employees must have completed at least six (6) hours of education study and/or research 
in order to enhance their professional capabilities.

2. Eligibility must be verified and approved by the employee’s departmental ERO/LRO. 
Verification will be submitted on a form provided by the State.

11.65.21 Arduous Pay Differential (Unit 21)
The State shall establish an “arduous pay” program to provide additional compensation to FLSA 
exempt employees assigned to WWG E when there is no other way to recognize the performance of 
additional duties and responsibility which clearly exceed the normal demands of an employee’s 
classification/position. Employees shall be eligible for this pay differential for up to four (4) months per 
fiscal year (or per event for emergencies involving loss of life or property.)

Requests for arduous pay shall be made to the DPA on a case-by-case basis by the employing 
department. The DPA shall evaluate said requests based on whether they satisfy all of the following.

1. Nonnegotiable Deadline or Extreme Urgency
The work must have a deadline or completion date that cannot be controlled by the 
employee or his/her supervisor, or must constitute an extreme urgency. The deadline or 
extreme urgency must impose upon the employee an immediate and urgent demand for 
his/her work that cannot be avoided or mitigated by planning, rescheduling, 
postponement or rearrangement of work, or modification of the deadline.

2. Work Exceeds Normal Work Hours and Normal Productivity
The work must be extraordinarily demanding and,time consuming, and of a nature that it 
significantly exceeds the normal workweek and work productivity expectations of the 
employee’s work assignment. Employees who are excluded from FLSA are expected to 
work variable work schedules as necessary to meet the demands of the job. This pay 
differential is not intended for employees who regularly or occasionally work in excess of 
the normal workweek to meet normal workload demands. It is intended where in addition 
to working a significant number of hours in excess of the normal work week, there is a 
demand for and achievement of greater productivity or result.

3. Work is Unavoidable
The work must be of a nature that it cannot be postponed, redistributed, modified, 
reassigned or otherwise changed in any way to provide relief.

4. Work involves Extremely Heavy Workload t
The work is of a nature that it cannot be organized or planned to enable time off in 
exchange for the extra hours worked. The absence from work would not normally satisfy 
this requirement because time off can be arranged as compensation for this demand.

5. No Other Compensation
The employee who is receiving this pay differential is not eligible for any other additional 
compensation for the type and nature of the above described work. Department 
decisions not to submit arduous pay requests to the DPA, and DPA decisions to deny 
arduous pay, shall not be subject to the grievance or arbitration provisions of this 
agreement.

ARTICLE 12 - ALLOWANCES AND REIMBURSEMENTS 

12.1 Business and Travel Expense
The State agrees to reimburse employees for actual, necessary and appropriate business expenses 
and travel expenses incurred fifty (50) miles or more from home and headquarters, in accordance with 
existing Department of Personnel.Administration rules and as set forth below. Lodging and/or meals 
provided by the State or included in hotel expenses or conference fees or in transportation costs such 
as airline tickets or otherwise provided shall not be claimed for reimbursement. Snacks and

143



continental breakfasts such as rolls, juice, and coffee are not considered to be meals. Each item of 
expenses of $25 or more requires a receipt; receipts may be required for items of expense that are 
less than $25. When receipts are not required to be submitted with the claim, it is the employee’s 
responsibility to maintain receipts and records of their actual expenses for tax purposes. Each State 
agency shall determine the necessity for travel and the mode of travel to be reimbursed.

A. Meals/Incidentals: Meal expenses for breakfast, lunch, and dinner will be reimbursed in the 
amount of actual expenses up to the maximums. The term “incidentals” includes, but is not 
limited to, expenses for laundry, cleaning and pressing of clothing, and fees and tips for services, 
such as for porters and baggage carriers. It does not include taxicab fares, lodging taxes or the 
cost of telegrams or telephone calls.

1. Rates - Actual meal/incidental expenses incurred will be reimbursed in accordance with 
the maximum rates and time frame requirements outlined below:

Breakfast up to $ 6.00
Lunch up to $10.00
Dinner up to $18.00
Incidentals up to $ 6.00
Total up to $40.00 (Every full 24 hours of travel)

2. Time Frames - For continuous short-term travel of more than twenty-four (24) hours but 
less than thirty-one (31) days, the employee will be reimbursed for actual costs up to the 
maximum for each meal, incidental, and lodging expense for each complete twenty-four 
(24) hours of travel, beginning with the traveler’s time of departure and return as follows:

a. On the first day of travel on a trip of more than twenty-four (24) hours:

Trip begins at or before 6 a.m. Breakfast may be claimed
Trip begins at or before 11 a.m. Lunch may be claimed
Trip begins at or before 5 p.m. Dinner may be claimed

■'i

b. On the fractional day of travel at the end of a trip of more than twenty-four (24) 
hours:

Trip ends at or after 8 a.m. Breakfast may be claimed
Trip ends at or after 2 p.m. Lunch may be claimed
Trip ends at or after 7 p.m. Dinner may be claimed

If the fractional day includes an overnight stay, receipted lodging may be claimed.
No meal or lodging expenses may be claimed or reimbursed more than once on any 
given date or during any twenty-four (24)-hour period.

c. For continuous travel of less than twenty-four (24) hours, the employee will be 
reimbursed for actual expenses up to the maximum as follows:

Travel begins at or before 6 a.m. and ends 
at or after 9 a.m.:

Breakfast may be claimed.

Travel begins at or before 4 p.m. and ends 
at or after 7 p.m.:

Dinner may be claimed.

If the trip extends overnight, receipted lodging may be 
claimed.

No lunch or incidentals may be claimed on a trip of less than twenty-four (24) 
hours.
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B. Lodging: All lodging reimbursement requires a receipt from a commercial lodging establishment 
such as a hotel, motel, bed and breakfast inn, or public campground that caters to the general 
public. No lodging will be reimbursed without a valid receipt.

1. Regular State Business Travel

a. Statewide, in all locations not listed in c. below, for receipted lodging while on 
travel status to conduct State business:

With a lodging receipt: Actual lodging up to $84 plus applicable taxes.

b. When employees are required to do business and obtain lodging in the counties of 
Alameda, San Francisco, San Mateo and Santa Clara, reimbursement will be for 
actual receipted lodging to a maximum of $140 plus applicable taxes. When 
employees are required to do business and obtain lodging in the counties of Los 
Angeles and San Diego, actual lodging up to $110 plus applicable taxes.

2: State Sponsored Conferences or Conventions

For receipted lodging while attending State Sponsored conferences and conventions, 
when the lodging is contracted by the State sponsor for the event, and the appointing 
authority has granted prior approval for attendance and lodging at the contracted rate 
and establishment: Actual lodging up to one $110 plus applicable taxes.

3. Non-State Sponsored Conferences or Conventions

For receipted lodging while attending non-State sponsored conferences and 
conventions, when the lodging is contracted by the sponsor for the event, and the 
appointing authority has granted prior approval for attendance and lodging at the 
contracted rate and establishment: Actual lodging when approved in advance by the 
appointing authority.

Reimbursement of lodging expenses in excess of specified amounts, excluding taxes 
requires advance written approval from the Department of Personnel Administration. 
The Department of Personnel Administration may delegate approval authority to 
departmental appointing powers or increase the lodging maximum rate for the 
geographical area and period of time deemed necessary to meet the needs of the 

■ State. An employee may not claim lodging, meal, or incidental expenses within 50 
miles of his/her home or headquarters.

C. Long-term Travel: Actual expenses for long term meals and receipted lodging will be reimbursed 
when the employee incurs expenses in one location comparable to those arising from the use of 
establishments catering to the long-term visitor.

1. Full Long-term Travel - In order to qualify for full long-term travel reimbursement, the 
employee on long-term field assignment must meet the following criteria:

• The employee continues to maintain a permanent residence at the primary 
headquarters, and

• The permanent residence is occupied by the employee’s dependents, or
• The permanent residence is maintained at a net expense to the employee 

exceeding two hundred dollars ($200) per month.

The employee on full long-term travel who is living at the long-term location may claim 
either:
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• Reimbursement for actual individual expense, substantiated by receipts, for lodging, 
water, sewer, gas and electricity, up to a maximum of one thousand one hundred 
thirty dollars ($1,130) per calendar month while on the long-term assignment, and - 
actual expenses up to ten dollars ($10) for meals and incidentals, for each period of 
twelve (12) to twenty-four (24) hours and up to five dollars ($5) for actual meals and 
incidentals for each period of less than twelve (12) hours at the long-term location, 
or

• Long-term subsistence rates of twenty-four dollars ($24) for actual meals and 
incidentals and twenty-four dollars ($24) for receipted lodging for travel of twelve 
(12) hours up to twenty-four (24) hours; either twenty-four dollars ($24) for actual 
meals or twenty-four dollars ($24) for receipted lodging for travel less than twelve 
(12) hours when the employee incurs expenses in one location comparable to 
those arising from the use of establishments catering to the long-term visitor.

2. An employee on long-term field assignment who does not maintain a separate residence 
in the headquarters area may claim long-term subsistence rates of up to twelve dollars 
($12) for actual meals and incidentals and twelve dollars ($12) for receipted lodging for 
travel of twelve (12) hours up to twenty-four (24) hours at the long-term location; either 
twelve dollars ($12) for actual meals or twelve dollars ($12) for receipted lodging for travel 
less than twelve (12) hours at the long-term location.

3. Employees, with supervisor’s approval, after completing the work shift remain at the job 
or long term assignment (LTA) location past the Friday twelve (12)-hour clock will receive 
full per diem for Friday. Those staying overnight shall not receive any additional per diem 
regardless of the Saturday departure time. An employee returning to the temporary 
residence on Sunday will receive full per diem. This does not change DPA policy 
regarding the per diem clock which starts at the beginning of the work shift on Monday. If 
the normal workweek is other than as stated above, the same principle applies.

The following clarifies DPA policy regarding an employee leaving the LTA location on 
personal business:

The reference to leaving the LTA location for personal business and not claiming per 
diem or transportation expenses assumes that the employee stays overnight at a location 
other than the long-term accommodations.

D. Out-of-State Travel: For short-term out-of-State travel, State employees will be reimbursed actual 
lodging, supported by a receipt, and will be reimbursed for actual meal and incidental expenses in 
accordance with above. Failure to furnish lodging receipts will limit reimbursement to the 
meal/incidental rate above. Long-term out-of-State travel will be reimbursed in accordance with 
the provisions of long-term travel above.

E. Out-of-Country Travel: For short-term out-of-country travel, State employees will be reimbursed 
actual lodging, substantiated by a receipt, and will be reimbursed actual meals and incidentals up 
to the maximums published in column (B) of the Maximum Travel per Diem Allowances for 
Foreign Areas, section 925, U.S. Department of State Standardized Regulations and the 
meal/incidental breakdown in Federal Travel Regulation Chapter 301, Travel Allowances, 
appendix B. Long-term out of country travel will be reimbursed in accordance with the provisions 
of long-term travel above, or as determined by the DPA.

Subsistence shall be paid in accordance with procedures prescribed by the DPA. It is the 
responsibility of the individual employee to maintain receipts for their actual meal expenses.

F. Transportation: Transportation expenses include, but are not limited to, airplane, train, bus, taxi 
fares, rental cars, parking, mileage reimbursement, and tolls that are reasonably and necessarily 
incurred as a result of conducting State business. Each State agency shall determine the 
necessity for travel, and the mode of travel to be reimbursed.
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1. Mileage Reimbursement

a. Effective July 1, 2006, when an employee is authorized by his/her appointing 
authority or designee to operate a privately owned vehicle on State business the 
employee will be allowed to claim and be reimbursed at the Federal Standard 
Mileage Rate (FSMR).

b. When an employee is required to report to an alternative work location, the 
employee may be reimbursed for the number of miles driven in excess of his/her 
normal commute.

2. Specialized Vehicles - Effective July 1, 2006, employees who must operate a motor 
vehicle on official State business and who, because of a physical disability, may operate 
only specially equipped or modified vehicles may claim the FSMR, with certification. 
Supervisors who approve claims pursuant to this subsection have the responsibility of 
determining the need for the use of such vehicles.

3. Private Aircraft Mileage - When an employee is authorized by his/her department, 
reimbursement for the use of the employee’s privately owned aircraft on State business 
shall be made at the rate of fifty cents ($.50) cents per statute mile. Pilot qualifications 
and insurance requirements will be maintained in accordance with the DPA rule 
599.628.1 and the State Office of Risk and Insurance Management.

4. Mileage to/from a Common Carrier - When the employee’s use of a privately owned 
vehicle is authorized for travel to or from a common carrier terminal, and the employee’s 
vehicle is not parked at the terminal during the period of absence; the employee may 
claim double the number of miles between the terminal and the employee’s headquarters 
or residence, whichever is less, while the employee occupies the vehicle. Exception to 
“whichever is less:” If the employee begins travel one hour or more before he normally 
leaves his home, or on a regularly scheduled day off, mileage may be computed from 
his/her residence.

G. Receipts: Receipts or vouchers shall be submitted for every item of expense of twenty-five dollars 
($25) or more. In addition, receipts are required for every item of transportation and business 
expense incurred as a result of conducting State business except for actual expenses as follows:

1. Railroad and bus fares of less than twenty-five dollars ($25) when travel is wholly within 
the State of California.

2. Street car, ferry fares, bridge and road tolls, local rapid transit system, taxi, shuttle or 
hotel bus fares, and parking fees often dollars ($10) or less for each continuous period of 
parking or each separate transportation expense noted in this item.

3. Telephone, telegraph, fax, or other business charges related to State business of five 
dollars ($5) or less.

4. In the absence of a receipt, reimbursement will be limited to the non-receipted amount 
above.

5. Reimbursement will be claimed only for the actual and necessary expenses noted above. 
Regardless of the above exceptions, the approving officer may require additional 
certification and/or explanation in order to determine that an expense was actually and 
reasonably incurred. In the absence of a satisfactory explanation, the expense shall not 
be allowed.

The State agrees to conduct a study of reimbursements for per diem and travel expenses to be 
completed by January 1,2012. The State will meet with the union within 90 days of completion of 
the study to discuss.

147



12.2 Moving and Relocation Expenses
Whenever an employee is reasonably required by the State to change his/her place of residence, 
the State shall reimburse the employee for approved items in accordance with the lodging, meal, 
and incidental rates and time frames established in section 12.1, and in accordance with existing 
requirements, time frames and administrative rules and regulations for reimbursement of 
relocation expenses that apply to excluded employees.

12.3 Parking Rates
A. For the term of this Contract, the parties agree that the State may increase parking rates in 

existing owned or leased lots, in urban congested areas, no more than twenty dollars ($20) per 
month above the current rate, charged to employees in specific locations where they park. 
Congested urban areas are areas such as Sacramento, San Francisco Bay, Fresno, Los Angeles, 
San Bernardino, Riverside, and San Diego areas. Every effort shall be made to provide 
employees sixty (60) days but no less than thirty (30) days notice of a parking rate increase. The 
State shall not increase rates for existing parking lots where employees do not currently pay 
parking fees. Rates at new lots administered or leased by the State will be set at a level 
comparable to rates charged for similar lots in the area of the new lot, e.g., rates for open lots 
shall be compared to rates for open lots, fates for covered parking shall be compared to rates for 
covered parking.

B. The State shall continue a system for employees where parking fees may be paid with pre-tax 
dollars.

12.4 Commute Program
A. Employees working in areas served by mass transit, including rail, bus, or other commercial 

transportation licensed for public conveyance shall be eligible for a seventy-five percent (75%) 
discount on public transit passes sold by State agencies up to a maximum of sixty-five dollars 
($65)-per month. Employees who purchase public transit passes on their own shall be eligible for 
a seventy-five percent (75%) reimbursement up to a maximum of sixty-five dollars ($65) per 
month. This shall not be considered compensation for purpose of retirement contributions. The 
State may establish and implement procedures and eligibility criteria for the administration of this 
benefit including required receipts and certification of expenses.

B. Employees riding in vanpools shall be eligible for a seventy-five percent (75%) reimbursement of 
the monthly fee up to a maximum of sixty-five dollars ($65) per month. In lieu of the vanpooi rider 
reimbursement, the State shall provide one hundred dollars ($100) per month to each State 
employee who is the primary vanpooi driver, meets the eligibility criteria, and complies with 
program procedures as developed by the State for primary vanpooi drivers. This shall not be 
considered compensation for purposes of retirement. A vanpooi is defined as a group of seven 
(7) or more people who commute together in a vehicle (State or non-State) specifically designed 
to carry an appropriate number of passengers. The State may establish and implement 
procedures and eligibility criteria for the administration of this benefit.

C. Employees headquartered out of State shall receive reimbursement for qualified public 
transportation and vanpooi expenses for seventy-five percent (75%) of the cost up to a maximum 
of sixty-five dollars ($65) per month or in the case of the primary vanpooi driver, the one hundred 
dollars ($100) per month rate. The appointing power may establish and implement procedures 
regarding the certification of expenses.

12.5 Transportation Incentives
A. The State and Union agree that the State shall encourage employees to use alternate means of 

transportation to commute to and from work in order to reduce traffic congestion and improve air 
quality.

B. Notwithstanding any other provision of this Contract, the Union agrees that the State may 
implement new policies or change existing ones in areas such as transit subsidies, 
vanpool/carpool incentives, walking/biking incentives, parking, parking fees, hours of work, and 
other actions to meet the goals of transportation incentives. The State agrees to notice and meet 
and confer regarding the impact of such new or changed policies.

C. The State shall entertain recommendations from the Union and meet if requested on ways to 
encourage the use of alternative forms of transportation.
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12.6.17 Alternate Transportation (Unit 17)
The State will determine the appropriate means of transportation when Unit 17 employees are 
required to travel in the performance of their job duties. The State shall authorize transportation that 
is different than what was determined to be appropriate, provided:

A. The employee submits a written request to the department at least seventy-two (72) hours prior to 
the travel;

B. The department approves the request;
C. The employee waives any overtime credits that could result from the use of alternate 

transportation; and
D. The employee will bear the difference of all expenses and time that may be incurred due to the 

use of alternate transportation.

12.7 State Owned Housing
Where SEIU Local 1000 represented employees are currently paying rent, the State agrees not to 
increase rental rates during the term of this contract. This provision expires June 30, 2010. Where 
any provision below conflicts with this provision, this provision shall supercede and control.

A. Housing
Annually for the duration of this Contract, current rental rates for all types of State owned 
employee housing, including trailers and/or trailer pads, may be increased by the State as 
follows:

1. Where employees are currently paying rent, the State may raise such rates up to twenty- 
five percent (25%) each year.

2. During the term of this Contract, where no rent is being charged, the State may raise 
rents up to seventy-five dollars ($75) per month, or when an employee vacates State 
owned housing, including trailers and/or trailer pads, the State may raise rents for such 
housing up to the fair market value.

3. Employee rental of State owned housing shall not ordinarily be a condition of 
employment. In any instance after July 1,1989 and annually thereafter, where rental of 
State housing is made a condition of employment, the State may charge the employee 
ten percent (10%) less than the regular rate of rent.

4. Employees renting State owned housing occupy them at the discretion of the State 
employer. If the State decides to vacate a State owned housing unit currently occupied 
by a State employee, it shall give the employee a minimum of thirty (30) days advance 
notice.

B. Utilities
Annually current utility charges for all types of State owned employee housing, including 
trailers and/or trailer pads, may be increased by the State as follows:

1. Where employees are currently paying utility rates to the State, the State may raise such 
rates up to eight percent (8%) each year.

2. Where no utilities are being charged, the State may impose such charges consistent with 
its costs.

3. Where utilities are individually metered to State owned housing units, the employee shall 
assume all responsibility for payment of such utility rates, and any increases imposed by 
the utility company.

C. Notwithstanding any of the above, the DFG will meet and confer with Union representatives 
prior to the implementation of rental increases. The department will meet and confer over any 
amount of necessary increases, the implementation dates, and the necessity for the increase.

D. The DFG is committed to improving the quality of State owned housing under its jurisdiction. 
To that end, the department will seek funding authority for maintenance and improvement of 
department-owned housing.

\
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This subsection is not subject to the provisions of article 6 of this Contract.

E. Possessory Interest Taxes - DFG (Unit 11)

1. Reimbursement for Possessory Interest Taxes
The DFG will directly pay the possessory interest taxes for Unit 11 employees who 
occupy department-owned housing for their payment of possessory interest taxes, where 
assessed. The employee shall follow department procedures and submit any possessory 
interest tax bills to the department as soon as they are received by the employee.

2. Working Condition Fringe Benefit Exception

a. This subsection E (2) shall apply to employees whose residency in State-owned 
housing satisfies the criteria for the working condition fringe benefit exception 
found in tax laws.

b. Possessory interest reimbursement provided by the DFG shall not be reported to 
the SCO as income subject to taxation and other withholdings when an employee 
completes required forms and submits them to the DFG by the date management 
specifies. The DFG shall not be responsible for erroneous reporting of 
reimbursements as income if the employee fails to utilize the required form and/or 
procedures developed by the department for this purpose.

c. The decision about which employees qualify for the working condition fringe benefit 
exception shall not be subject to the grievance and arbitration provisions of this 
Contract.

12.8 Overtime Meal Benefits and Allowances - CDCR (Excludes Units 17 and 21)
A. Overtime meal allowances will be granted when an employee is required to work at least two (2) 

hours contiguous to his/her regular work shift of at least eight (8) hours. An employee who works 
an alternate work schedule with a shift in excess of eight (8) hours shall only be eligible for an 
overtime meal allowance when required to work two (2) hours contiguous to such a work shift. If 
the employee is required to work for more extended periods of time, he/she may be allowed an 
additional meal allowance for each additional six (6) hour period of assigned work. No more than 
three (3) overtime meal allowances will be claimed during any twenty-four (24) hour period. If the 
cafeteria is closed then reimbursements shall be made pursuant to D (2) below.

B. Employees who meet the above criteria shall be provided an overtime meal ticket (local form) on 
vthe day it is earned. The date and time of issue will be recorded on the ticket.

C. Employees who are on travel status, and are being reimbursed under the business and travel 
portion of this Contract, will not receive a meal at State expense nor be reimbursed for an 
overtime meal under the provisions of this section.

D. The value of the meal ticket at the institution snack bar or employee dining room shall be 
established by management. The value will be sufficient to purchase a complete hot meal. If 
used to purchase a meal, the meal will constitute full and complete reimbursement. The 
employee may use the meal ticket as provided in 1 and 2 below:

1. If the employee chooses to use the assigned meal ticket at the employees’ snack bar or 
dining room, the employee must use it within a ninety (90) day period of the time recorded 
on the meal ticket. If used to purchase a meal, the meal itself will constitute full and 
complete reimbursement. If the employee does not purchase a meal, he/she may follow 
the procedure as outlined in 2 below;

2. Employees requesting reimbursement under this option will receive six dollars ($6), 
regardless of the value assigned to the meal ticket by local management;

3. Employees in assignments which do not allow the State to provide a meal ticket shall be 
provided alternative methods, determined by the State, to receive the six dollars ($6) 
reimbursement for overtime meal allowances earned.

E. Meal tickets held prior to the signing of this Contract shall be cashed out in accordance with this 
article if there is no on-site employee facility which serves hot meals.

150



12.8.21 Overtime Meals - Work Week Group 2 (Unit 21)
When a BU 21, WWG 2 employee is required to work overtime, the employee may be furnished with a 
meal or provided an overtime meal allowance of up to eight dollars ($8). Receipts may be required.
To be eligible for the meal or the allowance, the employee must be required to report to work at least 
two (2) hours prior to or be required to remain at least two (2) hours past their regularly scheduled 
work day. No more than three (3) overtime meal allowances may be claimed during any twenty-four 
(24) hour period.

12.9.1 &
12.9.4 &
12.9.15 Overtime Meal Allowance (Excludes Units 3,11,14,17,20 and 21)

A. Up to eight dollars ($8) may be reimbursed for an overtime meal. An overtime meal allowance of 
. up to eight dollars ($8) will only be provided when an employee is required to work two (2) hours

contiguous to his/her regular work shift of at least eight (8) hours. An employee who works an 
alternate work schedule with a shift in excess of eight (8) hours shall only be eligible for an 
overtime meal allowance of up to eight dollars ($8) when required to work two (2) hours 
contiguous to such a work shift.

B. Except for Units 14 and 20 no overtime meal allowances will be paid to employees who are 
working overtime on a regular day off or holiday unless they work two (2) or more hours in excess 
of the number of hours worked on their reqularly scheduled workdays.

12.9.3 &
12.9.11 &
12.9.14 Overtime Meal Allowance (Excludes Units 1,4,15,17,20 and 21)

A. Up to eight dollars ($8) may be reimbursed for an overtime meal. An overtime meal allowance of 
up to eight dollars ($8) will only be provided when an employee is required to work two (2) hours 
contiguous to his/her regular work shift of at least eight (8) hours. An employee who works an 
alternate work schedule with a shift in excess of eight (8) hours shall only be eligible for an 
overtime meal allowance of up to eight dollars ($8) when required to work two (2) hours 
contiguous to such a work shift.

B. No overtime meal allowances will be paid to employees who are working overtime on a regular 
day off or holiday unless they work two (2) or more hours in excess of the number of hours 
worked on their regularly scheduled workdays.

12.9.17 Overtime Meals (Unit 17)
A. When a Unit 17 employee is required to work overtime, management will provide employees with 

a meal allowance, a meal ticket or a complete meal. Should management be unable to provide a 
complete meal, a meal allowance or ticket not to exceed eight dollars ($8) will be provided. Upon 
request of either management or the Union a committee shall be activated, comprised of no more 
than three (3) Union members, to explore the feasibility of providing complete meals to employees 
required to work overtime.

B. To be eligible for the overtime meal allowance, or ticket, the employee must be required to report 
to work at least two (2) hours prior to or be required to remain at least two (2) hours past their 
regularly scheduled workday. No more than three (3) overtime meals, allowances, tickets may be 
claimed during any twenty-four (24) hour period.

1. Employees who are provided an overtime meal ticket shall receive the ticket on the day it 
is earned. The date and time issued shall be recorded on the overtime meal ticket.

2. Employees who are provided an allowance/ticket may receive reimbursement for the 
receipt/ticket by attaching the receipt/ticket to a State Travel Expense Claim form. To 
receive reimbursement, receipt/tickets must be submitted within thirty (30) calendar days 
of the date the overtime meal was authorized.

C. Overtime Meal Allowances - CDCR

1. Overtime meals, allowances or tickets will be earned when an employee is required to 
work at least two (2) consecutive hours prior to or two (2) consecutive hours after the 
regular work shift. If the employee is required to work for more extended periods of time,
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he/she shall earn an additional meal, allowance, or ticket for each additional six (6) hour 
period of assigned work. No more than three (3) overtime meals, allowances, or tickets 
will be claimed during any twenty-four (24) hour period.

2. Unit 17 employees who meet the above criteria shall be provided an overtime meal ticket 
(local form) on the day it is earned. The date and time of issue will be recorded on the 
ticket. The monetary value of each ticket, meal, or allowance shall be six dollars ($6).

3. Employees who are on travel status, and are being reimbursed under the business and 
travel portion of this contract, will not receive a meal at State expense nor be reimbursed 
for an overtime meal under the provision of this section.

4. The employee may use the meal ticket as provided in a and b below:

a. The employee chooses to use the assigned meal ticket at the employee’s snack 
bar or dining room, using it within ninety (90) days of the date recorded on the meal 
ticket. If used to purchase a meal, the meal itself will constitute full and complete 
reimbursement. The value of the ticket at the facilities' snack bar or cafeteria shall 
be six dollars ($6) but may be higher after consultations between management and 
the local Unit 17 steward in order that the reimbursement is sufficient to purchase a 
complete hot meal. If the employee does not purchase a meal, he/she may follow 
the procedures as outlined in b below.

b. Employees issued meal tickets may receive reimbursement for the meal ticket by 
attaching the ticket(s) to a State Travel Expense Claim form and submitting it for 
payment within ninety (90) days of the issue date. Employees requesting 
reimbursement under this option will receive six dollars ($6), regardless of the 
value assigned to the meal ticket by local management.

Employees in assignments which do not allow the State to provide a meal ticket shall be provided 
alternative methods, determined by the State, to receive the six dollars ($6) reimbursement for each 
overtime meal allowances earned.

12.9.20 Overtime Meal Allowance (Unit 20)
A. Up to eight dollars ($8) may be reimbursed for an overtime meal. An overtime meal allowance of 

up to eight dollars ($8) will only be provided when an employee is required to work two (2) hours 
contiguous to his/her regular work shift of at least eight (8) hours. An employee who works an 
alternate work schedule with a shift in excess of eight (8) hours shall only be eligible for an 
overtime meal allowance of up to eight dollars ($8) when required to work two (2) hours 
contiguous to such a work shift.

B. Except for Unit 20 no overtime meal allowances will be paid to employees who are working 
overtime on a regular day off or holiday unless they work two (2) or more hours in excess of the 
number of hours worked on their regularly scheduled workdays.

12.10 Damaged or Destroyed Personal Property (Excludes Unit 17)
In accordance with established procedures, when requested by an employee, a department may pay 
the cost of replacing or repairing eyeglasses, hearing aids, dentures, watches, or articles of clothing 
necessarily worn or carried when damaged in the line of duty without fault of the employee. If the 
eyeglasses, hearing aids, dentures, watches, or clothes are damaged beyond repair, the department 
may pay the actual value of such eyeglasses, hearing aids, dentures, watches, or clothing. The value 
of such eyeglasses, hearing aids, dentures, watches, or clothing shall be determined as of the time of 
the damage hereto.

12.10.17 Replacement of Damaged Personal Clothing and/or Articles (Unit 17)
A. Unit 17 employees shall be reimbursed for personal clothing and/or articles which are damaged 

beyond repair during the course of an employee's workday. The State will not reimburse 
employees for damaged clothing and/or articles if the damage is caused by employee 
carelessness or negligence. Unit 17 employees shall exercise good judgment in the type and 
cost of personal clothing and articles worn while performing their duties. The State will provide
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reimbursement based on original receipts or current value. In both cases, depreciation will be 
considered in arriving at the reimbursement value of the clothing and/or articles.

B. This provision shall also apply to items of personal equipment specifically required by the State 
for the performance of the job.

12.11 Uniform Replacement Allowance (Excludes Units 15 and 20)
A. When the State requires a uniform to be worn as a condition of employment and does not provide 

such a uniform, the State shall authorize a uniform replacement allowance based on actual costs 
substantiated with a receipt for an amount not to exceed four hundred fifty dollars ($450) per year. 
Claims for such reimbursement shall be paid in full to the employee within ninety (90) days of the 
submission of the receipt.

1. Uniform means outer garments, which are required to be worn exclusively while carrying 
out the duties and responsibilities of the position and which are different from the design 
or fashion of the general population. This definition includes items that serve to identify 
the person, agency, function performed, rank, or time in service.

2. In those cases where the State provides the uniform to be worn, the uniform items 
provided pursuant to this section are State owned or leased property which will be 
maintained as the State deems necessary. Employees issued State provided uniform 
items shall be responsible for loss of or damage to the uniform items other than that 
incurred as the result of normal wear or through no fault of the employee.

3. In those cases where the State does not provide the uniform to be worn, employees shall 
be responsible for the purchase of the required uniform as a condition of employment. 
After an employee has the equivalent of one.full year in a permanent position, which 
requires a uniform, he/she must submit a request in accordance with existing 
departmental practice in order to receive a uniform replacement allowance.

4. Employees shall wear their required uniforms only in an official capacity except that 
employees may wear such uniforms on the grounds of their facility and to and from their 
work location including associated incidental travel.

5. The Uniform Replacement Allowance shall not be considered compensation for 
retirement purposes.

B. Single Source Vendor

1. During the life of this Contract, departments may establish a single source vendor system 
to replace the current uniform replacement allowance program. If a single source vendor 
system is established, employees shall use the system to obtain department authorized 
uniform replacement items. Departments that participate in a single source vendor 
system may establish an anniversary date for the uniform replacement credit with the 
vendor. Employees will receive their credit on that date based on the number of 
qualifying pay periods in the uniformed classification and in accordance with existing 
State laws, rules, and regulations.

2. Employees newly appointed (new hire to State service, promotion, transfer, or demotion 
from a non-uniformed classification) shall be required to purchase the uniform as a 
condition of employment and such purchase shall be through the single source vendor. 
Such employees will be eligible for a prorated uniform replacement credit on the 
established anniversary date, and a uniform replacement credit on each subsequent 
anniversary date.

12.11.15 Uniform Replacement Allowance (Unit 15)
A. When the State requires a uniform to be worn as a condition of employment and does not provide 

such a uniform, the State shall authorize a uniform replacement allowance of four hundred fifty 
dollars ($450) per year.

1. Uniform means outer garments, which are required to be worn exclusively while carrying 
out the duties and responsibilities of the position and which are different from the design
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or fashion of the general population. This definition includes items that serve to identify 
the person, agency, function performed, rank, or time in service.

2. In those cases where the State provides the uniform to be worn, the uniform items 
provided pursuant to the section are State owned or leased property which will be 
maintained as the State deems necessary. Employees issued State provided uniform 
items shall be responsible for loss of or damage to the uniform items other than that 
incurred as the result of normal wear or through no fault of the employee.

3. In those cases where the State does not provide the uniform to be worn, employees shall 
be responsible for the purchase of the required uniform as a condition of employment. 
After an employee has the equivalent of one full year in a permanent position, which 
requires a uniform, he/she must submit a request in accordance with existing 
departmental practice in order to receive a uniform replacement allowance.

4. Employees shall wear their required uniforms only in an official capacity except that 
employees may wear such uniforms on the grounds of their facility and to and from their 
work location including associated incidental travel.

5. The Uniform Replacement Allowance shall not be considered compensation for 
retirement purposes.

B. Single Source Vendor

1. During the life of this Contract, departments may establish a single source vendor system 
to replace the current uniform replacement allowance program. If a single source vendor 
system is established, employees shall use the system to obtain department authorized 
uniform replacement items. Departments that participate in a single source vendor 
system may establish an anniversary date for the uniform replacement credit with the 
vendor. Employees will receive their credit on that date based on the number of 
qualifying pay periods in the uniformed classification and in accordance with existing 
State laws, rules, and regulations.

2. Employees newly appointed (new hire to State service, promotion, transfer, or demotion 
from a non-uniformed classification) shall be required to purchase the uniform as a 
condition of employment and such purchase shall be through the single source vendor. 
Such employees will be eligible for a pro-rated uniform replacement credit on the 
established anniversary date, and a uniform replacement credit on each subsequent 
anniversary date.

C. CDCR

The CDCR, shall provide Bargaining Unit 15 employees working in the department’s programs 
who are required to wear uniforms and accessories with an annual uniform allowance of $450 per 
fiscal year. Employees in eligible classifications shall receive their annual uniform replacement 
allowance by September 1 of each fiscal year or no later than sixty (60) calendar days after the 
passage of the annual State budget.

1. The uniform for Correctional Supervising Cook/Cook Specialist I/ll (CF) Baker I/ll and 
Butcher II and Food Service Technician I and II shall consist of the following items:

• Shirt, tan, equivalent to Big Mac or Levi’s, with department patch over the left breast 
pocket and CDCR shoulder patches. Button down shirts will be tucked into pants.

• Trousers, dark brown, equivalent to Big Mac or Levi’s
• Shoes - must be brown/black, leather uppers only, plain toe conservatively 

designed. No buckles and only moderate designs on or in leather. Leather must be 
of smooth texture. Heels are not to exceed one and one-half (114) inches in height. 
Soles must be slip and oil resistant. Military style shoes are acceptable, no cowboy 
boots or steel toed shoes or boots.

• Jumpsuit, long/short sleeve solid brown in accordance with department 
specifications, with CDCR shoulder patches.
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• Tan smock with a 1 and % CDCR patch over left breast pocket, and CDCR shoulder 
patches.

2. The following items are mandatory accessories:

• 1 and 3/4” CDCR patch on solid brown or brown and tan cap, solid brown beanie, or 
boonie style hat with the department identification and classification (CSC, Cook 
Specialist I/ll, Baker I/ll, Butcher II and Food Service Technician I and II rocker)

• 1 and 3/4” CDCR patch above the left breast pocket with the department 
. identification
• Belt, brown/black
• 1 and 3/4” CDCR patch on the left breast on a dark brown color uniform style jacket 

or coat, with CDCR shoulder patches
• Key ring holder
• Whistle
• Name tag
• Flashlight - mini mag light type not to exceed six (6) inches

3. The following items are non-mandatory accessories:

• Alarm holder
• American flag patch
• Hash marks denoting years of service (on long sleeve shirt or jumpsuit only)
• Hairnets

4. Within sixty (60) calendar days of appointment, new and eligible Bargaining Unit 15 
employees, based on their appointment date or time base shall receive a pro rata 
amount. All new food service staff will be paid on a pro rated basis by month through 
June 30 of each year [e.g. A new employee whose start date is December 30, will be 
provided with fifty percent (50%) of the full amount of uniform replacement allowance.]. 
The time an employee may have worked at another institution will count in determining an 
employee’s eligibility for the uniform replacement allowance.

D. DGS Uniforms

1. Uniform Shirts

The State shall provide eleven (11) required uniform shirts to custodians.
2. Uniform Pants

a. At worksites where uniform pants are not required, DGS shall provide seven (7) 
uniform pants upon the custodian’s request. If provided, the employee shall be 
required to wear the uniform pants.

b. In worksites where uniform pants are required, DGS shall provide seven (7) 
uniform pants to custodians.

3. Uniform Replacement

In accordance with established procedures, where requested by a custodian, DGS shall 
replace or repair the required uniform if damaged in the line of duty through no fault of the 
employee.

4. Laundry Service

Laundry service shall be provided, however use of the laundry, service will be at the 
custodian’s option.
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12.11.20 Uniform Replacement Allowance (Unit 20)
A. When the State requires a uniform to be worn as a condition of employment and does not provide 

such a uniform, the State shall authorize a uniform replacement allowance based on actual costs 
substantiated with a receipt for an amount not to exceed four hundred fifty dollars ($450) per year. 
Claims for such reimbursement shall be paid in full to the employee within ninety (90) days of the 
submission of the receipt.

1. Uniform means outer garments, including shoes, which are required to be worn 
exclusively while carrying out the duties and responsibilities of the position and which are 
different from the design or fashion of the general population. This definition includes 
items that serve to identify the person, agency, function performed, rank, or time in 
service.

2. In those cases where the State provides the uniform to be worn, the uniform items 
provided pursuant to this section are State owned or leased property which will be 
maintained as the State deems necessary. Employees issued State provided uniform 
items shall be responsible for loss of or damage to the uniform items other than that 
incurred as the result of normal wear or through no fault of the employee.

3. In those cases where the State does not provide the uniform to be worn, employees shall 
be responsible for the purchase of the required uniform as a condition of employment. 
After an employee has the equivalent of one full year in a permanent position, which 
requires a uniform, he/she must submit a request in accordance with existing 
departmental practice in order to receive a uniform replacement allowance.

4. Employees shall wear their required uniforms only in an official capacity except that 
employees may wear such uniforms on the grounds of their facility and to and from their 
work location including associated incidental travel.

5. The Uniform Replacement Allowance shall not be considered compensation for 
retirement purposes.

B. Single Source Vendor

1. During the life of this Contract, departments may establish a single source vendor system 
to replace the current uniform replacement allowance program. If a single source vendor 
system is established, employees shall use the system to obtain department authorized 
uniform replacement items. Departments that participate in a single source vendor 
system may establish an anniversary date fbr the uniform replacement credit with the 
vendor. Employees will receive their credit on that date based on the number of 
qualifying pay periods in the uniformed classification and in accordance with existing 
State laws, rules, and regulations.

2. Employees newly appointed (new hire to State service, promotion, transfer, or demotion 
from a non-uniformed classification) shall be required to purchase the uniform as a 
condition of employment and such purchase shall be through the single source vendor. 
Such employees will be eligible for a prorated uniform replacement credit on the 
established anniversary date, and a uniform replacement credit on each subsequent 
anniversary date.

12.11.21 Uniform Replacement Allowance (Unit 21)
A. When the State requires a uniform to be worn as a condition of employment and does not provide 

such a uniform, the State shall authorize a uniform replacement allowance based on actual costs 
substantiated with a receipt for an amount not to exceed $450 per year. Claims for such 
reimbursement shall be paid in full to the employee within ninety (90) days of the submission of 
the receipt-

1. Uniform means outer garments, which are required to be worn exclusively while carrying 
out the duties and responsibilities of the position and which are different from the design
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or fashion of the general population. This definition includes items that serve to identify 
the person, agency, function performed, rank, or time in service.

2. In those cases where the State provides the uniform to be worn, the'uniform items 
provided pursuant to this section are State owned or leased property which will be 
maintained as the State deems necessary. Employees issued State provided uniform 
items shall be responsible for loss of or damage to the uniform items other than that 
incurred as the result of normal wear or through no fault of the employee.

3. In those cases where the State 'does not provide the uniform to be worn, employees shall 
be responsible for the purchase of the required uniform as a condition of employment. 
After an employee has the equivalent of one full year in a permanent position, which

: requires a uniform, he/she must submit a request in accordance with existing
departmental practice in order to receive a uniform replacement allowance.

4. Employees shall wear their required uniforms only in an official capacity except that 
employees may wear such uniforms on the grounds of their facility and to and from their 
work location including associated incidental travel.

5. The Uniform Replacement Allowance shall not be considered compensation for 
retirement purposes.

B. Single Source Vendor
1. During the life of this Contract, departments may establish a single source vendor system 

to replace the current uniform replacement allowance program. If a single source vendor 
system is established, employees shall use the system to obtain department authorized 
uniform replacement items. Departments that participate in a single source vendor 
system may establish an anniversary date for the uniform replacement credit with the 
vendor. Employees will receive their credit on that date based on the number of 
qualifying pay periods in the uniformed classification and in accordance with existing 
State laws, rules, and regulations.

2. Employees newly appointed (new hire to State service, promotion, transfer, or demotion 
from a non-uniformed classification) shall be required to purchase the uniform as a 
condition of employment and such purchase shall be through the single source vendor. 
Such employees will be eligible for a prorated uniform replacement credit on the 
established anniversary date, and a uniform replacement credit on each subsequent 
anniversary date.

12.12.11 Safety Footwear (Unit 11)
A. Unit 11 “field" employees assigned to “field positions” shall be responsible for purchasing safety 

footwear if required (and not provided) by Caltrans and the DWR. For the purposes of this 
section, “field employees” are defined as full-time Unit 11 employees assigned to work outside of 
an office for an average of twenty-five percent (25%) of the time during the eighteen (18) month 
reimbursement period. “Field position” is defined as a position that encompasses work tasks that 
are performed outside of an office setting on more than an occasional basis. Typically, this 
includes on site tasks such as reviewing a contractor’s operation, inspecting field conditions or 
work performed by contractors, field surveying, landscape review, materials testing, construction 
layout and staking, and maintenance.

B. For the purposes of this section, safety footwear is defined as steel-toe boots/shoes, or a 
serviceable leather work shoe or boot that complies with the departments’ written policy, if any, 
and which the department requires to be worn while carrying out the duties of the employee’s 
position.

C. The State shall reimburse full-time employees for the actual cost of safety footwear, not to exceed 
one hundred dollars ($100) once every eighteen (18) months. Reimbursement will be made 
upon attainment of eligibility as defined above.

D. Receipts may be required to verify the actual cost of the safety footwear.

12.13 Tools, Business Equipment, Materials and Supplies (Excludes Units 17 and 21)
A. The State shall determine what special items of tools, equipment, materials, and supplies are 

necessary for employees to perform their jobs. Such items shall, within budgetary constraints, be 
made available by the State.
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B. Employees issued State provided items shall be held responsible for loss of and/or damage due 
to negligence.

12.13.17 Business Equipment, Materials and Supplies (Unit 17)
A. The State shall provide all business equipment, reference materials, materials, and supplies 

deemed necessary by the State. Business equipment, materials, and supplies provided pursuant 
to this section are State owned or leased property which will be maintained as the State deems 
necessary. Employees issued State provided business equipment, materials, and supplies shall

. be held responsible for the loss of and/or damage to those items other than that incurred as the 
result of normal use, wear, or through no fault of the employee.

B. Unit 17 employees may request that specific business equipment, materials, and supplies be 
made available for their use in the job. It is the intent of the State to provide business equipment, 
materials, and supplies to enable the employees to perform assigned duties and responsibilities..

12.13.21 Tools, Business Equipment, Materials and Supplies (Unit 21)
A. The State shall determine what equipment, materials, and supplies are necessary for employees 

to perform their jobs. Such items shall, within budgetary constraints, be made available by the 
State.

B. Employees may request that specific business equipment, materials, and supplies be made 
available for their use in the job. It is the intent of the State to provide business equipment, 
materials, and supplies to enable the employees to perform assigned duties and responsibilities.

C. Employees issued State provided items shall be held responsible for loss of and/or damage due 
to negligence.

12.14 Professional Dues (Excludes Units 17 and 21)
In recognition of the professional nature of employees, each department, commission, board, or 
agency may reimburse an employee for up to $50 per year for membership dues in job related 
professional societies or associations of the employee’s choice, or for a job related professional 
license fee. Both parties agree and understand that a different amount of reimbursement, if any, may 
be provided to employees in the same or similar situation.

12.14.21 Professional Development (Unit 21)
A. In recognition of the professional nature of Unit 21 employees, each department, commission, 

board, or agency shall reimburse a Unit 21 employee for up to $75 per year for membership dues 
in job-related professional societies or associations.

B. As Departmental technology becomes accessible, the State shall provide online access to 
professional journals or publications available through the State Library.

12.15 Reimbursement of Fees (Excludes Units 17)
The State agrees to pay the full renewal cost of professional and/or technical licenses, certificates, or 
credentials which are required as a condition of employment.

12.15.21 Reimbursement of Credential /License Fees (Unit 21)
The State agrees to reimburse Unit 21 employees up to a maximum of $200 per year for credential 
and/or license renewal fees for one job related credential and/or license where such credential and/or 
license is issued by a State agency.

12.16.1 Aviation Consultants (Unit 1)
The Department of Transportation (DOT) agrees to continue its practice of:
A. Reimbursing Aviation Consultants the cost of their annual second-class flight physical 

examinations.
B. Providing the biennial flight checks in DOT aircraft during or connected to regularly authorized 

operation of the aircraft for business purposes and utilizing DOT employees who are personally 
qualified and volunteer to conduct and certify the flight checks.
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12.17.1 PERS Auditor Affiliation (Unit 1)
The Office of Audit Services (CalPERS) will provide a maximum of five hundred dollars ($500) 
reimbursement in any fiscal year, for each professional audit staff for fees, dues, and professional 
competency certification licensing costs associated with memberships in and affiliations with the 
following professional organizations. If any other audit-related professional organizations are 
identified, management will reimburse based on consistency with the organizations listed below:

i

The Institute of Internal Auditors (IIA)
California Association of State Auditors (CASA)
American Institute of Certified Public Accountants (AICPA)
California Society of Certified Public Accountants 
Association of Government Accountants (AGA)
Institute of Management Accountants (IMA)
Information Security Audit and Control Association (ISACA)
Information Security Systems Association (ISSA)
Association of Certified Fraud Examiners
Association of Women Accountants
The Association of Healthcare Internal Auditors, Inc.

12.18.1 Professional License Fees (Unit 1)
Employees in the classifications of Property Appraiser/Investigator (Office of Real Estate Appraisers) 
and Senior Property Appraiser/Investigator (Office of Real Estate Appraisers) shall be reimbursed in 
full upon certification of license renewal.

12.18.17 License Renewal Fees (Unit 17)
A. The State agrees to reimburse all permanent full-time employees who are required by law to 

maintain a license as a condition of State employment for the actual cost of license renewal fees 
during the term of this Contract.

B. Permanent part-time employees who are half time or more and who are required by law to 
maintain a license as a condition of State employment shall be reimbursed for the actual cost of 
license renewal fees on a prorated basis during the term of this Contract.

12.18.20 License or Certificate Renewal Fees (Unit 20)
The State agrees to reimburse ail permanent full-time employees who are required by law to maintain 
a license or certificate, and utilize such license or certificate in the course of their job duties while 
employed by the State of California, for the actual cost of license or. certificate renewal fees in effect 
on July 2 of the current fiscal year. Permanent part-time and PI employees shall be reimbursed for 
fifty percent (50%) of the cost of such fees.

12.19.1 Actuary Dues - Department of Insurance (DOI) (Unit 1)
The DOI will reimburse department employees in the classes listed for membership dues in the 
American Academy of Actuaries, the Casualty Actuarial Society, the Society of Actuaries, or other 
actuarial associations approved by the department. The amount of reimbursement is to be 
determined by the department. If dues are reimbursed for less than full time employees, the 
reimbursed amount shall be pro rated.

Classes:
Actuarial Statistician 
Associate Casualty Actuary 
Associate Life Actuary 
Senior Actuarial Statistician 
Senior Casualty Actuary 
Senior Life Actuary

12.20.11 Pest Control License (Unit 11)
A. When a State agency determines that it is in the employer’s best interest to require employees to 

acquire and maintain an Agricultural Pest Control License as defined in Food and Agriculture 
Code section 12201 et seq., the affected employees shall be so notified by their supervisors.
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B. The employer will reimburse employees for filing, examination and renewal fees associated with 
acquisition of the license provided:

a. The employee is authorized in advance to take the exam or renew the certificate and,
b. The employee successfully passes the required examination and is issued the license.

12.21.17 Nurse Practitioner Furnishing Number Renewal Fees (Unit 17)
If a department requires, in writing, that Nurse Practitioners write prescriptions, the State agrees to 
reimburse all permanent full-time Nurse Practitioners for the actual cost of the furnishing number 
renewal fees each year.

12.22.20 State Special Schools Field Trip Expenses (Unit 20)
The Department of Education shall reimburse employees, who are authorized to accompany students 
on field trips, for work related expenses. If an employee requests at least ten (10) working days in 
advance or upon notification, if less than ten (10) days of the field trip, the State shall provide a cash 
advance to cover the expected cost of expenses incurred for those special events. The employee 
shall be responsible to submit his/her work-related expenses for verification in a timely manner.

12.23.20 Laboratory Services and Deliveries (Unit 20)
Where the State requires a Unit 20 employee to pick up and/or deliver material further than a 
reasonable walking distance from the labs to which they are assigned, the State will: (1) provide a 
mode of transportation; or (2) provide mileage reimbursement in accordance with Business and 
Travel Expenses of the Contract.

12.24.21 Class A and/or Class B Commercial Driver’s License (Unit 21)
Fee Reimbursements
A. Each department will reimburse a permanent employee for filing and examination fees associated 

with obtaining the appropriate Commercial Driver’s License fee and endorsement(s) if the 
employee is: (1) in a classification that requires the operation of equipment which requires either a 
Class A or Class B commercial Driver’s License and any endorsement(s), or (2) the classification 
designated by the department requires the employee to upgrade his/her driver’s license to a 
Class A and/or Class B commercial Driver’s License and any endorsement(s), or (3) in a 
classification where a Class A and/or Class B commercial Driver’s License is an additional 
desirable qualification, provided:

1. The employee is authorized at least ten (10) work days in advance by his/her supervisor 
to take the examination;

2. The employee has a valid, current medical certification acceptable to the DMV.
3. The employee successfully passes the required examination and is issued the license 

and appropriate endorsement(s).

B. Employees applying for renewal or reinstatement of a license due to an illegal violation will not be 
reimbursed for any costs associated with obtaining a license as required by DMV.

C. The State will not pay any additional cost incurred as a result of an employee’s failure to pass the 
written and/or performance test within the opportunities allowed by the original application fee.

D. Reimbursement for commercial driver’s license fees paid by an employee will be for that portion 
of the commercial driver's license fee (including the cost of endorsement(s) required by the 
appointing power) which exceeds the cost of the regular noncommercial Class C driver’s license, 
provided the employee applies for the required license and any required endorsement(s) 
simultaneously. If an employee fails to take all required extras simultaneously, reimbursement 
will not exceed the cost that would have been incurred had the tests been taken simultaneously.

12.25.21 Class A and/or Class B Commercial Driver’s License Medical Examinations (Unit 21)
The State agrees to pay the cost of medical examinations for employees required to have either a 
Class A or Class;B driver’s license, provided the employees either receive their exams from a 
contractor physician or clinic, or are specifically authorized in advance to be examined by their
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personal physician, and to be reimbursed for the cost upon presenting a voucher from the examining 
physician. The State will pay the cost of a second medical examination and/or referrals by the exam­
ining physician, not to exceed the cost of the first medical examination provided that:
A. The employee fails the first medical examination, or the certification submitted is not accepted by 

DMV;
B. A second medical examination is authorized and conducted; and
C. The second medical certification is accepted by DMV. The State will not reimburse the employee 

for a second medical examination that sustains the results of the first. Costs for additional 
medical reexamination shall be the responsibility of the affected employee.

12.26.21 Travel to Morning Meetings Over 90 Miles From Assigned Work Location (Unit 21)
Employees required to attend meetings before 8:00 AM, and for which the meeting is held more than 
ninety (90) miles from the employee’s headquarters, may request their manager to approve prior night 
lodging at department expense. Management will take into consideration weather and other travel 
conditions before approving or rejecting such requests.

12.27.21 Timely Reimbursement of Travel Expense (Unit 21)
Within 30 day of ratification by the legislature, the California Teachers Credentialing (CTC) will meet 
with representatives of SEIU to discuss the CTC’s the reimbursement process with the intent of 
streamlining and expediting the reimbursement process.

12.28 Pre -Tax Commuting Expense
The State will evaluate the feasibility of implementing a pre tax commuting expense program in ' 
accordance with Internal Revenue Code Section 132(f).

12.29 Bike or Walk to Work Program
A. The State shall endeavor to make facilities available to employees who bike or walk to work 

including but not limited to, clothing lockers, secure bicycle storage and shower facilities in all 
State owned or leased buildings.

B. This Section is not grievable or arbitrable.

ARTICLE 13 - CAREER DEVELOPMENT

13.1 Performance and Evaluation Materials
There will be only one official personnel file and normally one supervisory work file regarding each 
employee and these files will be maintained as follows:
A. An employee’s official departmental personnel file shall be maintained at a location identified by 

each department head or designee. Upon request, the State shall identify any supervisory files 
kept on the employee and shall identify the location of each file. Official personnel files shall 
contain an inspection log where any person reviewing the file shall sign and date the log unless 
excluded by law.

B. Information in an employee’s official departmental personnel file and supervisory work file shall be 
confidential and available for inspection only to the employee’s department head or designee in 
conjunction with the proper administration of the department’s affairs and the supervision of the

. employee; except, however, that information in an employee’s official departmental personnel file 
. and supervisory work file may be released pursuant to court order or subpoena. An affected 
employee will be notified of the existence of such a court order or subpoena. No rank and file 
shift lead shall be authorized access to an employee'(s) files, except with prior written approval of 
the employee. ,

C. Evaluation material or material relating to an employee’s conduct, attitude, or service shall not be 
included in his/her official personnel file without being signed and dated by the author of such 
material. Before the material is placed in the employee’s file, the department head or designee, 
shall provide the affected employee an opportunity to review the material, and sign and date it.
An employee signature shall not necessarily constitute agreement to the evaluation. A copy of 
the evaluation material relating to an employee’s conduct shall be given to the employee.
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D. An employee or his/her authorized representative may review his/her official personnel file during 
regular office hours. Where the official personnel file is in a location remote from the employee’s 
work location, arrangements shall be made to accommodate the employee or his/her authorized 
representative at the employee’s work location. Upon request, the employee shall be allowed a 
copy of the material in his/her personnel file.

E. The employee shall have a right to insert in his/her file reasonable supplementary material and a 
written response to any items in the file. Such response shall remain attached to the material it 
supplements for as long as the material remains in the file.

F. Any performance evaluation conducted of an employee who is a participant in the Union/State 
Collective Bargaining negotiations shall recognize the employee’s frequent absence from his/her 
State job and the impact of such absences on the employee’s performance. This is not intended 
to abrogate the right of the State to take disciplinary action against any employee who happens to 
be involved in such representational activities.

G. Material relating to an employee’s performance included in the employee’s departmental
personnel file shall be retained for a period of time specified by each department, except that at 
the request of the employee, materials of a negative nature may either be purged after one year 
or at the time such material is used in a written performance evaluation. This provision, however, 
does not apply to formal adverse actions except as defined in applicable Government Code 
sections. By mutual agreement between a department head or designee and an employee, 
adverse action material may be removed. When an employee receives written documentation of 
a negative nature, the supervisor shall note in writing on the documentation the time frame it will 
remain in the file. *

H. Supervisors may keep working supervisory files on the performance and conduct of employees to 
. provide documentation for matters such as, but not limited to, probation reports, performance

appraisals, training needs, MSA reviews, bonus programs, adverse actions, employee 
development appraisals, or examination evaluations. An employee and/or his/her authorized . 
representative may, upon request, review the contents of his/her file with his/her supervisor.
Upon request, the employee shall be allowed a copy of the material in his/her supervisory file.

13.2 Personal Performance Session (Excludes Unit 17)
Meetings between employees and management concerning unsatisfactory work performance or work- 
related problems should, whenever practicable, be held in private or in a location sufficiently removed 
from the hearing and visual range of other persons. The Union recognizes that the circumstances of 
the situation may require an immediate response from management, and thereby preclude privacy. 
However, if an immediate response is not necessary, arrangements will be made for a private 
meeting.

13.2.17 Informal Performance Discussions (Unit 17)
A. The State and SEIU Local 1000 encourage periodic informal performance discussions between 

Unit 17 employees and their supervisor to discuss work performance, job satisfaction, and work 
related problems. Except when immediate action is necessary for health or safety reasons, such 
discussions shall be held in a private setting or sufficiently removed from the hearing range of 
other persons.

B. The issuance of work instructions by a supervisor does not constitute an informal performance 
discussion. This section shall not be construed to limit, in any manner, a supervisor’s right to 
issue work instructions.

13.3 Joint Apprenticeship Committee (JAC) (Excludes Units 17 and 21)
A. It is the policy of the State employer and Union to support the establishment of apprenticeship 

programs in bargaining units where such programs are deemed appropriate. The Union and the 
State agree that such apprenticeship programs shall be administered in accordance with the 
Shelley - Maloney Apprentice Labor Standards Act of 1939 (Labor Code section 3070, et seq.) 
and pursuant to the following provisions:

1. The classification of positions and the selection process shall be governed by the SPB.
The State retains the right to hire.
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2. A JAC shall evaluate and discipline any employee participating in an apprenticeship 
program under the scope of civil service rules and regulations.

3. Apprenticeship programs shall operate under the JAC concept, i.e., each committee shall 
contain an equal number of representatives selected by the Union and by the State in 
addition to an Apprenticeship Consultant of the DIR, Division of Apprenticeship 
Standards.

4. Each JAC shall determine the training program for the classes included for their program.
5. Union representatives who have been selected as JAC members shall serve with no loss 

of compensation during committee meetings.

B. The State agrees to continue existing apprenticeship programs.
C. The Union and the State agree to jointly explore areas of possible expansion of the existing and 

the creation of additional apprenticeship programs for bargaining unit occupations. The Union 
and the State agree to meet and confer on this matter at the request of either party. Any new 
Joint Apprenticeship Committees shall function in accordance with this section.

D. To enhance the understanding of formal, on-the-job apprenticeship training the State and Union 
shall request an Apprenticeship Standards Consultant from the DIR, Division of Apprenticeship 
Standards, to attend any exploratory meeting.

13.4.1 Information Technology (IT) Apprenticeship Agency Linkage Agreement (Unit 1)
A. The State and the Union agree to establish the IT Joint Apprenticeship and Training Committee 

(Committee) in accordance with section 13.3, Joint Apprenticeship Committee, upon completion 
of the Unit 1 IT classification specifications.

B. The Committee will develop the apprenticeship standards, functions and responsibilities to 
establish an organized, planned system of statewide IT apprenticeships in support of Unit 1 IT 
classifications.

C. The Committee shall be comprised of three,(3) Union and three (3) management representatives 
and one Apprenticeship Consultant of the DIR, Division of Apprenticeship Standards. The 
Committee will be co-chaired by one Union and one State representative. The Committee will 
convene no later than sixty (60) days after completion of the IT specifications, and adoption of the 
classes by the SPB.

13.5.14 Apprenticeship Program - Bargaining Unit 14 Printing and Allied Trades/Joint Apprenticeship 
Committee (JAC) (Unit 14)

A. The State and the Union support the establishment and operation of apprenticeship programs,
administered and formed pursuant to the Shelley-Maloney Apprentice Labor Standard Act of 
1939, where deemed appropriate within Bargaining Unit 14. ' -

B. The Union shall be responsible for identifying school(s) certified in training printing trades that will 
agree to be utilized for the apprenticeship program. The school shall have expertise in the 
common printing processes and equipment used in the prepress, press and bindery operations. 
Once the Union has found school(s) willing to participate, the Joint Apprenticeship Committee 
(JAC) shall meet to explore the feasibility of using the school and the State’s interest in creating 
an apprenticeship program for the printing trades.

C. The JAC shall contain an equal number of representatives. The size of the JAC shall be ten (10) 
members, five (5) selected by the Union and five (5) State representatives in addition to an 
Apprenticeship Consultant representing the Division of Apprenticeship Standards, State 
Department of Industrial Relations.

D. The JAC may develop an apprenticeship program for any printing classifications. The 
classification of positions and the selection process shall be governed and administered in 
accordance with SPB and DPA rules and regulations and the Shelley-Maloney Apprentice Labor 
Standards Act of 1939. .

E. Union representatives who have been selected as JAC members shall serve with no loss of 
compensation when officially participating,in JAC meetings or other assigned JAC activities.

F. The JAC shall evaluate and discipline any employee participating in an apprenticeship program 
under the scope of the civil service rules and regulations.

G. The JAC shall determine the training program for the classes used in the program.
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H. The State reserves all rights to have the final decision on the use of apprenticeships in the State 
programs where Unit 14 employees are utilized.

I. The first JAC meeting shall be held within thirty (30) calendar days after the Union locates a 
school that will agree to be utilized for the apprenticeship program.

13.6 Performance Appraisal of Permanent Employees (Excludes Units 3,17 and 21)
A. The performance appraisal system of each department may include annual written performance 

appraisals for permanent employees. Such performance appraisals may be completed at least 
once each twelve (12) calendar months after an employee completes the probationary period for 
the class in which he/she is serving. In the absence of any current annual performance appraisal, 
or performance evaluation material to the contrary, the employee’s performance shall be deemed 
satisfactory.

B. An employee may grieve the content of his/her performance appraisal through the department 
level of the grievance procedure when he/she receives a substandard rating in either a majority of 
the performance factors or an overall substandard rating.

13.6.3 Performance Appraisal of Permanent Employees (Unit 3)
A. The performance appraisal system of each department may include annual written performance 

appraisals for permanent employees. Such performance appraisals may be completed at least 
once each twelve (12) calendar months after an employee completes the probationary period for 
the class in which he/she is serving. In the absence of any current annual performance appraisal, 
or performance evaluation material to the contrary, the employee’s performance shall be deemed 
satisfactory.

B. An employee may grieve the content of his/her performance appraisal through the department 
level of the grievance procedure when he/she receives a substandard rating in either a majority of 
the performance factors or an overall substandard rating.

C. This section shall also apply to the exempt staff of the Special School of the CDE:

13.6.17 Performance Appraisal (Unit 17)
A performance appraisal is a constructive process to acknowledge the performance of an employee. 
An employee’s evaluation shall be sufficiently specific to inform and guide the employee in the 
performance of his/her duties. If an employee is not given an opportunity to perform on a particular 
element, the supervisor will note on the performance evaluation that the factor was not applicable, 
and the employee’s evaluation shall not be negatively impacted. Employees shall not have their 
evaluation negatively impacted by their use ofany leaves permitted under the terms of this Contract.

1. Performance evaluations are not considered as an independent step in the disciplinary 
process.

2. If there is no evaluation of record within one year prior to a scheduled wage increase, the 
employee’s overall evaluation shall be: “meets expectations”.

A. PROBATIONARY REPORTS

Probationary performance reports shall be completed at sufficiently frequent intervals to keep the 
employee adequately informed of progress on the job. The final report may summarize the 
previously issued probationary performance reports.

B. ANNUAL PERFORMANCE APPRAISAL

Annual performance reports shall generally include information from the immediate twelve (12) 
months prior to the due date of the report, exclusive of the probationary rating period.

The performance appraisal system of each department may include annual written performance 
appraisals for permanent employees. Such performance appraisals may be completed at least 
once each twelve (12) calendar months after an employee completes the probationary period for 
the class in which he/she is serving.
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In the absence of any current annual performance appraisal, or performance evaluation material 
to the contrary, the employee’s performance shall be deemed satisfactory.

While in the process of completing the probationary report or annual performance appraisal, the 
supervisor shall personally meet with the employee to review the appraisal or report, any notes, 
documents, or'audits utilized in preparing the report.

At the time an employee signs his/her annual appraisal, a copy will be provided to the employee. 
These reports, as a general rule, will be issued to the employee no later than thirty (30) days after 
the due date of the report.

Any performance evaluation conducted of an employee who is a participant in Union/State 
collective bargaining negotiations shall recognize the employee’s frequent absence from his/her 
State job and the impact of such absences on the employee’s performance. Such absences shall 
not be included as excessive absences. This is not intended to abrogate the right of the State to 
take disciplinary action against any employee who happens to be involved in such collective 
bargaining.

Any Unit 17 employee may grieve the content of his/her annual performance appraisal through 
the third (DPA) step: (1) when he/she receives a substandard rating of the performance factors, or 
(2) when negative comments are inconsistent with the actual ratings received, or (3) when rating 
factors are not used and the narrative evaluation includes negative comments. DPA shall sustain 
the evaluation except where supported by substantial evidence to the contrary. When a 
grievance is granted on this subject, the annual performance appraisal will be modified to reflect 
the outcome of the grievance procedure and the original performance appraisal will be removed 
from the file. ,

13.6.21 Performance Appraisal of Permanent Employees (Unit 21)
A. The performance appraisal system of each department may include an annual written 

performance appraisal and an individual development plan for permanent employees. Such 
performance appraisals may be completed at least once each twelve (12) calendar months after 
an employee completes the probationary period for the class in which he/she is serving.

B. In general, in the absence of any current annual performance appraisal or performance evaluation 
material to the contrary, the employee’s performance shall be deemed to be satisfactory.

C. When a Unit 21 civil service employee receives substandard ratings in a majority of the 
performance factors, the employee may grieve the content of his/her performance appraisal 
through the third step of the grievance procedure which shall be the final step of appeal.

D. When a department intends to establish a new performance appraisal system or make major 
modifications in their existing performance appraisal system, the Union will be notified and given 
the opportunity to meet and confer over the impact of the change(s) pursuant to article 24.1 
(Entire Agreement).

13.7.1 Performance Standards (Unit 1)
A. The employer, in developing performance standards, shall adhere to the following: Employee 

performance standards shall be based upon valid work-related criteria, which insofar as 
practicable include qualitative, as well as quantitative measures. Such standards shall reflect the 
amount of work which the average trained employee performing comparable duties can 
reasonably turn out in a day.

B. Employee performance standards shall be established in accordance with the following 
guidelines:

1. When a department intends to establish new performance standards or add to or alter 
existing performance standards, the Union will be notified and given an opportunity to 
meet and confer on the proposed standards with the department.

2. Normally, new performance standards or changes in existing performance standards 
shall not be implemented until they have been tested for an appropriate period. During 
the test period, employees will not be held accountable to the proposed standards.
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Following any test period, the State shall meet and confer with the Union prior to 
implementing the new or revised standards.

C. Where a performance standard exists, employees may review data concerning the employee’s 
own production and error rates where such information is available.

D. Where a performance standard exists, the Union may review all data concerning all employees’ 
production and error rates where such information is available.

13.7.4 Performance Standards (Unit 4)
A. The employer shall, in developing performance standards, adhere to the following: employee 

performance standards shall be based upon valid work-related criteria, which insofar as 
practicable, include qualitative, as well as quantitative measures. Such standards shall reflect the 
amount of work which the average trained employee performing comparable duties can 
reasonably turn out in a day.

B. Employee performance standards shall be established in accordance with the following 
guidelines:

1. When a department intends to establish new performance standards or add to or alter 
existing performance standards, the Union will be notified and given an opportunity to 
meet and discuss on the proposed standards with the department.

2. Normally, new performance standards or changes in existing performance standards 
shall not be implemented until they have been tested for an appropriate period. During 
the test period, employees will not be held accountable to the proposed standards.

3. The State shall meet and confer with the Union prior to implementing the new or revised 
standards.

C. Where a performance standard exists, employees may review data concerning the employee’s 
own production and error rates where such information is available.

D. Where a performance standard exists, the Union may review data concerning all employees’ 
production and error rates where such information is available.

13.7.17 Performance Appraisal of Nursing Practices (Unit 17)
Unit 17 employees currently supervised by a supervising registered nurse shall be rated on their 
Individual Appraisal Summary by the supervising registered nurse. Unit 17 employees currently not 
supervised by a supervising registered nurse shall have their Individual Appraisal Summary reviewed 
by a supervising registered nurse.

13.8.14 Print 2 (Unit 14)
OSP “Print 2” shall not be used to document performance problems or form the basis of discipline for 
any Unit 14 employee. '

13.9.14 Letters of Instruction (LOI)/Work Improvement Discussion (WID) (Unit 14)
A. LOI/WlD (as well as counseling memos, informal letters of reprimand, letters of warning, etc.) 

shall contain a specified expiration date, not to exceed one year if there has been no recurring 
behavior, upon which the employee may request the removal of same. Upon request to the 
Appointing Authority or his/her designee, they shall be removed and destroyed, unless the 
employee requests the documents be returned to them for their own disposal.

B. LOI/WID shall be issued in a timely fashion, generally within thirty (30) days from when the 
incident occurred or from date the investigation is completed.

C. In cases where departmental staff are investigating an employee in a situation which adverse
action potentially may follow, and the decision is made to give the employee an LOI/WID, the 
LOI/WID shall be issued in a timely fashion, generally within thirty (30) days from the decision to 
give the employee an LOI/WID. '

D. This provision shall not be circumvented by calling the document by another title such as: Letter 
of Informal Discussion, Employee Counseling Record, or Letters of Contact. These types of
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“minor” corrective memos are to be placed in the employee’s supervisory file, but not in the official 
personnel file.

E. The employee shall have the right to submit a rebuttal to any LOI/WID, or any such comment 
referred to in subsection D above. The rebuttal shall be submitted no later than thirty (30) days 
after issuance of the LOI/WID to the employee, unless mutually agreed by the Appointing 
Authority’s authorized representative and the employee or his/her representative. The rebuttal 
shall be attached to the applicable LOI/WID.

13.9.15 Letters of Instruction (LOI)/Work Improvement Discussion (WID) (Unit 15)
Letters of Instruction and Work Improvement Discussion memos shall contain an expiration date, not
to exceed one year, at which time the employee may request the removal. When requested, the
counseling memo shall be removed and given to the employee.

13.9.17 Letters of Instruction (LOI)/Work Improvement Discussions (WIDs) (Unit 17)
A. LOI/WIDs (as well as counseling memos, informal letters of reprimand, letters of warning, etc.) 

shall contain a specified expiration date, not to exceed one year if there has been no recurring 
behavior, upon which the employee may request the removal of the same. Upon request to the 
appointing authority of his/her designee, they shall be removed and destroyed, unless the 
employee requests the documents be returned to them for their own disposal.

B. LOI/WIDs shall be issued in a timely fashion, generally within thirty (30) days from when the 
incident occurred or from date of discovery of the incident that forms the basis for the LOI/WID.

C. In cases where departmental staff are investigating an employee in a situation which adverse 
action potentially may follow, and the decision is made to give the employee an LOI/WID, the 
LOI/WID shall be issued in a timely fashion, generally within thirty (30) days from the decision to 
give the employee an LOI. This will not prevent the parties from negotiating a formal adverse 
action down to an LOI/WID.

D. This’provision shall not be circumvented by calling the document by another title such as: Letter 
of Informal Discussion, Employee Counseling Record, Letters of Contact, or Expectations of Work 
Performance memos. These types of “minor” corrective memos are to be placed in the 
employee’s supervisory file, but not in the OPF.

E. , The employee shall have the right to submit a rebuttal to any LOI/WID, or any such comment
referred to in paragraphs A. and D. above and/or section 13.1 paragraph C of this Contract. The 
rebuttal shall be submitted no later than thirty (30) days after issuance of the LOI/WID to the 
employee unless mutually agreed by the appointing authority’s authorized representative and the 
employee or his/her representative to extend this time frame. The rebuttal shall be attached to 
the applicable LOI/WID and shall remain in the files only as long as the underlying document.

F. Disputes concerning this section are grievable to Step 3 (DPA) pursuant to Article 6, of the 
Grievance and Arbitration Procedure of this Contract.

G. Upon the employee’s written request, all official Notices of Adverse Action, all documentation 
leading to or supporting or proposing such action, and all SPB decisions rendered in such cases 
will be purged from the employee’s file(s) after three (3) years if there has been no recurring 
behavior.

H. Although any performance problem may be addressed in an employee’s annual performance 
evaluation, the evaluation shall contain no reference to the issuance of an LOI/WID or adverse 
action.

13.10.1
A.

Education and Training (Unit 1)
It is the policy of the State to assure quality service to the public by developing the skills and 
abilities of State employees through training and education activities. These interests are served 
by having competent employees capable of maintaining productivity, able to adjust to changes in 
service requirements, and prepared to assume increased responsibilities.
Each State department shall make available at the work site its training policies and, annually, its 
training course list. Each department shall provide to the Union a copy of its training courses. 
Each State department shall be required to complete an annual Individual Development Plan 
(IDP) for each permanent full-time employee and for PI employees who work seven hundred fifty 
(750) hours or more annually.
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D. Working within budgetary and workload constraints, each State department, through its annual 
training plan process, will provide training in handling hostile and threatening behavior.

E. Employees may request training courses. Training requests shall not be unreasonably denied 
and the reason for the denial shall be in writing to the employee.

F. The parties agree that training on rape prevention, sexual harassment awareness, managing 
assaultive behavior and stress reduction are appropriate subjects for high priority consideration 
by the appropriate Joint Labor/Management Health and Safety Committees.

G. The State and the Union recognize that certain benefits accrue to the State and employees 
through participation in professional job related seminars, conferences and conventions. The 
State, working within the framework of budgetary and workload constraints^ will support such 
activities.

H. The State agrees to reimburse employees for expenses incurred as a result of passing training or 
education courses required by the department to assure adequate performance as specified in 
the IDP, or increase current job proficiency. When such courses are offered during normal 
working hours, the employee shall receive his/her regular salary. When such courses are taken 
outside of normal working hours, an employee in Work Week Group 2 shall be reimbursed in cash 
or the work hours may be adjusted on an hour-for-hour basis commensurate with the hours 
necessary to attend classroom instruction. The reimbursement will include:

1. Tuition and/or registration fees.
2. Cost of course-related books.
3. Transportation or mileage expenses.
4. Toll and parking fees.
5. Lodging and subsistence expenses.

An employee who does not satisfactorily complete a training or educatioq course required by the 
department according to the department’s predetermined standards shall not be eligible for 
reimbursement of tuition and other necessary expenses and shall agree to return any advance 
payment received.

I. Reimbursement for the above expenses shall be in accordance with article 12 of this Contract.
J. When assigning or approving an employee for career-related out-service training, the department 

may establish policies regarding:

1. allocation of time with pay (including adjustments of work hours) for assignments during 
normal working hours, and

2. reimbursement for tuition and other necessary expenses.

Except as established by the department, reimbursement should be for fifty percent (50%) of 
costs incurred. Reimbursement for travel and per diem shall not be allowed for an assignment 
during non-working hours, except when the appointing power determines that such 
reimbursement is justified in order to avoid substantial inequity.

K. The employee or his/her estate shall receive reimbursement for tuition and other necessary 
expenses, if the training assignment is terminated prior to completion either (1) at the 
convenience of the State, or (2) because of death, prolonged illness, disability, or other 
eventuality beyond the control of the employee.

L. To the extent practicable and within available training resources, the department shall arrange for 
counseling, education, and training of employees as may be reasonably needed to prepare them 
for placement in other State civil service positions when their positions have been and are about 
to be changed substantially or eliminated by automation, technological changes or other 
management initiated changes.

M. Each department, upon request of an eligible employee as defined in the subsection concerning 
Class A and Class B Driver’s Licenses, will make available any information prepared by the 
Department of Motor Vehicle (DMV) covering the commercial driver’s license examination.

N. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as, professional association activities, professional and/or personal
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development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees’ expense and therefore 
the choice of activity is at the employee’s discretion. This time shall be requested and approved - 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

13.10.3 Education and Training (Unit 3)
A. The State agrees to reimburse Unit 3 employees for expenses incurred as a result of satisfactorily 

completing training or education courses required by a department to assure adequate 
performance. Such reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books;
3. Transportation or mileage expenses;
4. Toll and parking fees;
5. Lodging and subsistence expenses.

Where applicable, reimbursement rates for the above expenses shall be in accordance 
with article 12, section 12.1 of this Contract.

B. If the State agrees with a Unit 3 employee’s participation in nonrequired career-related training, 
the. State may reimburse to employees for up to fifty percent (50%) of tuition, fees, and books, not 
to exceed department limits after the employee has satisfactorily completed the course. Travel, 
per diem, and miscellaneous expenses are not reimbursable. Normally, attendance will be on the 
employee’s own time.

C. Advance Application - An employee may receive reimbursement for tuition or other necessary 
expenses only if application is made prior to enrollment in an out-service training program or 
when the employer has requested the employee attend.

D. Incomplete Assignment

1. General

An employee who does not satisfactorily complete an out-service training assignment 
shall not be eligible for reimbursement of tuition and other necessary expenses and shall 
agree to return any advance payment received.

2. Exceptions

The employee or his/her estate shall receive reimbursement for tuition and other 
necessary expenses:

a. At the convenience of the State provided that the training facility reports 
satisfactory performance by the employee during the assignment; or

b. Because of death, prolonged illness, disability, or other event beyond the control of 
the employee.

E. Employee Obligations and Agreement-An employee assigned to full-time out-service training 
shall agree in writing to reimburse the State within thirty (30) calendar days for tuition costs and 
other expenses paid to him/her by the State if, after completion of the training assignment, he/she 
does not continue employment in State service, for a period of six (6) months or twice the period 
of training, whichever is greater.
New employees will, within a reasonable time after reporting to work, be given an orientation of 
the department.
The DPA and the Department of Rehabilitation shall jointly formulate procedures for the selection 
and orderly referral of disabled State employees who can be benefited by rehabilitation services 
and might be retrained for other appropriate positions within the State service. The Department of 
Rehabilitation shall cooperate in devising training programs for the disabled employees. 
Management shall provide the Union an opportunity to discuss and make recommendations 
regarding formulation of said procedures.
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H. The State and the Union recognize that certain benefits accrue to the State and Unit 3 employees 
through participation in professional job-related conferences and conventions. The State, working 
within the framework of budgetary and workload constraints will support such activities as are of 
value to the State.

I. Training mandated by the department head or designee shall not be deducted from educational 
leave balances unless as a result of section J below. However, it is the employee’s responsibility 
to maintain a valid credential as a condition of employment.

J. When a Unit 3 employee is required to obtain an additional, new or modified credential, the 
affected department will meet in good faith upon request of the Union, to explore procedures and 
methods of obtaining such new or revised credentials.

K. Working within budgetary and work load constraints, each department through its annual training 
plan process, will provide training in handling hostile and threatening behavior where required for 
job performance.

J L. The parties agree that training in infectious disease control is an appropriate subject for high
priority consideration by the appropriate Joint Labor/Management Health and Safety Committee.

M. The state shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as professional association activities, professional and/or personal develop­
ment seminars, etc. to promote professional and /or personal growth and to enhance professional 
and/or personal goals. These activities are at the employees’ expense and therefore the choice 
of activity is at the employee’s discretion. This time shall be requested and approved in the same 
manner as vacation/annual leave/personal necessity leave. Such time shall not be accumulated.

N. This section shall apply to Unit 3 civil service and exempt employees.

13.10.11 Education and Training (Unit 11)
A. It is the policy of the State to assure quality service to the public by developing the skills and 

abilities of employees through education and training activities. These interests are served by 
having competent employees capable of maintaining productivity, able to adjust to changes in 
service requirements, and prepared to assume increased responsibilities.

B. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as, professional association activities, professional and/or personal 
development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees’ expense and therefore 
the choice of activity is at the employee’s discretion. This time shall be requested and approved 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

C. Each State department shall make its training policies and, annually, its training course list 
available at work sites. Each department shall provide annually and upon request by the Union a 
copy of its training course list and its training budget as it appears in the Governor’s Budget. 
Budgeted training funds shall not be used for training private sector contract employees who 
would do the work normally performed by bargaining unit employees.

D. New employees to a department shall, within sixty (60) days after reporting to work, be given an 
orientation session by their supervisor or other departmental representative.

E. Individual Development Plans (IDP)

1. Each State department shall be required to complete an annual IDP for each permanent 
full-time employee and for PI employees who work seven hundred and fifty (750) hours or 
more annually.

2. The State agrees to provide training opportunities and funding to fulfill the training 
courses on an employee’s IDP when and subject to conditions agreed to between the 
employee and the employee’s supervisor in the IDP.

3. An employee’s request for attendance at scheduled training courses agreed to in an IDP 
for that year shall not be unreasonably denied. Reasonable denial would include a 
reduction in the division or program training budget.

4. When operational needs or emergencies preclude attendance at training courses agreed 
to in an employee’s IDP, the employee shall, upon request, be approved to reschedule 
and attend the course based on what is convenient for the employee and operationally 
feasible for the State.
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5. Nothing in this section shall be construed to prevent the State from requiring an employee 
to attend training.

F. The State and the Union recognize that certain benefits accrue to the State and employees 
through participation in professional job-related meetings, seminars, conferences and 
conventions.

G. Training Categories/Definitions

1. Job-Required Training, including safety training, is designed to assure adequate 
performance in an employee’s current assignment or classification and includes training 
necessary for newly assigned employees; refresher training for the maintenance of 
ongoing programs; and training mandated by law or other State authority.

2. Job-Related Training is designed to increase an employee’s job proficiency and includes 
training to improve job performance above the acceptable level of competency 
established for specific job assignment or classification, and. training to prepare an 
employee for assuming increased responsibility.

3. Career-Related Training is designed to assist an employee in the development of career 
potential and is intended to help provide an employee with an opportunity for self­
development while also assisting in the achievement of the State’s mission. This training 
does not have to be related to the employee’s current classification or assignment.

4. In-Service Training is sponsored, administered or contracted for, by the State for its 
employees. Such training includes courses or activities designed and administered by 
State departments individually or in joint agreement; offered by the DPA; designed or 
contracted exclusively for the State through private consultants or firms, regional training 
centers, accredited colleges or universities, or other non-State agencies.

5. Out-Service Training is sponsored by a non-State agency and is open to the public as 
well as State employees.

6. Training conferences are training activities conducted primarily for educational 
development purposes and not primarily for professional and social affiliation purposes. 
Training conferences may be a job-required, job related, or career related training activity.

H. Reimbursement for Job-Required Training Expenses

1. The State agrees to reimburse employees for expenses incurred as a result of job- 
required training consistent with the Business and Travel article of this Contract. When 
an employee’s approved participation is identified as job-required by the appointing 
authority, the employee shall be fully reimbursed for tuition and other necessary 
expenses that include:

a. Tuition and/or registration fees;
b. Cost of course-required books and materials;
c. Transportation or mileage expenses;
d. Toll and parking fees;
e. Lodging and subsistence expenses.

2. Employees who attend training and education courses required by the state shall be 
granted reasonable time off without loss of compensation for courses that occur during 
the employee’s normal working hours. An employee’s normal working hours may be 
adjusted so attendance occurs on state time. For courses that are scheduled during off-

. duty hours, such hours shall be considered work time and they will be compensated 
according to the employee’s designated Work Week Group.
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I. Reimbursement for Job-Related Training Expenses
1. When participation in training is identified by the appointing authority as ‘job-related’, full 

reimbursement of approved training or education courses may be provided in accordance 
with the Business and Travel article of this Contract for tuition and other necessary 
expenses as outlined above for job-required training.

2. Employees who attend ‘job-related’ training and education courses may be granted 
reasonable time off without loss of compensation for courses that occur during the

v employee’s normal working hours. When job-related training occurs outside of normal
working hours, an employee’s normal working hours may be adjusted so attendance 
occurs on state time. For courses that are scheduled during off-duty hour's, such hours 
may be considered work time and would be compensated according to the employee’s 
designated Work Week Group.

J. Career Related or Upward Mobility Training Expenses

■ 1. When participation in training is identified by the appointing authority as ‘career-related’ or 
as part of an upward mobility plan, the State will reimburse employees for up to fifty 
percent (50%) of course required books, tuition, materials and registration fees of 
approved training or educational courses.

' 2. Normally the employee will attend the training on his or her own time.

K. An employee who willfully or negligently fails to satisfactorily complete a training or education 
course (required-or approved by the department) as specified by the training provider shall not be 
eligible for reimbursement of tuition and other necessary expenses, and shall return any advance 
payment received.

L. The employee or his/her estate shall receive reimbursement for tuition and other necessary 
expenses incurred, if the training assignment is terminated prior to completion either (1) at the 
convenience of the State, or (2) because of death, prolonged illness, disability, or other 
eventuality beyond the control of the employee. Expenses subject to reimbursement pursuant to 
this subsection shall be limited to those that the employee would have otherwise been entitled to 
receive pursuant to this Contract.

M. To the extent practicable and within available training resources, the department shall arrange for 
such counseling, education, and training of employees as may be reasonably needed to prepare 
them for placement in other State civil service positions when their positions have been and are 
about to be changed substantially or eliminated by automation, technological changes, or other 
management initiated changes.

N. Each Department, upon request of an eligible employee as defined in the Class A and Class B 
Commercial Driver’s License section of this Contract, will make available any public information 
prepared by the DMV covering the commercial driver’s license examination.

O. Each State department, through its annual training plan process, will provide employees training 
in handling hostile and threatening behavior where required for safety purposes.

P. The parties agree that training on rape prevention, sexual harassment awareness, managing 
assaultive behavior and stress reduction are appropriate subjects for high priority consideration 
by the appropriate Joint Labor/Management Health and Safety Committees.

13.10.21 Education and Training Required by Department (Unit 21)
A. The State agrees to reimburse Unit 21 employees for expenses incurred as a result of 

satisfactorily completing training or education courses required by a department to assure 
adequate performance. Such reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books
3. Transportation or mileage expenses;
4. Toll and parking fees;
5. Lodging and subsistence expenses.

Where applicable, reimbursement rates for the above expenses shall be in accordance with 
Article 12, section 12.1 of this Contract.
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B. An employee may receive reimbursement for tuition or other necessary expenses only if
■ application is made prior to enrollment in an out-service training program or when the employer 

has requested the employee attend.
C. An employee who does not satisfactorily complete an out-service training assignment shall not be 

eligible for reimbursement of tuition and other necessary expenses and shall agree to return any 
advance payment received. However, thb employee or his/her estate shall receive 
reimbursement for tuition and other necessary expenses: (a) at the convenience of the State, 
provided that the training facility reports satisfactory performance by the employee during the 
assignment; or (b) because of death, prolonged illness, disability or other event beyond the 
control of the employee.

D. Training mandated by the department head or designee shall not be deducted from educational 
leave balances unless as a result of section E below. However, it is the employee’s responsibility 
to maintain a valid credential as a condition of employment.

E. When a Unit 21 employee is required to obtain an additional, new or modified credential, the 
affected department will meet in good faith upon request of the Union, to explore procedures and 
methods of obtaining such new or revised credentials.

13.11.4 Upward Mobility and Training (Unit 4)
A. It is the policy of the State to assure quality service to the public by developing the skills and 

abilities of State employees through training and education activities. These interests are served 
by having competent employees capable of maintaining productivity, able to adjust to changes in 
service requirements, and prepared to assume increased responsibilities.

B. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as, professional association activities, professional and/or personal 
development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees’ expense and therefore 
the choice of activity is at the employee’s discretion. This time shall be requested and approved 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

C. The State agrees to reimburse Unit 4 employees for expenses incurred as a result of satisfactorily 
completing training or education courses required by the department to assure adequate 
performance or increase job proficiency. Such reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books;
3. Transportation or mileage expenses;
4. Toll and parking fees;
5. Lodging and subsistence expenses.

D. Reimbursement for the above expenses shall be in accordance with the Business and Travel 
Expense provision of this Contract. When training occurs during normal working hours, the 
employee shall receive his/her regular salary. When required training occurs outside of normal 
working hours, Unit 4 employees shall be reimbursed in cash or CTO, in accordance with their 
Work Week Group, or the work hours shall be adjusted on an hour-by-hour basis for the hours of 
classroom instruction.

E. If the State agrees with a Unit 4 employee’s participation in non-required career-related training, 
the State may reimburse the employee for up to fifty percent (50%) of tuition, fees, and course- 
required books, not to exceed department limits after the employee has satisfactorily completed 
the course. Travel, per diem, and miscellaneous expenses are not reimbursable. Normally, 
attendance will be on the employee’s own time.

F. An employee may receive reimbursement only if application is made prior to enrollment in non- 
required career related training.

G. With prior authorization by a department head or designee, the State may reimburse Unit 4 
employees up to one hundred percent (100%) of the cost for course-required books, tuition, 
and/or provide an amount of time off without loss of compensation for attendance at upward 
mobility and career-related training. Release time without loss of compensation may be for up to 
one hundred percent (100%) of the time required for course attendance. Both parties agree and
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understand that a different amount of reimbursement and release time may be provided to 
employees with the same or similar situations.

H. An employee who does not satisfactorily complete a non-required career-related training course 
shall not be eligible for reimbursement of expenses and shall agree to return any advance 
payment received. The employee or his/her estate shall receive reimbursement for authorized 
expenses if the training is terminated prior to completion either:

1 . At the convenience of the State, provided that the training facility reports satisfactory 
performance by the employee during the training; or 

2. Because of death, prolonged illness, disability, or other eventuality beyond the control of 
the employee.

I. To ensure equitable treatment among employees, each department shall make available to 
interested employees its training policy. Unit 4 employees may make application for scheduled 
training courses. Each department shall give consideration to all requests for training. If denied, 
the reason for the denial shall be provided in writing to the employee.

J. To the extent practicable and within available training resources, the department shall arrange for 
such counseling, education, and training of employees as may be reasonably needed to prepare 
them for placement in other State civil service positions when their positions have been and are 
about to be changed substantially or eliminated by automation, technological changes, or other 
management initiated changes.

K. The parties agree that training on rape prevention, sexual harassment awareness, managing 
assaultive behavior, and stress management are appropriate subjects for high priority 
consideration by Joint Union/Management Health and Safety Committees.

L. Each department shall develop and maintain a written upward mobility plan as specified in the 
SPB’s guidelines for Administering Departmental Upward Mobility Employment Programs 
(Guidelines) revised March 2000. Government Code section 19401 requires each State 
department to have an effective upward mobility program. As used in this section, upward 
mobility is the planned development and advancement of employees in low-paying occupations to 
entry level technical, professional, and administrative positions in State departments!

M. Upon union request, each department shall provide the Union with a copy of its upward mobility 
plan. If the department makes revisions to the plan, the State shall provide the Union with a copy.

N. Upon employee request, each department agrees to make available its plan and/or information 
regarding Upward Mobility Training for its Unit 4 employees. Departments with internal websites 
will post the upward mobility plans on the department’s internal website.

O. Each department shall appoint an upward mobility program coordinator to coordinate, monitor 
and report the department’s upward mobility program efforts. At work sites with twenty-five (25) 
or more Unit 4 employees, at least one manager or supervisor will be assigned the responsibility 
of assisting Unit 4 employees in obtaining information on the department’s upward mobility 
program(s) and related services.

(

13.11.14 Upward Mobility and Training (Unit 14)
A. The State agrees to reimburse Unit 14 employees for expenses incurred as a result of 

satisfactorily completing training or education courses required by the department to assure 
adequate performance or increase job proficiency. Such reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books;
3. Transportation or mileage expenses;
4. Toll and parking fees;
5. Lodging and subsistence expenses.

B. Reimbursement for the above expenses shall be in accordance with the Business and Travel 
Expense provision of this Contract. When training occurs during normal working hours, the 
employee shall receive his/her regular salary. When required training occurs outside of normal 
working hours, Unit 14 employees shall be reimbursed in cash or CTO, in accordance with their
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Work Week Group, or the work hours shall be adjusted on an hour-by-hour basis for the hours of 
classroom instruction.

C. If the State agrees with a Unit 14 employee’s participation in non-required career-related training, 
the State may reimburse the employee for up to fifty percent (50%) of tuition, fees, and course- 
required books, not to exceed department limits after the employee has satisfactorily completed 
the course. Travel, per diem, and miscellaneous expenses are not reimbursable. Normally, 
attendance will be on the employee’s own time.

D. An employee may receive reimbursement only if application is made prior to enrollment in non- 
required career-related training.

E. With prior authorization by a department head or. designee, the State may reimburse Unit 14 
employees up to one hundred percent (100%) of the cost for course-required books, tuition, 
and/or provide an amount of time off without loss of compensation for attendance at upward 
mobility and career-related training. Release time without loss of compensation may be for up to 
one hundred percent (100%) of the time required for course attendance. Both parties agree and 
understand that a different amount of reimbursement and release time may be provided to 
employees with the same or similar situations.

F. An employee who does not satisfactorily complete a non-required career-related training course 
shall not be eligible for reimbursement of expenses and shall agree to return any advance 
payment received. The employee or his/her estate shall receive reimbursement for authorized 
expenses if the training is terminated prior to completion either:

1. At the convenience of the State, provided that the training facility reports satisfactory 
performance by the employee during the training; or

2. Because of death, prolonged illness, disability, or other eventuality beyond the control of 
the employee.

G. To ensure equitable treatment among employees, each department shall make available to 
interested employees its training policy. Unit 14 employees may make application for scheduled 
training courses. Each department shall give consideration to all requests for training.

H. To the extent practicable and within available training resources, the department shall arrange for 
such counseling, education, and training of employees as may be reasonably needed to prepare 
them for placement in other State civil service positions when their positions have been and are 
about to be changed substantially or eliminated by automation, technological changes, or other 
management initiated changes.

I. The parties agree that training on rape prevention, sexual harassment awareness, managing 
assaultive behavior, and stress management are appropriate subjects for high priority

* consideration by Joint Union/Management Health and Safety Committees.
J. Each department shall develop and maintain a written upward mobility plan as specified in the 

SPB’s guidelines for Administering Departmental Upward Mobility Employment Programs 
(Guidelines) revised March 2000. Government Code section 19401 requires each State 
department to have an effective upward mobility program. As used in this section, upward 
mobility is the planned development and advancement of employees in low-paying occupations to 
entry level technical, professional, and administrative positions in State departments. Upon Union 
request, each department shall provide the Union with a copy of its upward mobility plan. If the 
department makes revisions to the plan, the State shall provide the Union with a copy. Upon 
employee request, each department agrees to make available its plan and/or information 
regarding upward mobility training for its Unit 14 employees. Each department shall appoint an 
upward mobility program coordinator to coordinate, monitor and report the department’s upward 
mobility program efforts.

K. Requests for training will not be unreasonably denied.
L. Travel advances, if requested, shall be provided in accordance with the Allowances and 

Reimbursement article of this contract.
M. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 

for activities such as, professional association activities, professional and/or personal 
development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees’ expense and therefore

\
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the choice of activity is at the employee’s discretion. This time shall be requested and approved 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

13.11.15 Joint/Labor Management Committee on Upward Mobility and Career Development (Unit 15)
A. The State and the Union agree to establish a Unit 15 Joint Labor/Management Committee on 

Upward Mobility and Career Development, in which career opportunities are developed and 
published.

B. The Committee shall consist of twelve (12) members. Six (6) members shall be selected by the 
State, one each from the CDCR-Adult, CDCR-DJJ, DGS, DDS, DMH, and EDD. Six (6) members 
shall be selected by and represent SEiU Local 1000. In addition, the committee shall be co­
chaired by one management and one labor representative. The function of the committee shall 
be as follows:

1. Review each department’s “Summary of Upward Mobility Report” which include annual 
goals that include the number of employees expected to progress from positions in low 
paying occupational groups to entry level technical, professional, and administrative 
classifications, and the timeframe within which this progress shall occur.

2. Develop content for a Career Development resource document that includes (but is not 
limited to) the following items:

a. How to interview for a job
b. A map of the steps in getting a state job and a promotion
c. Identification of the levels and types of skills needed at different steps in the career

ladder
d. Information on where to find the training and education to build your skills
e. Links to the career information on state agency internet sites
f. Templates and guidelines for writing resumes and preparing state applications

3. Develop a training and development program to provide career advancement 
opportunities within the Bargaining Unit 15 classifications.

4. Provide information on available apprenticeship or other training programs, including 
qualification criteria for acceptance into programs.

5. Identify the minimum requirements of the various bridging classes that have been 
identified and develop appropriate training opportunity including cooperative 
arrangements with college programs.

6. Develop and plan upward mobility examinations in conjunction with the SPB.
7. Develop and initiate a candidate selection and evaluation process.
8. Develop and initiate a mentoring and coaching plan to provide support, encouragement, 

guidance and resources.

C. The committee shall meet no less than on a quarterly basis.

The committee shall develop the scope, set the time-line, and prioritize the activities, etc. Union 
members on the committee shall be allowed a reasonable amount of time for committee activity 
without loss of compensation. All other expenses shall be the responsibility of each party 
participating on this committee.

13.11.17 Registered Nurse Career Ladder (Unit 17)
A Joint Labor Management Committee shall be established to review career opportunities and 
development of mechanisms for nurses to obtain upward mobility and satisfaction in State 
government. This could include Nurse Mentoring and other proactive programs. The committee shall 
consist of four members designated by the Union and four members designated by the State. Union 
members shall attend committee meetings without loss of compensation. The committee shall review 
and analyze current career ladders and opportunities available to nurses.
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The committee shall prepare a full written report with recommendations made to the Director of the 
Department of Personnel Administration. If the parties agree and funds are available, joint 
recommendation may be implemented prior to the expiration of this Agreement.

13.12.14 Posting of Vacancies and Job Openings (Unit 14)
When the State decides to fill any Unit 14 vacancy or job opening, it shall be posted on every 
departmental job opportunity bulletin board and distributed to the worksite, where Unit 14 employees 
are utilized. Before filling a vacancy, the department will endeavor to post job openings at least 
fourteen (14), but not less than ten (10) calendar days prior to the final filing date.

13.12.17 Employment Opportunities (Unit 17)
Departments shall make employment opportunity information available to Unit 17 employees by 
posting such information on a bulletin board that is accessible to Unit 17 employees twenty-four (24) 
hours per day at institutions staffed on a seven (7) day/week, twenty-four (24) hour/day basis.

13.12.20 Employment Opportunities (Unit 20)
Departments shall make available employment opportunity information to Unit 20 employees. Such 
information shall be posted on a facility bulletin board and may be published in weekly bulletins.

13.12.21 Employment Opportunities (Unit 21)
Departments shall upon request make available employment opportunity information to Unit 21 
employees. Such information shall be posted on a bulletin board selected by each department. 
Information is available on the State Personnel Board website at www.spb.ca.gov.

13.13.11 Professional Certification or Registration (Unit 11)
A. For purposes of this section “permanent” means that unit member has completed at least one (1) 

full probationary period in a Bargaining Unit 11 represented classification and achieved 
permanent status in that classification.

B. The State shall provide to a permanent Unit 11 employee application reimbursement and up to 
eight (8) hours CTO time at straight rate upon successful completion of a Professional License or 
Certification as listed. CTO is applicable only when the examination was taken on the employee’s 
own time. The Professional License or Certification examinations are any of the following:

1. Engineer-in-Training
2. Engineer
3. Land Surveyor-in Training
4. Land Surveyor
5. Landscape Architect Registration Examination (LARE)
6. Structural Architect Registration

C. The State shall reimburse permanent employee’s renewal fees for Professional Licenses listed 
above.

D. Notwithstanding any other section, the State shall reimburse permanent employees for 
engineering general review courses relative to the above professional license or certification 
examinations on a one-time basis only. Certificate-of-completion shall be required. Employees 
must receive prior approval from their supervisor, in accordance with each department’s 
procedures, and be signed up to take the examination in order to receive review course 
reimbursement.

E. Employees in remote areas (where review courses may be unavailable) will be reimbursed on a 
one-time basis only for either a correspondence course, video tape course, personal computer 
course, purchase of review course books or a specially designated course.

F. State release time, during working hours, without loss of compensation will be provided for 
attendance at review courses. Transportation costs involved with review courses will not be 
reimbursed by the State.

G. The State will pay a one-time bonus of five hundred dollars ($500) to any permanent Unit 11 
employee who attains any of the above applicable license or certification.
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13.14.11 Special Certification Requirements - Caltrans (Unit 11)
A. This section applies to incumbents and future Caltrans employees in the following classifications: 

Assistant and Associate Steel Inspector, Structural and Lead Structural Inspector, Non- 
Destructive testing as described below.

1. Incumbent employees trained at State expense to become certified by the American 
Welding Society (AWS) at acceptable levels described below.

2. Employees hired after November, 1998, who already possess an active AWS certification 
for welding inspection as part of the requirement for participating in the exam process.

3. Employees trained and certified at Level II (limited) in Ultrasonic testing, radiographic 
testing, magnetic particle testing, and penetrate testing.

B. The State will assume the cost of certifying incumbents and will pay costs for future re-certification 
for all employees in this series.

C. Certification by the AWS may be obtained and is acceptable to the department at the following 
levels:

American Petroleum Institute, (API) 1103
American Society of Mechanical Engineers (ASME) Section 8 & 9.
AWS D1.1 Welding Code 
AWS D1.5 Welding Bridge Welding

D. No employees will be adversely affected for failure to become certified in one of these disciplines 
but will be provided administrative time off to participate in re-examination in order to maintain 
their certification.

E. This section shall be subject to re-negotiation resulting from changes enacted by the American 
Welding Society or federal mandates affecting performance of these inspections.

F. Employees obtaining these certifications will not be expected to perform the actual testing, but will 
be expected to ensure that the tests are performed in accordance with Code and contract specs.

G. Employees holding any of the certificates in section (A) (2) shall receive a one-time bonus of five 
hundred dollars ($500) for obtaining an American Welding Society certified welding inspection 
certification. Employees holding any of the certificates in section (A) (3) shall receive a one-time 
bonus of five hundred dollars ($500). The most a single employee can receive is one thousand 
dollars ($1,000) regardless of the number of certificates s/he receives.

H. Employees hired after November 1998 will be required to maintain an AWS certification as part of 
their employment in their respective class.

13.15.1 EDD Determinations Scheduling Standard (Unit 1)
A. For a mixed schedule, EDD will schedule no more than thirteen (13) interviews per day to each 

fully trained Employment Program Representative (EPR) who is assigned to do determinations 
full-time. Of these interviews, EDD will schedule an average of eight (8) separations on a daily 
basis, but no more than forty (40) separations per week. If the EPR is assigned a full schedule, 
he/she will be assigned no more than sixteen (16) non-separation interviews or eighteen (18) 
multi-claimant interviews per day. For those employees working an alternate work week or other 
than full time, the number of interviews will be pro rated and rounded to the nearest whole 
number.

In the event of a natural disaster, EDD will continue its practice of assigning staff disaster related 
determinations. These schedules are not subject to this Agreement. In the event of a significant 
economic downturn, which results in a significant increase in determination workload, EDD will 
use all appropriate resources including but not limited to, Pis and overtime. EDD will notice SEIU 
Local 1000 of this change so that the parties may meet and confer on the impact.

B. An EPR assigned a full determination schedule will not be assigned to establish overpayments.
C. If an EPR has completed all scheduled workload, he/she will be assigned additional work, 

including unscheduled determinations, exception lists, appeals, and other adjudication work.
D. . An EPR will be provided two (2) hours per week to complete unfinished work if there is a backlog.
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E. EDD will provide, for employees assigned to a determination workload, at least two (2) hours per 
quarter of ongoing training on the determination process.

F. An EPR will do quality determinations. A quality determination is one that includes gathering 
pertinent facts and applying them to reach a decision of eligibility or denial of benefits based on 
law, precedent, and policy.

13.15.11 Technician Rotation - Caltrans (Unit 11)
A. Caltrans will implement and maintain a Transportation Engineering Technician (TET) Rotation 

Program as described in the published TET Rotation Program.
B. Participation in the Rotation Program is voluntary for all permanent, full-time TETS in the large 

Districts (3, 4, 6, 7, 8, 10, 11, and 12).
C. Headquarters Units will coordinate with districts to become involved. Management will consider 

requests of Headquarters technicians if assignments are available in adjacent districts that would 
not require a change in the employee’s residence.

D. Requests of employees in small districts (1, 2, 5, and 9) who desire an individual rotational 
program will be considered.

E. The rotation program participation shall be voluntary by employees. To qualify to be involved in a 
rotation program, the TET:

1. Must have permanent status as a TET (completed probation period); and
2. Must demonstrate, if requested, a knowledge of algebra and trigonometry, and
3. Must have been in present functional area for one year (time can be reduced on an 

individual basis).

F. Once an employee is committed to participate he/she shall complete the rotational assignment 
unless a mutual agreement by management and the employee is reached to terminate rotation. 
The participant’s request of an assignment at the end of rotation shall be considered, however, 
operational needs shall determine the employee’s assignment at the time of completion.

G. The rotation program will not exceed two (2) years from the date it is started except in unusual 
circumstances. Generally an assignment will be no less than three (3) months and no more than 
six (6) months. Assignments may be extended or reduced based on operational needs.

H. The rotational training assignments will involve any three (3) of the following major engineering 
( functional areas:

Construction, Design/Project Hydraulics, Maintenance, Material Lab, Transportation 
Planning and Environment.

I. Each employee participating in the rotation program shall be assigned a Counselor for the 
purpose of jointly assessing program and the individual’s progress on a periodic basis.

13.16.1 Employee Recognition and Morale Program - Franchise Tax Board (FTB) and Board of 
Equalization (BOE) (Unit 1)

A. The FTB agrees to continue the Employee Recognition and Morale Program to recognize 
individual employees and/or groups of employees for outstanding contributions on the job. All 
Bargaining Unit 1 employees are eligible for recognition under the program.

B. The BOE agrees to continue the Employee Recognition and Morale Program to recognize 
individual employees and/or groups of employees for outstanding contributions on the job. All 
Bargaining Unit 1 employees are eligible for recognition under the program.

C. Recognition given under this program will be in the form of either monetary or non-monetary 
awards. Neither the amount of cash nor the value of a non-monetary award shall exceed fifty 
dollars ($50) per employee. Cash awards under this section are excluded from compensation for 
the purpose of retirement.

D. Employee Peer Group Nominating Committee(s) will develop criteria for granting recognition 
consistent with the current guidelines. Any Unit 1 employee who volunteers to be on the 
committee will be selected to participate as a committee member.

E. This section is subject to the complaint procedure of article 6 of this Contract.
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13.17.1 Independent Research/Professional Papers (Unit 1)
A. Upon prior approval of the department head or designee, the State may provide a Unit 1 

employee up to forty hours per year and/or necessary travel expenses for the purpose of 
research, preparation, and presentation of professional papers, provided that the professional 
papers are directly related to the employee’s job assignment and the department head or 
designee has determined that the presentation of the research paper will benefit the State's 
operational needs.

B. The department head or designee may deny the employee’s request for presentation for reasons 
related to training, employee supervision, job performance and operational needs. If the 
employee’s request is denied, the reason for denial shall be stated in writing.

C. Upon request by the employee, the department will review professional papers for publication. 
Upon approval by the department head or designee, a copy of the paper may be provided to 
appropriate departmental and State libraries.

This section is subject to the complaint procedures as specified in Article 6, Grievance, and 
Arbitration.

D. Signature credit shall be given employees who author or co-author any independent 
research/professional papers research document.

13.18.15 Employee Group Meetings (Unit 15)
Supervisors shall conduct meetings at least once a month with Unit 15 employees to discuss work-
related problems and/or State initiated changes which affect Unit 15 employees and other information
which is pertinent to their work performance. Supervisors will accept suggestions from such
employees on job improvements and submit the suggestions to their management for consideration.

13.18.17 Professional Practice Groups (Unit 17) t
A. The purpose of professional practice groups is to provide an orderly process through which 

nurses' services may participate regularly as a group to:

1. Establish, maintain and improve the standard of nursing practices;
2. Function as a central group to assist in:

a. maintaining competence in nursing practices;
b. increasing the scope of practice of registered nurses by exposure to new skills, 

trends, and developments of practice within the profession; and
c. recognizing and accepting responsibility for recommending improvements to 

nursing practice;

3. Participate actively in efforts to define and upgrade the standards of nursing practice, 
education, orientation, ethics, conduct, and achievement as required by the appropriate 
licensing board;

4. Serve as a centralized group for receiving individual or group concerns pertaining to 
nursing and channeling this input for study, evaluation and consideration; and

5. Improve communications between members of the profession, related treatment/health 
care disciplines, and management and supervisors regarding new trends and changes in 
nursing practices such as a result of legislation, science or new applications and 
interpretation of existing laws.

B. It is the intent of the State to support the establishment of PPG’s on either a facility or regional 
basis. All Registered Nurses employed at a facility are members of the PPG. The size, 
composition, and frequency of meetings for registered nurse PPG's shall be determined by facility 
management, which may include multi-disciplinary professional practice groups (PPG). Facilities 
which currently have multidisciplinary PPG’s may continue their inter-disciplinary PPG’s. These 
meetings shall be open. Subject to supervisory approval based on operational need and with 
reasonable advance notice, an employee shall be permitted to attend a PPG meeting. The 
process of selecting officers shall include an election of representative rank-and-file registered
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nurses and may also include direct appointments by management. Direct appointments by 
management may not exceed one-half of the total officers. Prior approval of agendas may be 
required. Each PPG may elect officers, publish agendas in advance and distribute their minutes 
and notice of meetings only within the facility. Each professional practice group shall prepare 
minutes and provide a copy to management. Upon request, facility management may review the 
minutes prior to distribution.

C. Professional Practice Group’s shall be able to use State facilities, clerical support and mail 
systems consistent with current practices, workload and other facility priorities. Registered 
Nurses participating in Professional Practice Groups shall suffer no loss of compensation and , 
shall receive no overtime as a result of attendance at any Professional Practice Group meeting or 
assignments made by a Professional Practice Group.

D. Professional Practice Group’s may submit recommendations to facility management.
Management shall acknowledge the receipt of the recommendations and respond on a case by 
case basis as determined by management. It is understood by both parties that effective two-way 
communications improve morale and productivity.

E. No Professional Practice Group shall discuss any subject that falls within the mandatory or 
permissive scope of bargaining as it relates to wages, hours, working conditions, classification 
studies, or a subject of any grievance or complaint. PPG’s may, however, provide suggestions to 
appropriate department management on improvements to in-service training, and the 
appropriateness of uniform requirements. Professional Practice Groups are also appropriate 
forums to discuss issues such as appropriate trauma and crisis counseling for special situations, 
the need for hospice training where applicable and in accordance with job requirements. No 
Professional Practice Group communications, written or oral, may occur with any agency or 
organization other than the facility management without prior approval of the facility director or 
designee.

F. The Department of Corrections and Rehabilitation, DJJ shall support the formation of Professional 
Practice Groups at all of its facilities.

G. The Department of Corrections and Rehabilitation, DAI facilities shall support the establishment of 
Professional Practice Groups using criteria in this provision as guidelines. A detailed agenda will 
be submitted to management for approval at least ten (10) days prior to any meeting. Employees 
shall not receive any overtime for attending this meeting.

H. The Department of Veteran’s Affairs shall support Professional Practice Groups at all of its 
facilities.

I. The Department of Health Care Services and the California Department of Public Health shall 
support Professional Practice Groups. PPG meetings shall be open.

J. The Department of Education shall schedule at least one meeting during each year of this 
Agreement and the school year between representatives of the registered nurse staff of the two 
(2) schools for the deaf and the three (3) diagnostic schools. The department shall publish the 
meeting schedule by September 1 each year of this agreement. Unit 17 representatives will have 
at least thirty (30) days to submit agenda items. Additional meetings shall be scheduled at the 
Department's discretion. For these meetings, representatives may be required to travel in 
conjunction with other staff during planned school activities and be required to use Departmental 
designated accommodations and facilities. A detailed agenda will be submitted for approval to 
the Department at least ten (10) work days prior to the meeting. Employees shall suffer no loss of 
compensation and,shall receive no overtime compensation as a result of these meetings. If a 
representative's workweek cannot be modified due to operational needs, any weekend meeting 
shall be considered work time and compensated on an hour-for-hour basis.

K. All departments that currently utilize Professional Practice Groups shall reaffirm, in writing, and 
publish, the importance of the Professional Practice Group and encourage Unit 17 employees to 
attend the meetings. The date, time, and location of the meetings shall be included in the notice. 
This information shall be provided to new employees during the formal orientation process.

L. Subsections A and E of this section are not subject to the Grievance and Arbitration Article.

13.18.20 Professional Practice Groups (PPG) (Unit 20)
A. The purpose of PPGs is to provide an orderly process through which Unit 20 Level of Care (LOC) 

nursing staff may participate regularly as a part of a group to:
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1. Establish, maintain, and improve the standard of LOC nursing practices;
2. Function as a central group to assist in:

a. maintaining competence in LOC nursing practices;
b. increasing the scope of practice of LOC nursing staff by exposure to new skills, 

trends, and developments of practice within the provisions; and,
c. recognizing and accepting responsibility for recommending improvements to LOC 

nursing practice;

3. Participate actively in efforts to define and upgrade the standards of LOC nursing 
practice, education, orientation, ethics^ conduct, and achievement as required by the 
appropriate licensing board;

4. Serve as a centralized group for receiving individual or group concerns pertaining to 
health care delivery and channeling this input for study evaluation and consideration; and

5. Improve communications between members of the professions, related treatment/health 
care disciplines, and management and supervisors regarding new trends and changes in 
LOC nursing practices, such as a result of legislation, science, or new applications and 
interpretation of existing law.

B. Each PPG may be limited to LOC nursing employees. The size, composition, and frequency of 
meetings shall be determined by facility management. These meetings shall be open and other 
employees may attend on their own time or on State time with his/her supervisor’s approval. The 
selection process shall include an election of representative rank-and-file LOC nursing employees 
and may also include direct appointments by management. Direct appointments may not exceed 
one-half (>2) of the total membership of PPGs. Prior approval of agendas may be required. Each 
PPG may elect officers, publish agendas in advance, and distribute their minutes only within the 
facility. No bargaining unit officer of job steward may serve as an elected officer. Each PPG shall 
prepare minutes and provide a copy to management. Upon request, facility management may 
review the minutes and/or agenda prior to distribution.

C. Professional Practice Groups shall be able to use State facilities, clerical support, and mail 
systems consistent with current practices, workload, and other facility priorities. Unit 20 LOC 
nursing employees participating in PPGs shall suffer no loss of compensation and shall receive 
no overtime as a result of attendance at any PPG meeting or assignments made by a PPG.

D. PPGs may submit recommendations to facility management. Management shall acknowledge 
the receipt of the recommendations and respond on a case-by-case basis as determined by 
management. It is understood by both parties that effective two-way communications improve 
morale and productivity.

E. No PPG shall discuss any subject that falls within the mandatory or permissive scope of 
bargaining as it relates to wages, hours, working conditions, classification studies, or a subject of 
any grievance or complaint. PPGs may, however, provide suggestions to appropriate department 
management on improvements to in-service training, and the appropriateness of uniform 
requirements. No PPG communications, written or oral, may occur with any agency or 
organization other than the facility management without prior approval of the facility director or 
designee.

F. All departments that currently utilize PPGs shall reaffirm, in writing, the importance of the PPG 
and encourage Unit 20 LOC nursing employees to attend the meetings. The date, time, and 
location shall be provided to new employees during the formal orientation process.

G. Subsections A and E of this section are not subject to the grievance and arbitration article.
H. This section shall apply only to those departments or facilities (as appropriate) where there 

currently exists a multi-disciplinary LOC nursing PPG.

13.18.21 Professional Development Committees (Unit 21)
The purpose of professional development committees is to enhance professional development of 
Unit 21 employees through continuing education and training and improve professional standards 
through the review and revision of classification specifications.
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Upon request of the Union and with the concurrence of the department head or designee, a 
professional development committee may be established according to the following guidelines:

1. The committee will consist of equal numbers of management and Union representatives. 
However, there shall not be more than three (3) management representatives and three 
(3) Union representatives, unless increased by mutual agreement.

2. Committee recommendations, if any, will be advisory in nature.

Professional development committee meetings shall not be considered contract negotiations and 
shall not be considered a substitute for the grievance procedure.

13.19.15 State-Required Training (Unit 15)
A. The State agrees to reimburse Unit 15 employees one hundred percent (100%) for expenses 

incurred as a result of completing training or education courses required by a department. 
Reimbursement shall be limited to tuition and/or registration fees; cost of course required books; 
transportation or mileage expenses from the employee’s headquarters; toll and parking fees; 
lodging and subsistence expenses. Reimbursement for the above expenses shall be in 
accordance with section 12.1 of this Contract.

B. Unit 15 employees who are directed to attend a training course required by a department shall be 
granted reasonable time off without the loss of compensation for courses that are scheduled 
during their normal working hours.

C. Unit 15 employees who are directed to attend a training course required by a department during 
other than their normal working hours shall have their work schedule adjusted within their 
regularly scheduled workweek or be credited with time worked.

D. An employee shall receive reimbursement for tuition and other necessary expenses if the training 
assignment is terminated prior to completion either (1) at the convenience of the State, or (2) 
because of death, prolonged illness, disability or other similar event.

13.20.15 Career-Related Training (Unit 15)
A. Upon completion of an authorized career-related training or education course, a department shall 

reimburse a Unit 15 employee for up to fifty percent (50%) of course-required books and tuition. 
Unit 15 employees shall attend these courses on their own time. However, departments may 
adjust the employee’s work schedule for courses which occur during the employee’s normal work 
hours.

B. The employee shall receive reimbursement for tuition and books if the training assignment is 
terminated prior to completion either (1) at the convenience of the State, or (2) because of death, 
prolonged illness, disability or other similar event.

C. To ensure equitable treatment among employees, each department shall make available to 
interested employees its training policy. Unit 15 employees may make application for scheduled 
training courses. Each department shall give consideration to all requests for training.

D. To the extent practicable and within available training resources, the department shall arrange for 
such counseling, education, and training of employees as may be reasonably needed to prepare 
them for placement in other State civil service positions when their positions have been or are 
about to be changed substantially or eliminated by automation, technological changes or other 
management-initiated changes.

E. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as, professional association activities, professional arid/or personal 
development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees’ expense and therefore 
the choice of activity is at the employee’s discretion. This time shall be requested and approved 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

F. By September 1 of each year each department shall provide the Union with a copy of its upward 
mobility policy. Thereafter, each department shall provide the Union with a copy when its upward 
mobility policy is changed.

G. With prior authorization by a department head or designee, the State may reimburse and/or 
provide an amount of time off without loss of compensation for attendance at upward mobility 
career related training. Release time without loss of compensation may be for up to one hundred
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percent (100%) of the time required for course attendance. Both parties agree and understand 
that a different amount of reimbursement and release time may be provided to employees with 
the same or similar situations.

13.21.15 Orientation and Safety Training excluding CDCR (Unit 15)
A. Departments shall provide on-the-job orientation for all Unit 15 employees on his/her first day of 

physical employment.
B. Safety training shall be provided within the first month of employment. The intent is to provide 

sufficient training to ensure that the employee will have the opportunity to perform his/her duties 
at a satisfactory level and in a safe and efficient manner.

13.22.15 CDCR (Adult Programs) Training (Unit 15)
A. The CDCR shall provide Unit 15 employees with forty (40) hours non-custody staff training in the 

In-Service Training (1ST) units at their respective institutions. New Unit 15 employees shall be 
provided with this training within three (3) months of being hired. On the employee’s first day of 
physical employment, on-the-job training will be given on “working in a correctional setting”, which 
shall include Inmate/Staff Relations. Within the employee’s first thirty (30) days of employment, 
the employee will be scheduled to attend “Non-custody” block training. Current Unit 15 
employees shall attend training on an on-going basis in equitable ratio to other non-custody 
employees who have regular direct responsibility for supervising two (2) or more inmates. 
Attendance in 1ST training will be based on the availability of funds and space.

B. Upon the Union’s request, each institution shall provide annually to the Union the number of its 
Unit 15 employees who have completed forty (40) hours of training.

C. The CDCR shall provide training in a variety of forums relative to job related topics. The following 
training components can be used to address the job related issues, but does not limit the 
department to use other available training resources as follows: (1) the Centralized Food Services 
Library; (2) Cook/Chill Training Handbook; (3) Food Services Handbook; (4) Inmate Supervision, 
Timekeeping and Disciplinary Procedures; (5) Use of Force Procedures; (6) Tool Control 
Inventory; (7) HACCP Training Manual; and (8) employee self protection training.

D. Whenever the training program for Unit 15 employees is substantially revised, the Union will be 
notified and given an opportunity to discuss the changes. '

E. The Union may propose revisions to the training for Unit 15 employees to the Chief of Department 
Training who will consider this input and notify SEIU Local 1000 of his/her decision in writing 
within thirty (30) days.

F. The CDCR shall schedule and make available all mandatory training without loss of 
compensation to the employee. If an employee, due to no verifiable fault of his/her own, is unable 
to attend scheduled training, it shall not be noted in his/her annual performance evaluation.

13.23.15 CDCR (Juvenile Programs) Training (Unit 15)
A. All new Unit 15 employees will be provided with an orientation handbook and an orientation 

checklist.
B. The California Department of Corrections shall provide Unit 15 employees with forty (40) hours of 

mandated Support Academy Training at the Juvenile Justice Training Center or at a designated 
location within six (6) months of being hired. Attendance at the Academy will be based on a 
space available basis.

C. The California Department of Corrections shall provide training at each individual institution in a 
variety of forums relative to job-related topics. The following are examples of training that can be 
utilized to address the job-related topics but does not limit the Department to utilize other 
available training components:

1. Orientation of new staff;
2. Crisis Intervention-Basic;
3. Ward Grievance-DDMS;
4. Infection Control;
5. Institutional Security;
6. Management of Assaultive Behavior-Basic;
7. Sexual Harassment;
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8. Work Place Violence;
9. Cook/Chill Procedures; and

10. Hazardous Analysis Critical Control Point (HACCP) Procedures.

D. The California Department of Corrections shall schedule and make available all mandatory 
training without loss of compensation to the employee. If an employee, due to no verifiable fault 
of his/her own, cannot attend the scheduled training, it will not reflect as a “needs improvement” 
or “unsatisfactory” on their annual evaluation.

13.24.17 Orientation (Unit 17)
A. Departments will provide an on-the-job orientation for all Unit 17 employees hired after the 

effective date of this Contract. The orientation will take place within thirty (30) days of 
employment.

B. Through the PPG’s, Unit 17 employees may provide recommendations for content of the 
orientation program provided to nursing staff.

13.25.17 Mandatory Training (Unit 17)
A. Unit 17 employees who are approved by the State to attend training courses required by the 

department shall be granted time off without loss of compensation when the course is attended 
during the affected employee’s scheduled work hours. If attendance at such courses is required 
by the department during an employee's off duty hours, such attendance shall be considered time 
worked.

B. Continuing education necessary for professional licensing shall not be considered mandatory 
training for purposes of this section unless a specified course required by the department 
incidentally meets the continuing education requirements. Nothing in this section shall relieve 
employees of any requirement to maintain professional licenses, certificates, registrations, etc.

C. Upon satisfactory completion of mandatory training, the State agrees to reimburse Unit 17 
employees for the expenses incurred. Reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books;
3. Toll and parking fees in accordance with article 12 (Allowances and Reimbursements), 

section 12.1 (Business and Travel Expense);
4. Transportation or mileage expenses from the employee's headquarters in accordance 

with article 12, section 12.1;
5. Lodging and subsistence expenses in accordance with article 12, section 12.1.

D. The departments shall establish reasonable policies and procedures with regard to the method by 
which an employee obtains the necessary advance authorization for monetary reimbursement 
and/or release time approval.

13.26.17 Non-Mandatory Training (Unit 17)
A. For purposes of this section, "non-mandatory" training is training or education where attendance 

is generally requested/initiated by an employee and is not required by the department. With prior 
and express authorization by the department head or designee, the State may reimburse Unit 17 
employees for up to one hundred percent (100%) of the cost for course-required books or tuition 
and/or provide an amount of time off without loss of compensation for attendance at non­
mandatory training. Release time without loss of compensation may be for up to one hundred 
percent (100%) of the time required for course attendance. Both parties agree and understand 
that different amounts of reimbursement and release time may be provided to employees in the 
same or similar situations.

B. The departments shall establish policies and procedures with regard to the method by which an 
employee obtains the necessary advance authorization for monetary reimbursement and/or 
release time approval.
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13.27.17 In-Service Training (Unit 17)
A. The CDCR shall determine the in-service training necessary for their Unit 17 employees and, 

upon request, shall seriously consider input from the Union. In-service training may include, but 
not be limited to, such topics as ward/inmates supervision, working relationship with 
wards/inmates, and ward/inmate disciplinary procedures.

B. Departments other than those noted in section A, shall develop and offer job-related in-service 
training on an annual basis. Each department shall develop its training plan and, upon request, 
shall seriously consider input from the Union. The training plans shall be published annually and 
distributed to all employees and the Union.

C. All departments employing Registered Nurses with professional practice groups shall reaffirm, in 
writing, to each Hospital or Developmental Center Executive Director, Warden or Superintendent 
or appropriate administrator the importance of the Professional Practice Groups particularly as it 
relates to in-service training.

13.28.17 Education and Training Opportunities and Resources (Unit 17)
A. Departments shall provide information on education opportunities, training, and training 

resources. This shall include the sharing of in-service continuing education course 
information on a regional basis between departments. Such information shall also be 
available to the Union upon request.

B. The State shall provide to all employees, two days per fiscal year (without loss of 
compensation) for activities such as, professional association activities, professional and/or 
personal development seminars, etc., to promote professional and/or personal growth and to 
enhance professional and/or personal goals. These activities are at the employees’ expense 
and therefore the choice of activity is at the employee’s discretion. This time shall be 
requested and approved in the same manner as vacation/annual leave. Such time shall not 
be accumulated.

13.29.17 Research Projects (Unit 17)
A. With the approval of the department, a Unit 17 employee may use State facilities for the purpose 

of conducting research when the employee is pursuing continuing education credits, is involved in 
a personal research project, or other departmental^ approved training. The use of State facilities 
shall not result in increased costs to the State nor shall the rights of clients, patients, inmates, 
wards, or students be compromised.

B. Upon request of a SEIU Local 1000 Unit 17 representative, the department will provide the 
identification of those major funded research projects in the area of health care delivery that are 
being currently conducted or considered.

13.30.20 Orientation (Unit 20)
Department shall endeavor to provide on the job orientation for all Unit 20 employees within two (2) 
months of being hired but no later than five (5) months of being hired.

The intent of the orientation shall be to provide sufficient training to ensure that the employee will 
have the opportunity to perform his/her duties at a satisfactory level in a safe and efficient manner.

13.31.11 20/20 Program (Unit 11)
Starting on or before June 1,2010, the State, where fiscally feasible, shall provide 20/20 programs for 
Unit 11 employees. 20/20 programs involve employee participation in a formal educational curriculum 
up to twenty (20) hours per week without loss of compensation when the employee would otherwise 
be scheduled for work. At the request of the Union, individual department(s), where fiscally feasible, 
shall meet to explore the development of a 20/20 program(s).

13.31.15 20/20 Programs (Unit 15)
Where feasible, the State may explore providing 20/20 programs for Unit 15 employees. 20/20 
programs involve employee participation in a formal educational curriculum up to twenty (20) hours 
per week without loss of compensation when the employee would otherwise be scheduled for work.
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At the request of the Union, individual department(s) may meet to explore the development of a 20/20
program(s).

13.31.20 20/20 Programs (Unit 20)
Where feasible, the State shall provide 20/20 programs for Unit 20 employees. 20/20 programs
involve employee participation in a formal educational curriculum up to twenty (20) hours per week 

. without loss of compensation when the employee would otherwise be scheduled for work. At the
request of the Union, individual department(s) shall meet to develop a 20/20 program(s).

13.32.20 Education and Training Opportunities (Unit 20)
A. Departments shall make available information on education opportunities and training to Unit 20 

employees upon request. The departments shall continue existing practices of disseminating 
education and training information.

B. The State shall provide to all employees, two days per fiscal year (without loss of compensation) 
for activities such as, professional association activities, professional and/or personal 
development seminars, etc., to promote professional and/or personal growth and to enhance 
professional and/or personal goals. These activities are at the employees' expense and therefore 
the choice of activity is at the employee’s discretion. This time shall be requested and approved 
in the same manner as vacation/annual leave. Such time shall not be accumulated.

13.33.20 Mandatory Training (Unit 20)
A. The State agrees to reimburse Unit 20 employees for expenses incurred as a result of 

satisfactorily completing training or job-related continuing education courses required by the 
State. Such reimbursement shall be limited to:

1. Tuition and/or registration fees;
2. Cost of course-required books;
3. Transportation or mileage expenses;
4. Toll and parking fees;
5. Lodging and subsistence expenses.

B. Reimbursement for the above expenses shall be in accordance with article 12, section 12.1 of this 
Contract.

C. Unit 20 employees who are directed to attend a training course required by the department shall 
be granted reasonable time off without loss of compensation for courses that are scheduled 
during their normal working hours.

13.34.20 Non-Mandatory Training (Unit 20)
A. For purposes of this section, “non-mandatory” training is training or education where attendance 

is generally requested/initiated by an employee and is not required by the department. With prior 
and express authorization by the department designee, the State may reimburse Unit 20 
employees for up to one hundred percent (100%) of the cost for course required books and/or 
tuition. The State may also provide an amount of time off without loss of compensation for 
attendance at non-mandatory training. Release time without loss of compensation may be 
granted for up to one hundred percent (100%) of the time required for course attendance. Both 
parties agree and understand that different amounts of reimbursement and release time may be 
provided to employees in the same or similar situations.

B. It is the State’s intent that this section shall be administered in a non-discriminatory and equitable 
manner. Allegations of favoritism or inequitable treatment shall be grievable up to the DPA.

ARTICLE 14 - CLASSIFICATION

14.1 Classification Changes
A. When the DPA proposes establishment of a new classification or modification of an existing one, 

it shall inform the Union in writing of the proposal. The Union may request to meet and confer 
with the DPA regarding the classification proposal. Failure to respond in writing within thirty (30)
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calendar days of receipt of the notice shall constitute a waiver of the Union’s right to meet and 
confer over the classification proposal prior to submittal to the SPB for consideration.

B. The first negotiations meeting shall take place within twenty (20) calendar days of the Union’s 
request unless the parties agree to a different date. The purpose of the negotiations shall be the 
classification specifications and the compensation.

C. If the parties reach an agreement, they shall jointly recommend, in writing, that the classification 
proposal be submitted to the SPB for the non-hearing calendar.

D. If the parties do not reach an agreement the classification proposal may be submitted to the SPB.
E. In the event the SPB renders a decision that was not mutually agreed to by the parties, the Union 

and the State shall meet and confer over the impact, including compensation, of the Board’s 
decision. No classification shall be established without a salary structure.

14.2 Out-of-Classification Grievances and Position Allocation Hearing Process 
Definitions

A. An employee is working “out of class” when he/she spends a majority (i.e., more than fifty percent 
[50%]) of his/her time over the course of at least two (2) consecutive work weeks performing 
duties and responsibilities associated with a higher level existing classification that do not overlap 
with the classification in which said employee holds an appointment.

1. Duties that are appropriately assigned to incumbents in the employee’s current 
classification are not out of class.

Duties appropriately assigned are based on the definition and typical tasks enumerated in 
the California SPB specification.

Training and Development assignments are not out-of-class work.

2. For purposes of this section, a classification is at a “higher level” if the maximum salary of 
the highest salary range (excluding alternate range criteria other than deep class criteria) 
is any amount more than the maximum salary of the highest range of the class in which 
the employee holds an appointment.

3. When an employee is performing the duties of a vacant position properly assigned to a 
higher class or the duties of an absent employee whose position is properly assigned to a 
higher classification, the employee shall be considered to be working out of class.

B. Authorization and Rate of Pay

1. Notwithstanding Government Code sections 905.2, 19818.8, and 19818.16, an employee 
may be temporarily required to perform out-of-class work by his/her department for up to 
one hundred twenty (120) calendar days in any twelve (12) consecutive calendar months 
when it determines that such an assignment:

a. Is of unusual urgency, nature, volume, location, duration, or other special 
characteristics; and,

b. Cannot feasibly be met through use of other civil service or administrative 
alternatives.

2. Departments may not use out-of-class assignments to avoid giving civil service 
examinations or to avoid using existing eligibility lists created as the result of a civil 
service examination.

3. When an employee is assigned out-of-class work, he/she shall receive the rate of pay 
he/she would have received pursuant to Title 2 California Code of Regulations sections 
599.673, 599.674, or 599.676 if appointed to the higher classification.

4. Out-of-class work may be discontinued by departments at any time; however, 
departments may not rotate employees in and out of out-of-class assignments to avoid 
payment of out-of-class compensation.
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5. Obt-of-class pay shall not be considered as part of the employee’s base pay when 
computing the rate due upon promotion to a higher level.

C. Out-of-Class Grievances and Allocation Appeals

1. The grievance and arbitration procedure described in subsection D below shall be the 
exclusive means by which alleged out-of-class assignments shall be remedied, including 
requests for review by the DPA referenced in Government Code section 19818.16 or the 
State Victim Compensation and Government Claims Board.

2. The grievance and arbitration procedure described in this section shall be the exclusive 
means for appealing position allocation or reallocation referenced in Government Code 
sections 19818.6 and 19818.20.

3. Employees may not separately file out-of-class grievances and position allocation or 
reallocation grievances pertaining to the same duties and responsibilities.

4. The only remedy that shall be available (whether claiming out-of-class work or position 
misallocation) is retroactive pay for out-of-class work. Said pay shall be limited to out-of­
class work performed (a) during the one year calendar period before the employee’s 
grievance was filed; and (b) the time between when the grievance was filed and finally 
decided by an arbitrator.

5. Arbitrators shall not have the authority to order reclassification (reallocation) of a 
grievant’s position or discontinuance of out-of-class work assignments.

D. Grievance Procedure and Time Limits

1. An employee’s grievance initially shall be discussed with the employee’s supervisor.
2. If the grievance is not resolved to the satisfaction of the grievant a formal grievance may 

be filed on a form provided by the State within:

a. Fourteen (14) calendar days after receipt of the decision rendered by the 
supervisor; or

b. Twenty-one (21) calendar days after the date the employee’s duties allegedly 
changed such that he/she stopped working out of classification or his/her position 
became misallocated.

c. However, under no circumstances may the period in which to bring the grievance 
be extended beyond the twenty-one (21) calendar days in item b above.

3. Out-of-class and misallocation grievances shall be filed with a designated supervisor or 
manager identified by each department head as the department level of appeal in the 
usual grievance procedure found in article 6.

4. The person designated by the department head as the department level of appeal shall 
respond to the grievance in writing within forty-five (45) calendar days after receipt of the 
grievance.

5. If the grievant is not satisfied with the decision rendered by the person designated by the 
department head at the department level of appeal, he/she may appeal the decision in 
writing within twenty-one (21) calendar days after receipt to the Director of the DPA.

6. The Director of the DPA or designee shall respond to the grievance in writing within sixty 
(60) calendar days after receipt of the appealed grievance.

7. If the grievance is not resolved by the DPA, the Union shall have the right to submit the 
grievance to arbitration in accordance with article 6, section 6.11.

8. Article 6, section 6.11 (Arbitration Level) shall apply to out-of-elass and misallocation 
grievances except as otherwise provided in this section.

E. The arbitrator’s decision regarding out-of-class and misallocation grievances shall be final and 
binding on the parties. Said awards shall not be subject to challenge or review in any forum, 
administrative or judicial, except as provided in Code of Civil Procedure section 1286.2 et seq.
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14.3 Classification/Pay Data
Upon request, the State shall, on an annual basis, provide the Union with a list of classifications and
salaries for bargaining unit rank-and-file employees.

14.4.1 Duty Statements and Post Orders (Unit 1)
A. An employee shall be provided with a current duty statement for his/her position within fifteen (15) 

calendar days of his/her request. Duty statements must comply with the State Personnel Board 
job classification specifications.

B. Post orders in GDCR, Adult and DJJ will be provided where applicable.
C. Duty statements and post orders shall be determined by the appointing power or designee and 

will be consistent with an employee’s classification. At the time of an employee’s annual 
appraisal, his/her duty statement shall be reviewed, and if necessary, updated to reflect his/her 
current duties.

D. Upon request, a Union representative for the affected bargaining unit will be provided access to 
existing duty statements, and post orders for review, and may make recommendations for 
changes to the appointing authority or designee.

E. The parties recognize that post orders in CDCR, Adult and DJJ are not grievable or arbitrable.
F. Upon the establishment of a new or revised classification or series, a new duty statement shall be 

provided to each affected incumbent if appropriate.

14.4.3 &
14.4.11 &
14.4.14 Duty Statements, Post Orders, and Work Instructions (Excludes Units 1,4,15,17,20 and 21)

A. An employee shall be provided with a current duty statement for his/her position within fifteen (15) 
calendar days of his/her request. Duty statements must comply with the State Personnel Board 
job classification specifications.

B. Post orders in CDCR, Adult, and work instructions in CDCR, DJJ will be provided where 
applicable.

C. Duty statements, post orders, and work instructions shall be determined by the appointing power 
or designee and will be consistent with an employee’s classification. At the time of an employee’s 
annual appraisal, his/her duty statement shall be reviewed, and if necessary, updated to reflect 
his/her current duties.

D. Upon request, a Union representative for the affected bargaining unit will be provided access to 
existing duty statements, post orders, and work instructions for review, and may make 
recommendations for changes to the appointing authority or designee.

E. The parties recognize that post orders in CDCR, Adult, and work instructions in CDCR, DJJ are 
not grievable or arbitrable, unless the post order or work instruction violates another section of 
this contract.

F. Upon the establishment of a new or revised classification or series, a new duty statement shall be 
provided to each affected incumbent if appropriate.

14.4.4 &
14.4.15 &
14.4.20 Duty Statements, Post Orders, and Work Instructions (Excludes Units 1, 3,11,14,17 and 21)

A. An employee shall be provided with a current duty statement for his/her position within fifteen (15) 
calendar days of his/her request. Duty statements must comply with the State Personnel Board 
job classification specifications.

B. Post orders in CDCR, Adult, and work instructions in CDCR, DJJ will be provided where 
applicable.

C. Duty statements, post orders, and work instructions shall be determined by the appointing power 
or designee and will be consistent with an employee’s classification. At the time of an employee’s
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annual appraisal, his/her duty statement shall be reviewed, and if necessary; updated to reflect 
his/her current duties. '

D. Upon request, a Union representative for the affected .bargaining unit will be provided access to 
existing duty statements, post orders, and work instructions for review, and may make 
recommendations for changes to the appointing authority or designee.

E. The parties recognize that post orders in CDCR, Adult, and work instructions in CDCR, DJJ are 
not grievable or arbitrable.

F. Upon the establishment of a new or revised classification or series, a new duty statement shall be 
provided to each affected incumbent if appropriate.

14.4.17 Duty Statements/Post Orders, and Work Instructions (Unit 17)
A. Upon appointment to a Unit 17 position, departments shall provide each Unit 17 employee with a 

duty statement which describes the duties the employee is expected to perform. Duty statements 
shall be consistent with the Unit 17 employee's classification specification.

B. In CDCR duty statements may be included in the post orders.
C. Disputes over whether or not the duty statement is consistent with the class specifications shall 

be resolved through the grievance procedure. The decision reached at Step 3 (DPA) of the 
grievance procedure shall be final.

14.4.21 Duty Statements, Post Orders, and Work Instructions (Unit 21)
Departments shall provide each Unit 21 employee with a current duty statement within fifteen (15) 
calendar days of request. Duty statements must comply with the SPB job classification specifications. 
Upon request, an employee who is transferred or reassigned on a permanent basis shall be provided 
a revised duty statement.

Upon the establishment of a new or revised classification or series, a new duty statement shall be 
provided to each affected incumbent.

14.5 Automation and New Technology
The State shall endeavor to notify the Union one hundred eighty days, but no less than sixty (60) 
days, prior to implementation of automation or technological changes that will result in a significant 
impact on bargaining unit employees. Upon request of the Union within thirty (30) days of such 
notification, the State shall negotiate with the Union on the impact of such changes.

14.6 Job Announcements
When a department posts a job announcement for which two (2) classifications may be considered, it 
shall provide the duty statement for each classification upon request to each candidate for the 
position.

14.7 Assignment of Duties Normally Performed by Bargaining Unit Employees (Excludes Units 14 and 17) 
The State shall notify the Union at least thirty (30) calendar days in advance of the effective date, 
before assigning duties normally performed by employees in the bargaining units covered by this 
Contract to any employee, group, individual, organization or business enterprise, if such 
assignment(s) may result in the displacement of employees in bargaining units covered by this 
Contract. .

Upon request, within thirty (30) calendar days of the Union’s receipt of the notice, the State shall meet 
and confer with the Union over such assignments.

14.7.14 Assignment of Duties Normally Performed by Bargaining Unit Employees (Unit 14)
The State shall notify the Union at least thirty (30) calendar days in advance of the effective date, 
before assigning duties normally performed by employees in the bargaining units covered by this 
Contract to any employee, group, individual, organization or business enterprise, if such 
assignment(s) may result in the displacement of employees in bargaining units covered by this 
Contract.
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14.8 Contracting Out
A. Purpose

The purpose of this section is to guarantee that the State does not incur unnecessary, additional 
costs by contracting out work appropriately performed at less expense to the State by bargaining 
unit employees, consistent with the terms of this section. In achieving this purpose the parties do 
not intend this section to expand the State’s ability to contract out for personal services. The 
parties agree that this section shall not be interpreted or applied in a manner which results in a 
disruption of services provided by State departments.

B. Policy Regarding Personal Services Contracts and Cost Savings

Except in extremely unusual or urgent, time-limited circumstances, or under other circumstances 
where contracting out is recognized or required by law, Federal mandate, or court 
decisions/orders, the State must make every effort to hire, utilize and retain bargaining unit 
employees before resorting to the use of private contractors. Contracting may also occur for 
reasons other than cost savings as recognized or required by law, Federal mandate, or court 
decisions/orders.

C. Information Regarding Contracts To Be Let

1. Departments will provide the Union’s designated representative with copies of Requests 
for Proposals (RFPs) and Invitations for Bid (IFBs) for personal services contracts when 
released for publication if they call for services found in bargaining unit class 
specifications.

2. To the extent that a department is preparing to enter into a contract (or amend a contract) 
and it does not require an RFP or IFB, the department shall provide the Union’s 
designated representative with a copy of the Standard Form 215 (or its departmental 
equivalent) if and when the Form 215 is completed, but no less than five (5) business 
days thereafter, provided the contract is/will be for services found in bargaining unit class 
specifications. If the Form 215 contains confidential or proprietary information, it shall be 
redacted as discussed below in subsection D (1).

3. The purpose of this subsection C is to provide the Union with notice and an opportunity to 
present alternatives which mitigate or avoid the need for contracting out, while still 
satisfying the needs of the State to provide services. Directors (or their designee) shall 
therefore meet with the Union for this purpose, if requested by the Union.

I
D. Review of Personal Services Contracts In Existence

1. Upon request of the Union each department shall submit copies of any or all personal 
services contracts that call for services found in bargaining unit class specifications. For 
each contract, departments shall provide additional documents establishing the number, 
scope, duration, justification, total costs of all such contracts, and payment of all overhead 

( and administrative costs paid through each contract, provided it does not disclose
confidential or proprietary information, in which case it shall be redacted as discussed 
below. The requested contract and related information shall be provided as soon as 
reasonably possible. The parties expect that this shall be provided no more than twenty- 
one (21) calendar days following the request by the Union, or longer if approved by the 
Union and the department. This shall include contracts that may otherwise be protected 
from public disclosure, if they provide for services found in bargaining unit class 
specifications. However, the State may redact those portions of protected contract(s) that 
are proprietary, necessary to protect the competitive nature of the bid process, and that 
which does not pertain to the costing of personnel services found in bargaining unit 
classifications. The goal shall be to protect against disclosure of information which 
should remain confidential, while at the same time providing the Union with sufficient 
information to determine whether unnecessary, additional costs'are being incurred by 
contracting out work found in bargaining unit class specifications. Costing information
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provided to the Union for protected contracts shall include total personnel costs for 
personnel services found in bargaining unit classifications plus any,overhead charges 
paid to the contractor for these services, provided such disclosure does not breach 
confidentiality requirements or include proprietary information.

2. Within ten (10) workdays after receipt of the personal services contracts and associated 
documents as provided for in paragraph D(1) above, the Union and the department shall 
begin reviewing the contracts. The Union and the department shall examine the 
contracts based on the purpose of this section, the terms of the contracts, all applicable 
laws, Federal mandates and court decisions/orders. In this regard, the Union and the 
department will consider which contracts should and can be terminated immediately, 
which contracts will take additional time to terminate, which contracts may continue (for 
how long and under what conditions) and how (if necessary and cost effective) to 
transition contract employees or positions into civil service. All determinations shall be 
through express mutual agreement of the Union and department.

3. The Union and the department will continue to meet as necessary to examine personal 
services contracts which have been let.

4. If savings are generated by the termination of personal services contracts under this 
provision, it is the intent of the State to implement agreements of the Union and the 
department for utilization of said savings. Such agreements may include:

a. Contributing toward position reductions which would otherwise be 
accomplished by the layoff, salary reduction or displacement of bargaining unit 
employees;

b. Enabling the employment of bargaining unit employees for services currently 
performed by contractors;

c. Enabling of the conversion to bargaining unit civil service employment of 
qualified contract employees who wish to become State employees, as 
otherwise permitted by law, regulations, provisions of the contracts and 
resolutions by the SPB;

d. Providing timely, adequate and necessary recruitment efforts. These efforts 
may include focused recruitment, publicizing in professional journals, use of 
the media, job fairs, expedited hiring, expedited background checks, spot

■ testing authorized by the SPB, State employee registries, and recruitment and
retention incentives;

e. Such other purposes as may be mutually agreed upon.

E. Displacement Avoidance

1. The objective of this subsection is to ensure that bargaining unit employees have 
preference over contract employees consistent with, but not limited to the following 
principles:

a. The duties at issue are consistent with the bargaining unit employee’s 
classification;

b. The bargaining unit employee is qualified to perform the job; and,
c. There is no disruption in services.

2. To avoid or mitigate bargaining unit employee displacement for lack of work, the 
appointing power shall review all existing personal services contracts to determine if work 
consistent with the affected employee’s classification is being performed by a contractor. 
Displacement includes layoff, involuntary demotion, involuntary transfer to a new class, 
involuntary transfer to a new location requiring a change of residence, and time base 
reductions. If the Union and the department that review personal services contracts 
determine that the terms and purpose of the contract permit the State to assign the work 
to a bargaining unit employee who would otherwise be displaced, this shall be 
implemented consistent with the other terms of this section. The State and the Union 
shall meet and confer for purposes of entering into an agreement about the means by
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which qualified employees are notified and provided with such assignments. This shall 
include developing a process that ensures that savings realized by terminating the 
contract and reassigning the work to a bargaining unit employee to avoid displacement, 
are utilized to offset that employee’s moving and relocation costs, the amount of which 
shall be consistent with the Moving/Relocation section of the parties’ collective bargaining 
agreement.

F. Nothing in this section shall be interpreted or applied in such a manner as to interfere with the
State or Federal court orders, the authority of the State or Federal courts or the authority of the 
special masters or receiver. ■ - .

G. Relationship Between This Section And Related Statutes
The State is mindful of the constitutional and statutory obligations (e.g., Govt. Code § 19130) as it 
pertains to restriction on contracting out. Thus, nothing in this section is intended to interfere with 
pursuit of remedies for violation of these obligations as provided by law (e.g., Public Contract 
Code § 10337).

14.9.1 Classification Study: Investigative Auditor Work Classification Study (Unit 1)
No later than March 1, 2011 after ratification the State and the Union agree to meet regarding 
investigative audit work performed by Bargaining Unit 1 classification within the Board of Equalization, 
the Investigative Auditors at the Department of Justice, and the Investigative Certified Public 
Accountant class.

The State and the Union shall each be entitled to select a maximum of five (5) representatives. The 
State and Union shall each select its own representatives. The State agrees that the Union representatives 
who are State employees shall serve without loss of compensation.

If changes to the class specification becomes necessary, such changes will be done in accordance 
with section 14.1 of this agreement.

14.10.1 Classification Review (Unit 1)
A. The Union and the State agree to continue to review the Bargaining Unit 1 classification plan with 

the intent to consider consolidating or abolishing classifications. The committee will address the 
merits of consolidation proposals as well as specific action plans for implementation of agreed 
upon proposals.

B. The committee may review and address issues in the following areas by mutual agreement.

1. The consolidation/abolishment of existing classes.
2. Unused and underutilized classes.

C. The Union may designate up to five (5) representatives to participate in these discussions. Union 
representatives will be provided State release time for these discussions.

14.11.1 - Driver Safety Officer Classification (Unit 1)
The State and the Union agree to reconvene the Driver Safety Officer (DSO) meet and confer to 
continue discussing the classification and compensation level March 1, 2011 after ratification.

The State and the Union shall meet at least once per month. The State and the Union shall each be 
entitled to select a maximum of four (4) representatives. The State and Union shall each select its 
own representatives. The State agrees that the Union representatives who are DMV employees shall 
serve without loss of compensation.

If changes to the class specification becomes necessary, such changes will be done in accordance 
with section 14.1 of this agreement.
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14.12.1 Personnel and Payroll Joint Management Workload Committee (Unit 1)
The State and the Union agree to convene a Joint Labor/Management Committee (JLMC) to review 
the Personnel and Payroll classifications’ workload, training, upward mobility and overtime. The State 
and the Union shall each be entitled to select a maximum of five (5) representatives. The Co-Chairs 
of the joint Committee shall be one (1) individual selected by the Union and one (1) individual selected 
by the State. The State and the Union shall select its own representatives. Upon mutual agreement, 
subject matter experts may be invited to attend the meetings and contribute to the discussions. 
Committee members and employee subject matter experts shall serve without loss of compensation.

The Committee shall meet at a minimum of at least once per quarter. The Committee by mutual 
agreement shall determine its meeting schedule, ground rules, and agenda. The Co-Chairs shall 
finalize the agenda a minimum of fourteen (14) days in advance of the meeting. The Union shall 
provide the State with any information requests a minimum of fourteen (14) days in advance of the 
meeting. The State shall endeavor to respond to the information requested before each scheduled 
meeting date.

The Committee members shall discuss and make recommendations on the following:

1. Workload
2. Training
3. Upward Mobility
4. Overtime

The Joint Committee may mutually agree to develop written reports after concerns are discussed.
The written reports may include, but are not limited to, a discussion of the concern(s) and any joint 
recommendations.

14.12.15 Custodial Workload Factors and Equipment (Unit 15)
Backpack Vacuums

Employees shall have the option, upon request, to use upright vacuums instead of backpack 
vacuums.

14.13.1 Lead Responsibilities (Unit 1)
A. This provision outlines the leadperson’s responsibilities and compares and contrasts them to 

those of a supervisor. The strikeout of the supervisor’s responsibilities represents the intent to 
expressly exclude the negotiation of an agreement to the assigned supervisor’s duties through 
this provision.

Supervisor Lead
T r-. ■ i ■ i xi i ■ , j x • • Provide basic on-the-job training for assigned 

duties.
provide in dsptn policy and procedure trsinincfT

2 Assign work. Assign work.
3 Gounsel employees-on: May recommend to supervisor that an em­

ployee would benefit from a work improvement 
plan only as it relates to work procedures or 
processes.

4 Initiate corrective action such as attendance
restrictions and goal setting.

Not a lead responsibility.

5 May attempt to resolve conflicts that arise as a 
result of workflow or procedures.informal and first level

6 n* ix- _x i l x- May provide input of a factual nature regarding 
employee job performance.

I repare proo&tion reports, annual evaluations,

7 Restricted to the technical portion of report 
pertaining to technical performance.tions.1
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8 Provide input on employee’s job performance 
to the supervisor.
No authority for an independent decision.

yv^ipi uvo ucuy oI Jft o <91IU IvlOM o.

' »

Q Provide input on employee’s job performance 
to the supervisor. Not a lead function. No au­
thority for an independent decision.

ljlouijjiinu cmpioycuo oincr iriToriiiciiiy or Tor
jaaolliA.martyr

10 Provide input on employee’s job performance 
to the supervisor.
No authority for an independent decision. (If . 
lead is not a competitor in the same exam.)

11 May receive employee requests in the absence 
of the supervisor and shall not approve or deny 
such requests.

nun, (ju'oOMcii IluiiUciy, ckj.

12 May request and approve supply orders.

13 Approve overtime. Not a lead responsibility.

14 Not a lead responsibility.

15 Review completed work within the group for 
quality.

n©vi©w uurTi|jiei©a worn wiinin in© group Tor
quauiy.

16 May prepare recommendations.rrepare recummenuauons to plans, DuageT

17 Not a lead responsibility.■oign prouaiion or annual ©vaiuaiipns.

18 Not a lead responsibility.oiyn uii on emptoyae-seir-appraiSQi repons.

19 May provide input to who would benefit from 
attending a training class.

/iU li iui ili an 111 ig luui ju uiiuriuui icst

20 May participate in the hiring interview with a 
supervisor and may make a recommendation 
to hire.

mm u vauanuy wiuuri m© wqik group.

21 Provide input regarding employee’s perfor­
mance. No authority for an independent deci­
sion.

iviarse promononai commiTmsnts.

22 Not a lead responsibility.

23 Sign-rocommcndations for adverse actions. Not a lead responsibility.

24 May provide input to supervisor. No authority 
for an independent decision.days.

25 May provide input to supervisor. No authority 
for an independent decision.

26 May provide input to supervisor. No authority 
for. an independent decision.

27 Not a lead responsibility.viy11 navai ©xp©na© uianttsr

28 Not a lead responsibility.ouneuuie uv©rnm©.

29 Ordor travel. May assist supervisor with travel agenda.

30 Not a lead responsibility.oei worK nours.

31 May be asked to justify purchasing equipment. 
Cannot sign purchase orders.

uujLiiy, iL^ucji, aDQ approve equipment oroers.
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14.14.1 Classification Study: Associate/Senior Aviation Consultant (Unit 1)
The State and the Union agree to reconvene the Associate Aviation Consultant (class code 5672) and 
the Senior Aviation (class code 5598) classification meet and confer to continue discussing the 
classification March 1,2011 after ratification.

The State and the Union shall meet at least once per, month as necessary. The State and the Union 
shall each be entitled to select a maximum of four (4) representatives. The State agrees that the 
Union representatives who are CalTrans employees shall serve without loss of compensation.

If changes to the classifications become necessary, such changes will be done in accordance with 
section 14.1 of this agreement.

14.14.3 CDCR Librarian Classification Review (Unit 3)
The CDCR will conduct a classification review of the CDCR-specific librarian classifications with 
participation of at least two employees selected by the Union.

Senior Librarian Class Code 2945 
Librarian Class Code 2952

Union selected participants will serve without loss,of compensation.

When the review is completed, CDCR will provide a copy of the written report to the Union and DPA 
regarding its findings.

Any classifications or compensation changes will be handled consistent with section 14.1 of this 
MOU.

This study will be completed by December 1,2011.

14.14.4 Library Technical Assistant (LTA) Classification (Unit 4)
A. During the term of this agreement, the California Department of Corrections and Rehabilitation 

agrees to review the use of the LTA (Safety) classification within the institutions.
B. During the term of this agreement, all applicable State departments agree to review the use of the 

LTA (General) classification within their departments.
C. Any recommended changes will be submitted in accordance with section 14.1, Classification 

Changes, of this agreement.

14.15.4 Department of Motor Vehicle (DMV) Classification (Unit 4)
A. The State and the Union agree to reconvene the meet and confer by March 1, 2011 to continue 

discussing the Department of Motor Vehicle specific classifications of Motor Vehicle Field 
Representative (MVFR), Motor. Vehicle Technician (MVT),.Senior Motor Vehicle Technician 
(SMVT), and Motor Vehicle Assistant (MVA) classifications.

B. The State and Union shall meet at least monthly. The State and the Union shall each be entitled 
to select a maximum of six (6) representatives. The State and the Union shall each select its own 
representatives. The State agrees that Union representatives shall serve without loss of 
compensation. Any classification changes will be handled consistent with section 14.1 of this 
agreement.

14.16.4 Program Technician Classification Series (Unit 4)
The State and the Union agree to continue the joint labor/management committee studying the 
classifications in the Program Technician series. The departments participating on this committee are 
the Employment Development Department (EDD), State Compensation Insurance Fund (SCIF), and 
the Department of Justice (DOJ).
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A. The State agrees that the Union will have a representative from each of the departments 
identified above, and one (1) additional representative who is employed in the Program 
Technician series classification. They will serve and participate on the committee without loss of 
compensation. The State will have an equal number of representatives on the committee. The 
State and the Union will act as Co-ehairs on this committee.

B. The State shall provide administrative support to the committee.
C. The committee will conduct six (6) joint focus groups. The focus groups will meet and complete 

their work within 180 days following ratification of this MOU. -
D. By mutual agreement, further data gathering methods such as, but not limited to, surveys will be 

utilized within ninety (90) days after focus groups have been completed and those findings 
reported to committee.

E. Time frames may be extended by mutual agreement in subsection C and D.
F. Any recommendations resulting from this study are subject to approval by both parties.
G. Any changes to the classification shall be handled consistent with Section 14.1 of this MOU.

14.17.14 Classification Review of Graphic Designer Series (Unit 14)
During the first twelve (12) months of this agreement, the State agrees to meet with representatives of 
the Union to determine if changes to the class specifications for the Graphic Designer Series are 
needed. If changes to the specifications are determined to be appropriate, the State agrees to pursue 
the revisions in accordance with section 14.1 of this agreement.

14.18.14 Classification Review of Exhibit Designer-Installer (Unit 14)
A. The State agrees to conduct a classification review of the Exhibit Designer-Installer positions, 

used at the California Science Center. The State agrees to provide Unit 14 with a written status 
report, within six (6) months of ratification of this contract. The purpose of the classification 
review is to determine if the current class specification adequately describes all facets of the work.

B. Upon completion of the classification review, the State will provide the Union with a copy of the 
results and recommendations. The State and the Union agree to meet and discuss the results of 
the review and recommendations, including the following:

If the analysis indicates an existing classification more accurately describes the work of the 
Exhibit Designer-Installer positions at the California Science Center, and the Union concurs, the 
Union shall support the reallocation of the positions on a current basis to the appropriate class in 
accordance with SPB Law and Rules and shall not seek retroactive out-of-class pay or 
recognition. .

14.19.17 New Classifications (Unit 17)
The State acknowledges the value of nurses and is interested in retaining nurses and encouraging 
them to grow and promote within their unique and dynamic field. In recognition of this and pursuant to 
the classification provisions contained in section 14.1 (Classification Changes), the State shall:

Within six (6) months of ratification of this agreement by both parties, and upon request of the 
Union, the California Department of Public Health and Department of Health Care Services, Office 
of Labor Relations, will meet to discuss the findings of the 2003 draft specification revision. Two 
(2) California Department of Public Health and Department of Health Care Services Bargaining 
Unit 17 employees will be released for this meeting.

14.20.17 Classification Reviews (Unit 17)
The State shall establish a joint labor management committee consisting of three (3) representatives 
from SEIU Local 1000 and three (3) representatives from management to explore two (2) class 
specifications or specification series. SEIU Local 1000 representatives on the committee shall serve 
without loss of compensation.

The State and SEIU Local 1000 mutually agree the committee will focus solely on the class definition, 
typical tasks, and minimum qualifications of the class specification. The parties also agree the 
classification committee shall not be used as a forum for discussion of salary-related issues. SEIU
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Local 1000 may initiate discussions on classifications to be addressed by the committee by providing 
to the State relevant data and justification that indicate changes may be needed in the specification or 
specification series.

The joint labor management committee shall complete one classification review prior to the 
commencement of a committee to address a subsequent classification review. It is the intent of the 
parties to complete the classification reviews prior to the expiration of this contract; however, the 
primary goal of each committee is to ensure the review undertaken results in an accurate 
classification specification.

The State and SEIU Local 1000 recognize that classification proposals reflecting recommendations 
developed by the committee require approval by the DPA and the SPB.

This section is not subject to the grievance and arbitration procedure of this agreement.

14.21.20 Classification Studies (Unit 20)
A. The State and Unit 20 agree to establish a Joint Labor/Management Advisory Classification 

Committee to review and make recommendations on updating existing classification 
specifications which do not reflect the current duties.

B. The Union will propose up to four (4) classifications for review by the Committee in a fiscal year. 
Each proposed classification revision may be submitted to DPA for review and update and further 
consideration by SPB after the conclusion of action by the Committee.

C. The Committee will consist of up to fobr (4) Union representatives and up to four (4) State 
representatives. The composition of the Committee may vary depending on the classification 
being discussed, however; in no case shall the membership of the committee exceed four (4) 
Union and four (4) State representatives. Union representatives will serve on the Committee with 
no loss of compensation or benefits.

D. The Committee will meet for a sufficient amount of time to properly address the issues. Release 
time of Union representatives shall be determined by the State subject to operational needs.

E. Classification studies initiated by this article shall be administered pursuant to Bargaining Unit 
20's MOU, Article 14.1 (Classification Changes). Upon meeting and conferring with the Union, 
DPA and SPB approval, and certification of funds (Form 137) by all affected departments, the 
classification studies shall be implemented.

14.22.21 Joint Union/Management Committee (Community Colleges) (Unit 21)
No sooner than six (6) months, and no later than nine (9) months, after ratification of this Contract, the 
California Community College Chancellor’s Office and the Union shall commence meeting to conduct 
a review of the Community Colleges Administration classification series. Both parties shall provide 
their suggestions with respect to this series two (2) weeks prior to the first meeting.

The Union shall have up to three (3) representatives at these meetings. Employees who participate in 
the Committee shall suffer no loss of compensation while attending these meetings. Changes to the 
classification series shall be made in accordance with Section 14.1 of this Contract.

Code
2549
2550
2539
2530
2531
2540 
2544 
2508 
2525 
2458 
2535 
2465

Class
Community College Program Assistant I 
Community College Program Assistant II
Specialist in Academic Planning and Development, CA Community Colleges 
Specialist in Agricultural Education, CA Community Colleges 
Specialist in Business Education, CA Community Colleges 
Specialist in Criminal Justice Education, CA Community Colleges 
Specialist in Employment and Certification, CA Community Colleges 
Specialist in Facilities Planning and Utilization, CA Community Colleges 
Specialist in Fiscal Planning and Administration, CA Community Colleges 
Specialist in General Vocational Education, CA Community Colleges 
Specialist in Health Occupations, CA Community Colleges 
Specialist in Homemaking Education, CA Community Colleges
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2534 Specialist in Industrial Education, CA Community Colleges
2551 Specialist in Information Systems and Analysis, CA Community Colleges
2560 Specialist in Library Planning and Development, CA Community Colleges
2547 Specialist in Public Service Occupations, CA Community Colleges
2565 Specialist in Student Services Planning and Development, CA Community Colleges

14.23.21 Bus Driver Training Specialist Classification (Unit 21)
During the term of this agreement, the CDE agrees to continue meeting with representatives of the 
Union to determine if changes to the class specifications for the Bus Driver Training Specialist 
classification are needed. If changes to the specifications are determined to be appropriate, the CDE 
agrees to pursue revisions to the class specifications in accordance with section 14.1 of this 
agreement.

14.24.21 Joint Labor/Management Committee (Archivist Class Series) (Unit 21)
Within thirty (30) days of contract ratification, the Secretary of State shall meet with the Union for the 
purpose of determining whether or not the Archivist class series should be updated.

Code Class 
2805 Archivist I 
2804 Archivist II

ARTICLE 15-TRANSFER

15.1 Appeal of Involuntary Transfer
A. The State shall make reasonable efforts to avoid involuntary transfers. An involuntary transfer 

which reasonably requires an employee to change his/her residence may be grieved under article 
6 only if the employee believes it was made for the purpose of harassing or disciplining the 
employee. If the appointing authority or the DPA disapproves the transfer, the employee shall be 
returned to his or her former position; shall be paid the regular travel allowance for the period of 
time he/she was away from his/her original headquarters; and his/her moving costs both from and 
back to the original headquarters shall be paid in accordance with the DPA laws and rules.

B. An appeal of an involuntary transfer which does not reasonably require an employee to change 
his/her residence shall not be subject to the grievance and arbitration procedure. It shall be 
subject to the complaint procedure if the employee believes it was made for the purpose of 
harassing or disciplining the employee.

C. The State shall provide a minimum of sixty (60) days written notice for an involuntary transfer 
which reasonably requires an employee to change his/her residence.

D. Employees, who are unwilling to accept the geographical transfer required by their current 
department, may pursue other options, such as but not limited to voluntary transfer, voluntary 
demotion, reduced work-time program, authorized partial service retirement, or voluntary 
retirement or resignation. Such employees who meet the DPA, SROA definition, shall be 
considered surplus. The department head or designee shall make job opportunity bulletins and 
materials available to all eligible surplus employees. Eligible surplus employees shall be 
permitted to apply and compete for vacant positions of their current class or other classes to 
which he/she can transfer, pursuant to the SROA process. Article 16 shall govern employee 
rights and appeals under these conditions.

E. With prior supervisory approval, employees shall be allowed a reasonable amount of State paid 
time to participate in employment interviews associated with the efforts described in paragraph D 
above.

F. When a department has two (2) or more employees in a class who are subject to an involuntary 
transfer which reasonably requires an employee to change his/her residence, consideration shall 
be given for the affected employee’s seniority in accordance with Government Code section 
19994.2.

15.2.15 Joint Labor/Management Appeal of Involuntary Transfer (Unit 15)
A. Joint Labor/Management Committee (JLMC)
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In the event that it becomes necessary for a department to involuntarily transfer five (5) or more 
employees in Bargaining Unit 15 covered by this agreement, the State and the Union will form a 
JLMC to address the affects of such transfer, including but not limited to the following issues:

1. Job placement assistance at the worksite to provide advice, counsel and placement of 
employees.

2. Available vacancies in other departments in employees’ current classifications or other 
classes to which they can transfer.

3. Publication and dissemination of job opportunity bulletins.
4. Reasonable amount of State paid release time for employees to participate in 

employment interviews associated with the efforts described above.

The Committee shall have equal number of representatives from the State and the Union and 
shall convene within no less than sixty (60) calendar days of the effective date of the involuntary 
transfer and shall be provided a reasonable amount of State paid release time to meet with 
affected employees at the workplace to discuss employees’ rights and options in accordance with 
Government Code, and the Contract.

B. Change In Work Location

The State’s intent is to provide a Unit 15 employee with thirty (30) calendar days, but in no case 
shall the State provide less than fifteen (15) calendar days notice of a permanent change in their 
work location when the change is made at other than the employee’s request. Unit 15 employees 
will be given the reasons in writing.

An employee can submit a written request to change his/her work location. The department shall 
respond in writing no later than fifteen (15) calendar days of the request. Requests shall not be 
unreasonably denied.

15.3 Hardship Transfer
The State and the Union recognize the importance of hardship transfers as a way of dealing with work 
and family issues. An employee experiencing a verifiable hardship, e.g., domestic violence, 
mandatory job transfer of a spouse or domestic partner as defined in Family Code section 297, family 
illness, serious health condition, injury or death of family members, may request a transfer to another 
geographic area to mitigate the hardship.

The State shall endeavor to reassign the employee to a comparable or lesser (if comparable is not 
available) position in the requested geographic area. If the employee accepts a position in a lower 
paid classification, the State shall endeavor to reinstate the employee to their former classification and 
comparable salary level.

Transfers under this section shall be considered voluntary and any associated relocation costs shall 
be subject to the applicable DPA laws and rules.

A department shall provide in writing the reason(s) for the inability to grant the transfer.

This section is not subject to the grievance and arbitration procedure of this Contract.

15.4.3 Employee Opportunity Transfer (Unit 3)
A. The parties recognize that when the State deems it necessary to fill a vacant position, the needs 

of the State must be given first priority. The needs of the State include the right to fill vacant 
positions using existing eligible or promotional lists, involuntary transfers, reassignments, or other 
selection methods for reasons such as affirmative action, special skills, abilities, or aptitudes.

B. The parties also recognize the desirability of permitting a permanent employee to transfer within 
his/her department and classification to another location which the employee deems to be more 
desirable. To this end, permanent full time employees may apply for an Employee Opportunity
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Transfer to a position at another location within his/her department in accordance with the 
following procedure:

1. Employees desiring an Employee Opportunity Transfer shall apply in writing to his/her 
department head or designee in a manner prescribed by the department. Such transfer 
requests shall be to permanent positions in the same department within his/her current 
classification.

C. Whenever a department head or designee elects to fill a vacancy through an Employee 
Opportunity Transfer, a permanent full time employee who already has an Employee Opportunity 
Transfer application to that location on file with the department shall be selected. If there is more 
than one employee with an Employee Opportunity Transfer application to the same location on 
file, one of the top three (3) employees with the greatest amount of department service by class 
shall be selected. When an employee is formally interviewed, the department head or designee 
will notify the employee of the nonselection.

D. Permanent employees who wish to submit Employee Opportunity Transfer applications may do 
so during a thirty (30) calendar day open period, to be scheduled once every six (6) months by 
each department. No employee shall submit more than four (4) Employee Opportunity Transfer 
applications during an open period.

15.4.15 Employee Opportunity Transfer (Unit 15)
A. The parties recognize that when the State deems it necessary to fill a vacant position, the needs 

of the State must be given first priority. The needs of the State include the right to fill vacant 
positions using existing eligible or promotional lists, involuntary transfers, reassignments, or other 
selection methods for reasons such as affirmative action, special skills, abilities or aptitudes.

B. The parties also recognize the desirability of permitting.a permanent employee to transfer within 
his/her department and classification to another location which the employee deems to be more 
desirable. To this end, permanent full-time employees may apply for an Employee Opportunity 
Transfer to a position at another location within his/her department in accordance with the 
following procedure:

1. Employees desiring an Employee Opportunity Transfer shall apply in writing to his/her 
department head or designee in a manner prescribed by the department. Such transfer 
requests shall be to permanent positions in the same department within his/her current 
classification.

C. Whenever a department head or designee elects to fill a vacancy through an Employee 
Opportunity Transfer, a permanent employee who already has an Employee Opportunity Transfer 
application to that location on file with the department shall be selected. If there is more than one 
employee with an Employee Opportunity Transfer application to the same location on file, one of 
the top three (3) employees with the greatest amount of department service by class shall be 
selected. When an employee is formally interviewed, the department head or designee will notify 
the employee of the non-selection.

D. Permanent employees who wish to submit Employee Opportunity Transfer applications may do 
so during a thirty (30) calendar day open period, to be scheduled once every six (6) months by 
each department. No employee shall submit more than four (4) Employee Opportunity Transfer 
applications during an open period.

15.4.17 Employee Opportunity Transfer (Unit 17)
A. The parties recognize that when the State deems it necessary to fill a vacant position, the needs 

of the State must be given first priority. The needs of the State include the right to fill vacant 
positions using existing eligible or promotional lists, involuntary transfers, reassignments or other 
selection methods for reasons such as affirmative action, special skills, abilities or aptitudes.

B. The parties also recognize the desirability of permitting a permanent employee to transfer within 
his/her department and classification to another location which the employee deems to be
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desirable. To this end, permanent full-time employees may apply for an Employee Opportunity 
Transfer to a position at another location within his/her department in accordance with the 
following procedure:

1. Employees desiring an Employee Opportunity Transfer shall apply in writing to his/her 
department head or designee in a manner prescribed by the department. Such transfer 
requests shall be to permanent positions in the same department within his/her current 
classification.

C. Whenever a department head or designee:elects to fill a vacancy through an Employee 
Opportunity Transfer, a permanent employee who already has an Employee Opportunity Transfer 
application to that location on file with the department shall be selected. If there is more than one 
employee with an Employee Opportunity Transfer application to the same location on file, one of 
the top three (3) employees with the greatest amount of department service by class shall be 
selected. When an employee is formally interviewed, the department head or designee will notify 
the employee of the non-selection.

D. Permanent employees who wish to submit Employee Opportunity Transfer applications may do 
so during a thirty (30) calendar day open period, to be scheduled once every six (6) months by 
each department. No employee shall submit more than four (4) Employee Opportunity Transfer 
applications during an open'period.

15.4.20 Employee Opportunity Transfer (Unit 20)
A. The parties recognize that when the State deems it necessary to fill a vacant position, the needs 

of the State must be given first priority. The needs of the State include the right to fill vacant 
positions using existing eligible or promotional lists, involuntary transfers, reassignments, or other 
selection methods for reasons such as affirmative action, special skills, abilities or aptitudes.

B. The parties also recognize the desirability of permitting a permanent employee to transfer within 
his/her department and classification to another location which the employee deems to be more 
desirable. To this end, permanent full-time employees may apply for an Employee Opportunity 
Transfer to a position at another location within his/her department in accordance with the 
following procedure:

( 1. Employees desiring an Employee Opportunity Transfer shall apply in writing to his/her
department head or designee in a manner prescribed by the department. Such transfer 
requests shall be to permanent positions in the same department within his/her current 
classification.

C. Whenever a department head or designee elects to fill a vacancy through an Employee 
Opportunity Transfer, a permanent employee who already has an Employee Opportunity Transfer 
application to that location on file with the department shall be selected. If there is more than one 
employee with an Employee Opportunity Transfer application to the same location on file, one of 
the top three (3) employees with the greatest amount of department service by class shall be 
selected. When an employee is formally interviewed, the department head or designee will notify 
the employee of the non-selection.

D. Permanent employees who wish to submit Employee Opportunity Transfer applications may do 
so during a thirty (30) calendar day open period, to be scheduled once every six (6) months by 
each department. No employee shall submit more than four (4) Employee Opportunity Transfer 
applications during an open period.

15.4.21 Employee Opportunity Transfer (Unit 21)
A. The parties recognize that when the State deems it necessary to fill a vacant position, the needs 

of the State must be given first priority. The needs of the State include the right to fill vacant 
positions using existing eligible or promotional lists, involuntary transfers, reassignments, or other 
selection methods for reasons such as affirmative action, special skills, abilities or aptitudes.

B. The parties also recognize the desirability of permitting a permanent employee to transfer within 
his/her department and classification to another location which the employee deems to be more 
desirable. To this end, permanent full-time employees may apply for an Employee Opportunity
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Transfer to a position at another location within his/her department in accordance with the 
following procedure:

1. Employees desiring an Employee Opportunity Transfer shall apply in writing to his/her
. department head or designee in a manner prescribed by the department.

2. Such transfer requests shall be to permanent positions in the same department within 
his/her current classification.

C. Whenever a department head or designee elects to fill a vacancy through an Employee 
Opportunity Transfer, a permanent full-time employee who already has an Employee Opportunity 
Transfer application to that location on file with the department shall be selected. If there is more 
than one employee with an Employee Opportunity Transfer application to the same location on 
file, one of the top three (3) employees with the greatest amount of department service by class 
shall be selected. When an employee is formally interviewed, the department head or designee

: will notify the employee of the non-selection.
D. Permanent employees who wish to submit Employee Opportunity Transfer applications may do 

so during a thirty (30) calendar day open period, to be.scheduled once every six (6) months by 
each department. No employee shall submit more than four (4) Employee Opportunity Transfer 
applications during an open period.

15.5.3 Support for Lateral Transfers (Unit 3)
The State will support and advocate to the SPB for Unit 3 members, to have lateral transfer eligibility
to Correctional Counselor I and Parole Agent I positions.

ARTICLE 16 - LAYOFF

16.1 Layoff and Reemployment
A. Application

Whenever it is necessary because of a lack of work or funds, or whenever it is advisable in the 
interest of economy to reduce the number of permanent and/or probationary employees 
(hereinafter known as “Employees”) in any State agency, the State may lay off employees 
pursuant to this section.

B. Order of Layoff

Employees shall be laid off in order of seniority pursuant to Government Code sections 19997.2 
through 19997.7 and applicable SPB and DPA rules.

C. Notice

1. The State agrees to forward a copy of the layoff plan and a copy of the SROA/Surplus list 
(as it relates to a potential layoff) to SEIU Local 1000 as soon as each is approved by 
DPA. It is understood that the layoff plan and the SROA/Surplus list may be approved at 
different times.

2. Employees compensated on a monthly basis shall be notified thirty (30) calendar days in 
advance of the effective date of layoff. Where notices are mailed, the thirty (30) calendar 
day time period will begin to run on the date of the mailing of the notice. The State 
agrees to notify the Union.no later than sixty (60) calendar days prior to the actual date of 
layoff. The notice to the Union shall also include the reason for the layoff, the area of the 
layoff, the anticipated classifications affected, the total number of employees in each 
affected classification, the estimated number of surplus employees in each classification 
and the proposed effective date of the layoff.
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D. Grievance and Arbitrationi

Any dispute regarding the.interpretation or application of any portion of this layoff provision shall 
be resolved solely through the grievance and arbitration procedure.

E. Transfer or Demotion in Lieu of Layoff

The State may offer affected employees a transfer or a demotion in lieu of layoff pursuant to 
Government Code sections 19997.8 through 19997.10 and applicable DPA rules. If an employee 
refuses a transfer dr demotion, the employee shall be laid off.

F. Reemployment
!

In accordance with Government Code sections 19997.11 and 19997.12, the State shall establish 
a reemployment list by class for all employees who are laid off. Such lists shall take precedence 
over all other types of employment lists for the classes in which employees were laid off. 
Employees shall be certified from department or sub-divisional reemployment lists in accordance 
with section 19056 of the Government Code.

G. State Service Credit for Layoff Purposes
I ' -

In determining seniority scores, one point shall be allowed for each qualifying monthly pay period 
of full-time State service regardless of when such service occurred. A pay period in which a full­
time employee works eleven (11) or more days will be considered a qualifying pay period except 
that when an absence-from State service resulting from a temporary or permanent separation for 
more than eleven (11) consecutive working days falls into two (2) consecutive qualifying pay 
periods, the second pay period shall be disqualified. Veterans will receive additional credits in 
accordance with Government Code section 19997.6.

H. Departmental Vacancies

Departments filling vacancies shall offer positions to employees'facing layoff, demotion in lieu of 
layoff or geographic transfer in accordance with current SROA procedures.

I. Employees who are affected by layoff, reduction in time-base or other similar circumstances 
under this Article will be entitled to continuation of health, dental, and vision benefits pursuant to 
Public Law 99-272, Title X, COBRA.

16.2 Reducing the Adverse Effects of Layoff
Whenever the State determines it necessary to lay off employees, the State and the Union shall meet 
in good faith to explore alternatives to laying off employees such as, but not limited to, voluntary 
reduced work time, retraining, early retirement, and unpaid leaves of absence.

16.3 Alternative to Layoff
The State may propose to reduce the number of hours an employee works as an alternative to layoff. 
Prior to the implementation of this alternative to a layoff, the State will notify and meet and confer with 
the Union to seek concurrence of the usage of this alternative.'

16.4 Military Installations
The State agrees to notify the Union at such time as the State becomes aware of federal government 
plans to regain jurisdiction of military installations currently loaned (or leased) to the State Department 
of the Military.

16.5 Layoff Employee Assistance Program (EAP)
Employees laid off shall be provided services in accordance with the EAP. Such services are term 
limited for six (6) months from the actual date of layoff.
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16.6.3 Special School Teacher Layoff (Unit 3)
In the event a Special School Teacher will be laid off, the Special Schools will consider that teacher 
for vacant teaching positions in other Special Schools which require the same credential.

The Special Schools will endeavor to inform teachers by April 1 of a school year if they intend to layoff 
teachers. This does not preclude a Special School from laying off teachers if notice is not given by 
April 1.

16.7.17 Continuation of Benefits (Unit 17)
Unit 17 employees who are affected by layoff, reduction in time base or other similar circumstances 
under this article will be entitled to continuation of health, dental, and vision benefits pursuant to 
Public Law 99-272, Title X, Consolidation Omnibus Reconciliation Act (COBRA).

ARTICLE 17 - RETIREMENT

17.1 First Tier Retirement Formula (2% at 55) and New First Tier Retirement Formula (2% at age 60)
The Union and the State agree to support legislation that provides the following changes to the 
retirement formula and employee retirement contributions.

A. Effective January 15, 2011, First Tier retirement members first employed by the state would be 
subject to the “New 2010 First Tier Retirement Formula.” The New 2010 First Tier retirement 
formula would not apply to:

• Former state employees who return to state employment on or after January 15, 2011
• State employees hired prior to January 15, 2011 who were subject to the Alternate 

Retirement Program (ARP).
• State employees on approved leave of absence who return to active employment on or after 

January 15, 2011.
• Persons who are already members or annuitants of the California Public Employees 

Retirement System as a state employee.

B. The table below lists the current and New 2010 First Tier age/benefitfactors.

Age At Retirement Current Factors 
(2% At Aqe 55)

New 2010 Factors 
(2% At Aqe 60)

50 1.100 1.092
51 1.280 1.156
52 1.460 1.224
53 1.640 1.296
54 1.820 1.376
55 2.000 1.460
56 2.063 1.552
57 2.125 1.650
58 2.188 1.758
59 2.250 1.874
60 2.313 2.000
61 2.375 2.134
62 2.438 2.272
63 and over 2.500 2.418

C. There are factors for attained quarter ages, such as 52 %. The retirement quarter age/benefit 
factors apply for service rendered on and after the effective date of the 1999-2001 Memorandum 
of Understanding between the State and the Union. The quarter factors also apply to past service 
that is credited under the First Tier, New 2010 First Tier, and the Modified First Tier.

D. Miscellaneous and industrial members shall contribute an additional three percent (3%) 
retirement contribution. Effective November 2, 2010, miscellaneous and industrial members in
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the First Tier retirement or the Alternative Retirement Plan (ARP) subject to social security shall 
contribute eight percent (8%) of monthly compensation in excess of $513 for retirement. 
Miscellaneous and Industrial members in the First Tier retirement or the ARP not subject to social 
security shall contribute nine percent (9%) of monthly compensation in excess of $317 for 
retirement. The additional three percent (3%) employee contribution shall offset the State’s 
contribution beginning November 2, 2010. '

E. New employees hired on or after January 15, 2011, will, after completion of participation in the 
ARP, be subject to the 2% at age 60-retirement formula with benefits based on the highest 
average monthly pay rate during thirty-six (36) consecutive months of employment.

Employees in employment prior to January 15, 2011, will remain subject to the 2%.at age 55 
retirement formula with benefits based on the' highest average monthly pay rate during thirty-six 
(36) consecutive months of employment.

Employees in employment prior to January 1,2007, will remain subject to the 2% at age 55 
retirement formula with benefits based on the highest average monthly pay rate during twelve (12) 
consecutive months of employment.

F. The State and Union agree to support legislation that changes the employee retirement 
contributions for Miscellaneous/Industrial and ARP members effective November 2, 2010. The

1 State and Union also agree to support legislation that changes the retirement formula and method 
of computing the average annual compensation earnable for New Miscellaneous and Industrial 
Members hired on or after January 15, 2011, inclusive of those in the ARP.

17.2 Second-Tier Retirement Plan
The Union and the State agree to participate in the second-tier retirement plan as prescribed by law.

17.3 First Tier Eligibility For Employees In Second Tier
A. The Union and the State (parties) agree that the legislation implementing this agreement shall 

contain language to allow employees who are currently in the Second Tier retirement plan to elect 
to be covered under the First Tier, as described in this article. The parties further agree that the 
provisions of this article will be effective only upon the CalPERS board adopting a Resolution that 
will employ, for the June 30,1998 valuation and thereafter, 95% of the market value of CalPERS’ 
assets as the actuarial value of the assets, and to amortize the June 30,1998 excess assets over 
a twenty (20) year period beginning July 1, 1999. The parties agree to jointly request the 
CalPERS board to extend the twenty (20) year amortization period in the event the cost of these 
benefits or unfavorable returns on investments results in an increased employer contribution by 
the State.

B. The legislative language would allow an employee to exercise the Tier 1 right of election during a 
period following the effective date of this agreement. An employee who makes this election would 
then be eligible to purchase past Second Tier service. The parties will work with CalPERS to 
establish a more flexible purchase provisions for employees. These include, but are not limited 
to, increasing the installment period from 96 months (8 years) to 144 months (12 years), and 
allowing employees to purchase partial amounts of service.

C. New employees who meet the criteria for CalPERS membership would have the right to be 
covered under the First Tier plan within one hundred eighty (180) days of the date of their 
appointment. If a new employee does not make an election for First Tier coverage, he/she would 
be enrolled in the Second Tier plan.

D. Employees who purchase their past service would be required to pay the amount of contributions 
they would have paid had they been First Tier members during the period of service that they are 
purchasing. As required by CalPERS law, the amount will then include interest at six percent 
(6%), annually compounded.

17.4 State Safety Retirement and New 2010 Retirement Formula
A. The Union and the State agree to support legislation that provides the following changes to the 

retirement formula and employee retirement contributions.
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Effective with January 15, 2011, state safety retirement members first employed by the state 
would be subject to the “New 2010 State Safety Retirement Formula.” The New 2010 retirement 
formula would not apply to:

• Former state employees who return to state employment on or after January 15, 2011.
• State employees hired prior to January 15, 2011 who were subject to the Alternate 

Retirement Program (ARP).
• State employees on approved leave of absence who return to active employment on or after 

January 15, 2011.
• Persons who are already members or annuitants of the California Public Employees 

Retirement System as a state employee.

B. The table below lists the current and New 2010 State Safety age/benefit factors.

Age At Retirement Current Factors 
(2.5 % At Age 55)

New 2010 State Safety
Factors
(2% At Age 55)

50 1.700 1.426
51 1.800 1.522
52 1.900 1.628
53 2.000 1.742
54 2.250 1.866
55 and over 2.500 2.000

C. There are factors for attained quarter ages, such as 52 %. The retirement quarter age/benefit 
factors apply for service rendered on and after the effective date of the 1999-2001 Memorandum 
of Understanding between the State and the Union. The quarter factors also apply to past service 
that is credited under State Safety retirement category.

D. State Safety members shall contribute an additional three percent (3%) retirement contribution. 
Effective November 2, 2010, State Safety members shall contribute nine percent (9%) of monthly 
compensation in excess of $317 for retirement. The additional three percent (3%) employee 
contribution shall offset the State’s contribution beginning November 2, 2010.

E. New employees hired on or after January 15, 2011, will, be subject to the 2% at age 55 retirement 
formula with retirement benefits base on the highest average monthly pay rate during the thirty-six 
(36) consecutive months of employment. Employees in employment prior to January 15, 2011, 
will remain subject to the 2.5% @ 55 retirement formula with benefits based on the highest 
average monthly pay rate during thirty-six (36) consecutive months of employment. Employees 
hired prior to January 1, 2007, will remain subject to the 2.5% at age 55 retirement formula with 
benefits based on the highest average monthly pay rate during twelve (12) consecutive months of 
employment.

F. The State and Union agree to support legislation that changes the employee retirement 
contributions for State Safety members effective November 2, 2010. The State and Union also 
agree to support legislation that changes the retirement formula and method of computing the 
average annual compensation earnable for New State Safety Members hired on or after January 
15,2011.

17.5 Intentionally Excluded

17.6 State Safety Retirement
A. Enrollment in the State Safety Retirement category shall be prospective only and prior service 

shall remain under the miscellaneous retirement category.
B. Nothing in this section shall be covered by Government Code section 20047 “Enhanced Industrial 

Disability Retirement.”

17.7 Enhanced Industrial Disability
Eligible employees shall be covered by Government Code section 20047 “Enhanced Industrial 
Disability Retirement.”
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17.8 Employer-Paid Employee Retirement Contributions
The purpose of this article is to implement the provisions contained in section 414(h) (2) of the Internal 
Revenue Code concerning the tax treatment of employee retirement contributions paid by the State of 
California on behalf of employees in Bargaining Units 1,3, 4,11,14,15,17,20, and 21. Pursuant to 
section 414(h) (2) contributions to a pension plan, although designated under the plan as employee 
contributions, when paid by the employer in lieu of contributions by the employee, under 
circumstances in which the employee does not have the option of choosing to receive the contributed 
amounts directly instead of having them paid by the employer, may be excluded from the gross 
income of the employee until these amount are distributed or made available to the employee.

Implementation for section 414(h) (2) is accomplished through reduction in wages pursuant to the 
provisions of this article.

1. Definitions. Unless the context otherwise requires, the definitions in this article govern the 
construction of this article.

a. “Employees.” The term “employees” shall mean those employees of the State of 
California in Bargaining Units 1,3, 4, 11,14,15,17,20, and 21 who make 
contributions to the STRS/CalPERS.

b. “Employee Contributions." The term “employee contributions” shall mean those 
contributions to the STRS/CalPERS which are deducted from the salary of 
employees and credited to individual employee’s accounts.

c. “Employer.” The term “employer” shall mean the State of California.
d. “Gross Income.” The term “gross income” shall mean the total compensation paid 

to employees in Bargaining Units 1, 3, 4,11,14,15,17,20, and 21 by the State of 
California as defined in the Internal Revenue Code and rules and regulation 
established by the IRS.

e. “Retirement System." The term “retirement system” shall mean the STRS as made 
applicable to the State of California under the provisions of the State Teachers’ 
Retirement Law (California Education Code section 22000, et seq,) and CalPERS 
as made applicable to the State of California under the provisions of the California 
Public Employees’ Retirement Law (California Government Code Section 20000, 
et seq,).

f. “Wages.” The term “wages” shall mean the compensation prescribed in this
Agreement.

2. Pick Up to Employee Contributions

a. Pursuant to the provision of this Agreement, the Employer shall make employee 
contributions on behalf of employees, and such contribution shall be treated as 
employer contribution in determining tax treatment under the Internal Revenue 
Code of the United States. Such contributions are being made by the employer in 
lieu of employee contributions.

b. Employee contributions made under paragraph A of this article shall be paid from 
the same source of funds as used in paying the wages of affected employees.

c. Employee contributions made by the employer under paragraph A of this article 
shall be treated for all purposes other than taxation in the same manner and to the 
same extent as employee contributions made prior to the effective date of this 
Agreement.

d. “The employee does not have the option to receive the employer contributed 
amounts paid pursuant to this Agreement directly instead of having them paid to 
the retirement system.”

3. Wage Adjustment
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Notwithstanding any provision in this Agreement on the contrary, the wages of employees 
shall be reduced by the amount of employee contributions made by the employer 
pursuant to the provisions thereof.

4. Limitations To Operability

This article shall be operative only as long as the State of California pick up of employee 
retirement contributions continues to be excludable from gross income of the employee 
under the provisions of the Internal Revenue Code.

5. Non-arbitrability

The parties agree that no provisions of this article shall be deemed to be arbitrable under 
the grievance and arbitration procedure contained in this Agreement.

17.9 Intentionally Excluded

17.10 1959 Survivor’s Benefits - Fifth Level
A. Employees who are members of the Public Employee Retirement System will be covered under 

the Fifth Level of the 1959 Survivor’s Benefit, which provides a death benefit in the form of a 
monthly allowance to the eligible survivor in the event of death before retirement. This benefit will 
be payable to eligible survivors of current employees who are not covered by Social Security and 
whose death occurs on or after the effective date of the memorandum of understanding for this 
section.

B. Pursuant to Government Code section 21581 (c), the contribution for employees covered under 
this new level of benefits will be two dollars ($2) per month as long as the combined employee 
and employer cost for this program is ($4) per month or less per covered member. If the total cost 
of this program exceeds ($4) per month per member, the employee and employer shall share 
equally the cost of the program.

The rate of contribution for the State will be determined by the PERS board. 

C. The survivor’s benefits are detailed in the following schedule:

1. A spouse who has care of two (2) or more eligible children, or three (3) or more eligible
children not in the care of spouse:...................... ($1800).

2. A spouse with one eligible child, or two (2) eligible children not in the care of the spouse:
................. .......($1500).

3. One eligible child not in the care of the spouse; or the spouse, who had no eligible
children at the time of the employee’s death, upon reaching age sixty (60):.....................
($750).

17.11.21 Education Leave: Conversion at Retirement (Unit 21)
The State and the Union agree to the implementation that would allow the conversion of educational 
leave into retirement service credit under the CalPERS. Upon the retirement of an employee whose 
educational leave balance was not limited, as specified in article 8.28.21, all of the accrued hours of 
educational leave will be converted to CalPERS service. This conversion shall be at the same rate of 
conversion as is presently done with sick leave. ^

Unused Education Leave for State Members.

Pursuant to Government Code section 20963.1, a Unit 21 employee whose effective date of 
retirement is within four (4) months of separation from employment of the State, shall be credited at 
his or her retirement with 0.004 year of service for each unused day of educational leave credit, as 
certified to the board by the employer. The provisions of this section shall be effective for eligible
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State members who retire directly from State employment on and after January 1, 2000, provided a 
MOU has been agreed on by the State employer and the recognized employee organization to 
become subject to this section.

17.12.21 Retirement Systems: State Teachers’ Retirement System (STRS) and Public Employees’ 
Retirement System (PERS) (Unit 21)
The State and the Union agree to expansion of the provisions of Chapter 838, statutes of 1997 to 
include all State employees who are eligible for membership in both STRS and PERS.

17.13 Exclusion of Sustained Superior Accomplishment
The parties agree that payments made under the sustained superior accomplishment award program 
will not be considered as compensation for purposes of retirement.

s

ARTICLE 18 - PERMANENT INTERMITTENTS

18.1 Permanent Intermittents (PI)
A. Except as otherwise provided in this agreement (e.g. article 22, article 23, etc.), a PI position or 

appointment is a position or appointment in which the employee is to work periodically or for a 
fluctuating portion of the full-time work schedule. A PI employee may work up to one thousand 
five hundred (1,500) hours in any calendaryear based upon Government Code section 19100 et 
seq. The number of hours and schedule of work shall be determined based upon the operational 
needs of each department.

B. SPB rule 277 is one of the many employment alternatives the appointing power may use to fill 
vacant positions within a competitive selection process. When filling permanent full-time 
vacancies, a department shall consider eligible permanent intermittent employees within the 
classification.

C. Each department may establish an exclusive pool of PI employees based upon operational need.
D. Each department shall endeavor to provide a PI employee with seven (7) calendar days but in no 

case less than seventy-two (72) hours notice of their work schedule, except when they are called 
in to fill in for unscheduled absences or for unanticipated operational needs.

E. Upon mutual agreement, a department head or designee may grant a Pi employee a period of 
non-availability not to exceed twelve (12) months during which the employee may not be given a 
waiver. The period of non-availability may be revoked based on operational needs. An employee 
on non-available status who files for unemployment insurance benefits shall be immediately 
removed from such status.

F. A PI employee will become eligible for leave credits in the following manner:

1. Sick Leave - A PI employee who has completed one hundred sixty (160) hours of paid 
employment will be eligible for up to eight (8) hours of sick leave credit with pay. The 
hours in excess of one hundred sixty (160) hours in a qualifying monthly pay period shall 
not be counted or accumulated. On the first day of the qualifying monthly pay period 
following the completion of each period of paid employment, the permanent intermittent 
employee shall earn eight (8) hours of credit for sick leave with pay subject to the 
following provisions: \

a. Sick leave may be requested and taken in fifteen (15) minute increments.
b. A permanent intermittent employee shall not be removed from scheduled work 

hours because he/she is on sick leave.
c. The administration of sick leave for PI employees shall be in accordance with 

article 8, section 8.2, Sick Leave.

Vacation Leave - A PI employee will be eligible for vacation leave credit with pay on the 
first day of the following qualifying monthly pay period following completion of nine 
hundred sixty (960) hours of compensated work. Thereafter, a PI employee will be 
eligible for vacation credit with pay in accordance with the schedule in article 8, section 
8.1(A), on the first day of the qualifying monthly pay period following completion of each
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period of one hundred sixty (160) hours of paid employment. The hours in excess of one 
hundred sixty (160) hours in a qualifying monthly pay period shall not be counted or 
accumulated. When it is determined that there is a lack of work, a department head or 
designee may:

a. Pay the PI employee in a lump-sum payment for accumulated vacation leave 
credits; or

b. By mutual agreement, schedule the PI employee for vacation leave; or
c. Allow the PI employee to retain his/her vacation credits; or
d. Effect a combination of a, b, or c above.
e. A PI employee will be subjected to the provisions of article 8.1, Vacation/Annual 

Leave.

3. Annual Leave - A PI employee will be eligible for annual leave credit with pay, on the first 
day of the following qualifying monthly pay period following completion of nine hundred 
sixty (960) hours of compensated work. Thereafter, a PI employee will be eligible for 
annual leave credit with pay in accordance with the schedule in section 8.1C, on the first 
day of the qualifying monthly pay period following completion of each period of one 
hundred sixty (160) hours of paid employment. The hours in excess of one hundred sixty 
(160) hours in a qualifying monthly pay period shall not be counted or accumulated.
When it is determined that there is a lack of work, a department head or designee may;

a. Pay the PI employee in a lump-sum payment for accumulated annual leave credits; 
or

b. By mutual agreement, schedule the PI employee for annual leave; or
c. Allow the PI employee to retain his/her annual leave credits; or
d. Effect a combination of a, b, or c, above
e. A PI employee will be subject to the provisions of article 8.1 Vacation/Annual 

Leave.

4. Holidays -

a. A PI employee will be eligible for holiday pay on a pro rata basis, based on hours 
worked during the pay period for observed holidays specified in article 7 of this 
Contract in accordance with the following chart. If a PI employee works on the 
holiday, the employee shall also receive his/her hourly rate of pay for each hour 
worked unless the provisions:of article 19.2(B) apply.

Hours on Pay Status During
Pay Period

Holiday Compensation in Hours for 
Each Holiday

0-10.9 0
11-30.9 1
31-50.9 2
51-70.9 3
71-90.9 4
91-110.9 5
111-130.9 6
131-150.9 7
151 or over 8*

*Notwithstanding any other provision, an employee can only accrue up to eight (8) 
hours of holiday credit per holiday.

b. When a PI employee in WWG 2 is required to work on an observed holiday, and 
the employee works one hundred fifty-one (151) or more hours in that pay period, 
the employee shall receive holiday compensation in accordance with article 7(G).
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5. Bereavement Leave - A PI employee may only be granted bereavement leave in 
accordance with article 8, section 8.3, if scheduled to work on the day(s) for which the 
leave is requested and only for the number of hours the employee is scheduled to work 
on the day or days. A PI employee shall not be removed from scheduled work hours 
because he/she is on bereavement leave.

6. Jury Duty - A PI employee shall only be granted jury duty leave in accordance with 
section 8.14 if the employee is scheduled to work on the day(s) in which the service 
occurs and only for the number of hours the employee is scheduled to work on the day or 
days. If payment is made for such time off, the employee is required to remit to the State 
the fee(s) received. A PI employee shall not be removed from scheduled work hours 
because he/she is on jury duty. When night jury duty is required of a PI employee, the 
employee shall be released without loss of compensation for such portion of required time 
that coincides with the permanent intermittent employee’s work schedule. This includes
a ny necessa ry travel ti me.

7. State Disability Insurance (SDI) - PI employees shall be covered under the SDI benefit in 
accordance with section 9.17.

8. Mentoring Leave - A PI employee shall be eligible for Mentoring Leave in accordance with 
article 8, section 8.17, Mentoring Leave.

G. Monthly paid PI employees shall be paid by the 15th of each month.
H. Dental Benefits - A PI employee will be eligible for dental benefits during each calendar year if the 

employee has been credited with a minimum of four hundred eighty (480) paid hours in one of two 
(2) control periods. To continue benefits, a permanent intermittent employee must be credited 
with a minimum of four hundred eighty (480) paid hours in a control period or nine hundred sixty 
(960) paid hours in two (2) consecutive control periods. For the purposes of this section, the 
control periods are January 1 through June 30 and July 1 through December 31 of each calendar 
year. An eligible PI employee must enroll in a dental benefit plan within sixty (60) days from the 
end of the qualifying control period.

I. Health Benefits - A PI employee will be eligible for health benefits during each calendar year if the 
employee has been credited with a minimum of four hundred eighty (480) paid hours in one of two 
(2) control periods. To continue benefits, a PI employee must be credited with a minimum of four 
hundred eighty (480) paid hours in a control period or nine hundred sixty (960) paid hours in two 
(2) consecutive control periods. For the purposes of this section, the control periods are January
1 through June 30 and July 1 through December 31 of each calendar year. An eligible PI 
employee must enroll in a health benefit plan within sixty (60) days from the end of the qualifying 
control period.

J. Vision Service Plan - A PI employee will be eligible for the State’s vision services plan during 
each calendar year if the employee has been credited with a minimum of four hundred eighty 
(480) paid hours in one of two (2) control periods. To continue benefits, a PI employee must be 
credited with a minimum of four hundred eighty (480) paid hours in a control period or nine 
hundred sixty (960) paid hours in two (2) consecutive control periods. For the purposes of this 
section, the control periods are January 1 through June 30 and July 1 through December 31 of 
each calendar year. An eligible PI employee must enroll in the vision service plan within sixty (60) 
days from the end of the qualifying control period.

K. PI employees will be entitled to continuation of health, dental, and vision benefits pursuant to 
Public Law 99-272, Title X, COBRA.

L. Flex/Elect Program - PI employees may only participate in the Pre-Tax Premium and/or the Cash 
Option for medical and/or dental insurance. PI employees choosing the Pre-Tax Premium must 
qualify for State medical and/or dental benefits. PI employeeschoosing the Cash Option will 
qualify if they work at least one-half (14) time, have an appointment for more than six (6) months, 
and receive credit for a minimum of four hundred eighty (480) paid hours within the six (6) month 
control period of January 1 through June 30 of the plan year in which they are enrolled.

M. The call-in/scheduling of a PI employee and the hours of work an individual PI employee may 
receive shall be applied without prejudice or personal favoritism. Each, work site shall post the PI 
schedule and record of PI hours worked per week on an ongoing and weekly basis.
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N. A PI employee that is offered a permanent full-time or part time job within a department shall not 
be denied release from their PI employee position by management.

O. All remaining conditions of employment that relate to the PI employee shall be administered in 
accordance with existing rules and regulations, unless modified by this Contract.

18.2.1 EDD Pi’s Conversion and Ratio (Unit 1)
The ratio over a fiscal year of Employment Program Representative (EPR)/Disability Insurance 
Program Representatives (DIPR) PI employees to permanent full-time employees within the EDD 
shall be as follows:

A. No more than twenty percent (20%) of EPRs in the Job Service Field Division will be Permanent 
Intermittent (PI).

B. No more than fifteen percent (15%) of DIPRs in the Dl Branch will be PI.
C. No more than ten percent (10%) of EPRs in the Unemployment Insurance Division Adjudication 

Center, including the Special Claims Office, will be PI..
D. No more than thirty-five percent (35%) of the EPRs in the Unemployment Insurance Claims 

Processing Division, which includes the Ul Call Centers and Authorization Centers, will be PI.

In the event of a significant economic change which results in a change in workload or a reduction in 
available resources, EDD will notice the Union of this change so that the parties may meet and confer 
on the impact.

18.3.4 Seasonal Clerk (Unit 4)
A. The Seasonal Clerk, classification code 1120, is a non-testing, Temporary Authorization (TAU)

appointment. In accordance with Government Code Sections 19063 through,19063.8, priority 
consideration shall be given to individuals receiving public assistance under the CaIVyORKS 
program. /

B. Employees appointed to the classification of Seasonal Clerk work periodically or for a fluctuating 
portion of time as an hourly employee. A Seasonal Clerk employee may work up to one thousand 
five hundred (1,500) hours in any calendar year. The number of hours and schedule of work shall 
be determined based upon the operational needs of each department.

C. Each department shall endeavor to provide a Seasonal Clerk employee notice of seven (7) 
calendar days but in no case less than seventy-two (72) hours notice of their work schedule, 
except when they are called in to fill in for unscheduled absences or for unanticipated operational 
needs.

D. The call-in/scheduling of a Seasonal Clerk employee and the hours of work an individual 
Seasonal Clerk employee may receive shall be applied without prejudice or personal favoritism.

E. Seasonal Clerk work schedules will be provided to the individual and posted on a monthly basis.
F. The following articles/sections of the Memorandum of Understanding (MOU) as they apply to Unit 

4, unless stipulated otherwise, shall also apply to Seasonal Clerks.

PREAMBLE
Article 1-RECOGNITION
1.1 Recognition
1.2.4Designation of Confidential Positions (Unit 4)

Article 2-UNION REPRESENTATION RIGHTS
2.1 Union Representation
2.2 Access
2.3 Use of State Equipment
2.4 Distribution of Union Information
2.5 Use of State Facilities
2.6 Steward Time Off
2.7 Employee Time Off
2.8 Union Steward Protection
2.9 Union Information Packets
2.10 Orientation

214



Article 3-UNION SECURITY
3.1 Union Security r
3.2 Release of Home Addresses: Non-Law Enforcement Employees

Article 4-STATE’S RIGHTS
4.1 State's Rights

Article 5-GENERAL PROVISIONS
5.1 No Strike
5.2 No Lockout
5.3 Individual Agreements Prohibited
5.4 Savings
5.5 Reprisals
5.6 Supersession
5.7 Non-Discrimination
5.8 Sexual Harassment
5.9 Joint Labor/Management Committee on Discrimination (JLMCD)
5.10 Labor/Management Committee
5.11 Dignity Clause '

Article 6-GRIEVANCE AND ARBITRATION PROCEDURES
6.1 Purpose
6.2 Definitions
6.3 Time Limits
6.4 Waiver of Steps
6.5 Presentation
6.6 Informal Discussion
6.7 Formal Grievance - Step 1
6.8 Formal Grievance - Step 2
6.9 Formal Grievance - Step 3
6.10 Response

J6.11 Formal Grievance-Step4
6.12 Grievance Review
6.13 AWOL Hearing Back Pay
6.14 Mini-Arbitration Procedure

Article 7-HOLIDAYS
(As specified in section G of Article 18.3.4)

Article 8-LEAVES
8.1 Vacation/Annual Leave
8.2 Sick Leave
8.3 Bereavement Leave 
8.6 Union Leave
8.10 Release Time for State Civil Service Examinations
8.11 Release Time for SBP Hearings
8.12 Leave Credits Upon Transfer in State Service
8.13 Court Appearance and/or Subpoenas
8.14 Jury Duty
8.16 Family Medical Leave Act (FMLA)
8.18 Work and Family Participation 
8.20 Blood Donation Programs
(As specified in Section G (1), (2), (4), and (5), of Article 18.3.4)

Article 9-HEALTH AND WELFARE 
9.5 Employee Assistance Program (EAP)
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9.9 Presumptive Illness
9.10 Employee Injury on the Job
9.13 Long-Term Care Insurance Plan
9.14 Temporarily Disabled Employees
9.15 Industrial Disability Leave (IDL)
9.16 Group Legal Service

Article 10-HEALTH AND SAFETY
10.1 Health and Safety Commitment
10.2 Health and Safety Committees
10.3 Occupational Hazards
10.4 Injury and Illness Prevention Programs (IIPP)
10.6 Emergency Evacuation Procedures
10.7 Protective Clothing
10.9 Safety Equipment
10.10 Medical Monitoring
10.11 Hazardous Materials
10.12 Employee Restroom Facilities 
10.19 Assaultive Behavior
10.21 Workplace Violence Prevention
10.22 Computer Work Stations
10.23 Independent Medical Examinations
10.27 Remodeling/Renovations and Repairs
10.28 Pest Control
10.29 Smoking Cessation
10.30 1 Health and Safety Grievances

Article 11-SALARIES 
11.1 Salaries
11.3 Salary Definitions
11.4 Timely Payment of Wages
11.7 Merit Salary Adjustments (MSA)
11.8 Night Shift Differential
11.9 Bilingual Differential Pay
11.10 Sustained Superior Accomplishment Awards
11.11 Union-Management Committee on State Payroll System
11.12 Deferred Compensation Plans
11.13 Tax Deferral of Lump Sum Leave Cash Out Upon Separation 
11.17 Recruitment and Retention Differentials

Article 12-ALLOWANCES AND REIMBURSEMENTS
12.1 Business and Travel Expense
12.2 Moving and Relocation Expenses
12.3 Parking Rates
12.4 Commute Program
12.5 Transportation Incentives 
12.9.4 Overtime Meal Allowance
12.10 Damaged or Destroyed Personal Property
12.11 Uniform Replacement Allowance
12.13 Tools, Business Equipment, Materials and Supplies

Article 13-CAREER DEVELOPMENT
13.1
13.2
13.3 
13.7.4

Performance and Evaluation Materials 
Personal Performance Session
Joint Apprenticeship Committee 
Performance Standards (Unit 4)
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Article 14-CLASSIFICATION
14.1 Classification Changes
14.2 Out-of-Classification Grievances and Position Allocation Hearing Process
14.3 Classification/Pay Data
14.4.4 Duty Statements, Post Orders, and Work Instructions
14.5 Automation and New Technology
14.6 Job Announcements 
14.8 Contracting Out

Article 17-RETIREMENT
17.1 First Tier Retirement Formula (2% @ 55)
17.2 Second Tier Retirement Plan
17.4 State Safety Retirement
17.6 Safety Retirement
17.7 Enhanced Industrial Retirement
17.8 Employer-Paid Employee Retirement Contributions
17.10 1959 Survivor’s Benefits - Fifth Level

Article 19-HOURS OF WORK AND OVERTIME
19.2 Overtime
19.3.4 Rest Periods
19.4 Meal Periods
19.5 Set Up/Shut Down
19.11 Call Back Time
19.12 Standby Time

Article 24 -ENTIRE AGREEMENT AND DURATION
24.1 Entire Agreement
24.2 Duration

SIDE LETTERS
Side Letter 3 Domestic Partner
Side Letter 9.4 Employee Recognition and Morale Program - FTB and BOE 

ADDENDUM I
Time off for Victims of Domestic Violence

G. Unless otherwise stipulated above, a Seasonal Clerk employee will become eligible for leave 
credits in the following manner:

1. Sick Leave - A Seasonal Clerk employee who has completed one hundred sixty (160) 
hours of paid employment will be eligible for up to eight (8) hours of sick leave credit with 
pay. The hours in excess of one hundred sixty (160) hours in a qualifying monthly pay 
period shall not be counted or accumulated. On the first day of the qualifying monthly pay 
period following the completion of each period of paid employment, the seasonal clerk 
employee shall earn eight (8) hours of credit for sick leave with pay subject to the 
following provisions:

a. Sick leave may be requested and taken in fifteen (15) minute increments.
b. A seasonal clerk employee shall not be removed from scheduled work hours 

because he/she is on sick leave.
c. The administration of sick leave for seasonal clerk employees shall be in 

accordance with article 8, section 8.2, Sick Leave.

2. Vacation/Annual Leave - A Seasonal Clerk employee will be eligible for vacation/annual 
leave credit with pay on the first day of the following qualifying monthly pay period
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following completion of nine hundred sixty (960) hours of compensated work. Thereafter, 
a Seasonal Clerk employee will be eligible for vacation/annual leave credit with pay in 
accordance with the schedule in article 8, section 8.1 (A), on the first day of the qualifying 
monthly pay period following completion of each period of one hundred sixty (160) hours 
of paid employment. The hours in excess of one hundred sixty (160) hours in a qualifying 
monthly pay period shall not be counted or accumulated. When it is determined that 
there is a lack of work, a department head or designee may:

a. Pay the Seasonal Clerk employee in a lump-sum payment for accumulated 
vacation/annual leave credits; or

b. By mutual agreement, schedule the Seasonal Clerk employee for vacation/annual 
leave; or

c. Allow the Seasonal Clerk employee to retain his/her vacation/annual credits; or
d. Effect a combination of a, b, or c above.
e. A Seasonal Clerk employee will be subject to the provisions of article 8.1, 

Vacation/Annual Leave.

3. Holidays -

a. A Seasonal Clerk employee will be eligible for holiday pay on a pro rata basis, 
based on hours worked during the pay period for observed holidays specified in 
Article 7 of this Contract in accordance with the following chart. If a Seasonal

' Clerk employee works on the holiday, the employee shall also receive his/her 
/ hourly rate of pay for each hour worked unless the provisions of article 19.2(B) 

apply.

Hours on pay Status Holiday Compensation in
During Pay Period Hours for Each Holiday ,

0-10.9 0
11-30.9 1 .
31-50.9 2
51-70.9 3
71-90.9 4
91-110.9 5
111-130.9 6
131-150.9 7
151 or over 8*

‘Notwithstanding any other provision, an employee can only accrue up to eight 
(8) hours of holiday credit per holiday.

b. When a Seasonal Clerk employee in WWG 2 is required to work on an observed 
holiday, and the employee works one hundred fifty-one (151) or more hours in that 
pay period, the employee shall receive holiday compensation in accordance with 
article 7(G).

4. Bereavement Leave - A Seasonal Clerk employee may only be granted bereavement 
leave in accordance with article 8, section 8.3 without pay, if scheduled to work on the 
day(s) for which the leave is requested and only for the number of hours the employee is 
scheduled to work on the day or days. A Seasonal Clerk employee shall not be removed 
from scheduled work hours because he/she is on bereavement leave. A seasonal clerk 
may elect to use available leave balances to receive compensation for leave time.

5. Jury Duty - A Seasonal Clerk employee shall only be granted jury duty leave in 
accordance with section 8.14 if the employee is scheduled to work on the day(s) in which
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the service occurs and only for the number of hours the employee is scheduled to work 
on the day or days. If payment is made for such time off, the employee is required to remit 
to the State the fee(s) received. A Seasonal Clerk employee shall not be removed from 
scheduled work hours because he/she is on jury duty. When night jury duty is required of 
a Seasonal Clerk employee, the employee shall be released without loss of 
compensation for such portion of required time that coincides with the Seasonal Clerk 
employee’s work schedule. This includes any necessary travel time.

6. State Disability Insurance (SDI) - Seasonal clerk employees shall not be covered under 
the SDI benefit.

H. Monthly paid Seasonal Clerk employees shall be paid by the 15th of each month.
I. A Seasonal Clerk employee that is offered a permanent full time or part-time job within a 

department shall not be denied release from their Seasonal Clerk employee position by 
management.

J. All remaining conditions of employment that relate to the Seasonal Clerk employee shall be 
administered in accordance with existing laws, rules and regulations, unless modified by this 
Contract.

K. Seasonal Clerk Shift Differential
1. Bargaining unit employees who regularly work shifts shall receive a night shift differential

as set forth below: 7

a. Employees shall qualify for the first night shift pay differential of forty-five cents 
($.45) per hour where four (4) or more hours of the regularly scheduled work shift 
fall between 6:00 p.m. and 12:00 midnight.

b. Employees shall qualify for the second night shift pay differential of fifty-five ($.55) 
per hour where four (4) or more hours of the regularly scheduled work shift fall 
between 12:00 midnight and 6:00 a.m.

2. A “regularly scheduled work shift” are those regularly assigned work hours established by 
the department director or designee.

ARTICLE 19 - HOURS OF WORK AND OVERTIME '

19.1 Hours of Work (Excludes Units 3,17, and 21)
A. Unless otherwise specified herein, the regular workweek of full-time employees shall be forty (40) 

hours, Monday through Friday, and the regular work shift shall be eight (8) hours.
B. Workweeks and work shifts of different numbers of hours may be established by the employer in 

order to meet varying needs of the State agencies.
C. Employees’ workweeks and/or work shifts shall not be permanently changed by the State without 

adequate prior notice. The State shall endeavor to give thirty (30) calendar days but in no case 
less than fifteen (15) calendar days notice.

D. The State shall endeavor to provide employees with at least five (5) working days advance notice 
of a temporary change in their workweek hours and workday. This advance notice is not required 
if:

1. The change is due to an unforeseen operational need; or
2. The change is made at the request of the employee.

E. Classifications are assigned to the workweek groups as shown in the Lists of Classifications
attached to this Contract. ..

F. Workweek group policy for Fair LaborBtandards Act (FLSA) - Exempt/Excluded Employees:

State employees who are exempt/excluded from the FLSA are not hourly workers. The 
compensation they receive from the State is based on the premise that they are expected to work 
as many hours as is necessary to provide the public services for which they were hired.
Consistent with the professional status of these employees, they are accountable for their work 
product, and for meeting the objectives of the agency for which they work.
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Following is the State’s policy for all employees exempt/excluded from the FLSA:

1. Management determines, consistent with the current Contract the products, services, and 
standards which must.be met by FLSA - exempt/excluded employees;

2. The salary paid to FLSA - exempt/excluded employees is full compensation for all hours 
worked in providing the product Or service;

3. FLSA - exempt/excluded employees are not authorized to receive any form of overtime 
compensation, whether formal or informal;

4. FLSA - exempt/excluded employees are expected to work, within reason, as many hours 
as necessary to accomplish their assignments or fulfill their responsibilities and must 
respond to directions from management to complete work assignments by specific 
deadlines. FLSA exempt/excluded employees may be required to work specific hours to 
provide services when deemed necessary by management;

5. FLSA - exempt/excluded employees shall not be charged paid leave or docked for 
absences in less than whole-day increments. Less than full-time employees shall be 
charged time proportionate to their scheduled hours of work. Record keeping for 
accounting, reimbursements, or documentation relative to other applicable statutes, such 
as the FMLA, is permitted.

6. FLSA - exempt/excluded employees shall not be suspended for less than five (5) days 
when facing discipline;

7. With the approval of the appointing power, FLSA - exempt/excluded employees may be 
allowed absences with pay for one or more whole days due to excessive work load or 
other special circumstances without charging leave credits;

8. Subject to prior notification and management concurrence, FLSA exempt/excluded 
employees may alter their work hours. Employees are responsible for keeping 
management apprised of their schedule and whereabouts. Prior approval from 
management for the use of formal leave (e.g. , vacation, sick leave, personal leave, 
personal day) for absences of an entire day or more is required.

19.1.3 Hours of Work (Unit 3)
A. Unless otherwise specified herein, the regular workweek of full-time employees shall be forty (40) 

hours, Monday through Friday, and the regular work shift shall be eight (8) hours.
B. Workweeks and work shifts of different numbers of hours may be established by the employer in 

order to meet varying needs of the State agencies.
C. Employees' workweeks and/or work shifts shall not be permanently changed by the State without 

adequate prior notice. The State shall endeavor to give thirty (30) calendar days but in no case 
less than fifteen (15) calendar days notice.

D. The State shall endeavor to provide employees with at least five (5) working days advance notice 
of a temporary change in their workweek hours and workday. This advance notice is not required 
if:

1. The change is due to an unforeseen operational need; or
2. The change is made at the request of the employee.

E. Classifications are assigned to the workweek groups as shown in the Lists of Classifications 
attached to this Contract.

F. Workweek group policy for Fair Labor Standards Act (FLSA) - Exempt/Excluded Employees:

State employees who are exempt/excluded from the FLSA are not hourly workers. The 
compensation they receive from the State is based on the premise that they are expected to work 
as many hours as is necessary to provide the public services for which they were hired. 
Consistent with the professional status of these employees, they are accountable for their work 
product, and for meeting the objectives of the agency for which they work.

Following is the State’s policy for all employees exempt/excluded from the FLSA:
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1. Management determines, consistent with the current Contract the products, services, and 
standards which must be met by FLSA - exempt/excluded employees;

2. The salary paid to FLSA - exempt/excluded employees is full compensation for all hours 
worked in providing the product or service;

3. FLSA - exempt/excluded employees are not authorized to receive any form of overtime 
compensation, whether formal or informal;

4. FLSA - exempt/excluded employees are expected to work, within reason, as many hours 
as necessary to accomplish their assignments or fulfill their responsibilities and must 
respond to directions from management to complete work assignments by specific 
deadlines. FLSA exempt/excluded employees may be required to work specific hours to 
provide services when deemed necessary by management;

5. FLSA - exempt/excluded employees shall not be charged paid leave or docked for 
absences in less than whole-day increments. Less than full-time employees shall be 
charged time proportionate to their scheduled hours of work. Record keeping for 
accounting, reimbursements, or documentation relative to other applicable statutes, such 
as the FMLA, is permitted.

For Unit 3 employees: partial day absences for medical appointments should be scheduled 
during non-student contact time unless otherwise authorized by management.

6. FLSA - exempt/excluded employees shall not be suspended for less than five (5) days 
when facing discipline;

7. With the approval of the appointing power, FLSA - exempt/excluded employees may be 
allowed absences with pay for one or more whole days due to excessive work load or 
other special circumstances without charging leave credits;

8. Subject to prior notification and management concurrence, FLSA exempt/excluded 
employees may alter their work hours. Employees are responsible for keeping 
management apprised of their schedule and whereabouts. Prior approval from 
management for the use of formal leave (e.g., vacation, sick leave, personal leave, 
personal day) for absences of an entire day or more is required.

19.1.17 Hours of Work (Unit 17)
The regular work week of full-time Unit 17 employees shall be forty (40) hours and eight (8) hours per 
day. Work weeks and work days of a different number of hours may be scheduled by the State in 
order to meet the varying needs of the State. '

19.1.21 Hours of Work (Unit 21)
A. Employees in Work Week Group (WWG) 2 required to work in excess of forty (40) hours per week 

shall be compensated for such ordered overtime either by cash payment or compensating time off 
(CTO) in the following manner:

1. Cash compensation shall be at one and one-half (VA) times the hourly rate.
2. Compensating time off shall be authorized at one and one-half (1.5) hours for each 

overtime hour worked.
3. Employees in classes assigned to WWG 2 shall be compensated for ordered overtime of 

at least one-quarter (14) hour at any one time. Overtime will be credited on a one-quarter 
(!4) hour basis with a full quarter of an hour credit granted if half or more of the period is 
worked. Smaller fractional units will not be accumulated.

B. Overtime may be compensated on a cash or CTO basis at the discretion of the department head , 
or designee. Both parties agree and understand that a different type of overtime payment (cash or 
CTO) may be provided to employees at different times and may even be different for employees 
in the same or similar situations.
Notwithstanding any other provision of the MOU, for the purpose of computing the number of 
hours worked, time when an employee is excused from work because of holidays, sick leave, 
vacation, annual leave, compensation time off, or any other leave shall not be considered as time 
worked by the employee for the purpose of computing cash or compensating time off for overtime.
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D. Notwithstanding any other contract provision, departmental policy or practice, the travel time of 
employees who are covered by FLSA shall only be considered as time worked if it meets the 
definitions and requirements of travel time in sections 785.41 of Title 29 of the Code of Federal 
Regulations.

E. No employee in a classification assigned to WWG E shall have his/her salary reduced (docked) 
for absences of less than an entire day.

19.2 Overtime (Excludes Units 17 and 21) '
A. Overtime is earned at the rate of one and one-half (V/z) times the hourly rate for all hours worked 

in excess of forty (40) hours in a regular workweek and is compensable by cash or CTO if it meets 
the following criteria:

1. Ordered overtime of at least fifteen (15) minutes at any one time;
2. Overtime will be credited on a fifteen (15) minute basis with a full fifteen (15) minute credit 

to be granted if seven (7) minutes is worked. Smaller fractional units will not be 
accumulated.

B. Notwithstanding any provision of the MOU other than paragraph E, below for the purpose of 
computing the number of hours worked, time when an employee is excused from work because of 
holidays, sick leave, vacation, annual leave, compensating time off, or any other leave shall not 
be considered as time worked by the employee for the purpose of computing cash or 
compensating time off for overtime.

C. Overtime may be compensated on a cash or CTO basis at the discretion of the department head 
or designee. Both parties agree and understand that a different type of overtime payment (cash 
or CTO) may be provided to employees at different times and may even be different for 
employees in the same or similar situations. However, in the event that the DIR determines that 
this provision is inconsistent with Labor Code section 204.3, the parties agree to immediately. 
meet and confer regarding the impact of that determination.

D. Overtime must be authorized in advance, except in an emergency, by the State or its designated 
representative. This authorization must also be confirmed in writing not later than ten (10) days 
after the end of the pay period during which the overtime was worked. Each State agency shall 
maintain complete and accurate records of all compensable overtime worked by its employees.

E. Effect the pay period following ratification, before an employee is required to work mandatory 
overtime, management will make every effort to schedule appropriate available employees prior 
to mandating overtime. This shall include, but not be limited to: Permanent Intermittent 
employees, Retired Annuitants and volunteers. In addition management will make every effort to 
schedule overtime first for these employees who have not taken leave during the week and such 
employees may be mandated overtime only as a last resort.

F. The time when CTO may be taken shall be at the discretion of the State. When CTO is ordered, 
reasonable advance notice (at least 24 hours) should be provided the employee. CTO may be 
taken only in units of time of fifteen (15) minutes or multiples thereof.

G. CTO for employees shall be earned on a time one and one-half (VA) basis and may be authorized 
in lieu of cash compensation. If an employee is not allowed CTO within twelve (12) pay periods 
following the pay period in which the overtime was worked, payment shall be made for such 
overtime on the next payroll.

H. Employees may accrue up to two hundred forty (240) hours of CTO. All hours in excess of two 
hundred forty (240) CTO hours shall be compensated in cash.

I. Normally, an employee who has an accumulation of two hundred forty (240) hours or thirty (30) 
days of authorized overtime shall not be required to work additional overtime.

J. Notwithstanding any other contract provision, departmental policy, or practice, the travel time of 
employees who are covered by FLSA shall only be considered as time worked if it meets the 
definitions and requirements of travel time in sections 785.34 through 785.41 of Title 29 of the 
Code of Federal Regulations, except as provided in 1, 2 and 3 below.

1. Effective January 31,2002, all time spent on required travel to an alternate worksite shall 
be compensated consistent with the requirements of the FLSA. For FLSA covered 
employees, the State shall endeavor to accommodate travel to an alternate worksite to
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occur during an employee’s normal work hours. However, the State will also consider the 
business needs of the department including the costs of travel arrangements.

2. Notwithstanding the above, FLSA covered employees traveling on state business, 
outside of their normal work hours (as defined in FLSA) will be granted a special 
allowance for actual time spent traveling. Employees shall receive this special allowance 
equivalent to the employee’s regular hourly rate on a straight time, hour for hour basis, in 
cash or CTO, at the discretion of the department head or designee. This is not overtime 
compensation and shall not be considered as time worked for calculation of overtime.
This paragraph also applies to passengers in carpools, vans or other vehicles, traveling 
on state business. This paragraph does not apply to employees who voluntarily choose 
to travel outside their normal work hours.

3. FLSA covered drivers of a carpool, a vanpool, or other vehicle traveling on state business 
will be compensated consistent with FLSA for purposes of overtime and shall not receive 
the special allowance described in J(2) above.

19.2.17 Overtime (Unit 17)
A. Overtime is defined as any authorized time worked in excess of forty (40) hours per week.
B. Notwithstanding any provision of the MOU other than paragraph J, below for the purpose of 

computing the number of hours worked, time when an employee is excused from work because of 
holidays, sick leave, vacation, annual leave, compensating time off, or any other leave shall not 
be considered as time worked by the employee for the purpose of computing cash or 
compensating time off or overtime.

C. Payment for authorized overtime may be by cash payment or compensating time off (CTO), at the 
discretion of the State.

D. Rate of payment for authorized overtime, whether cash or CTO, shall be at one and one-half (1- 
1/2) times the regular rate of pay for each hour of overtime worked, or fraction thereof rounded in 
accordance with the workweek group.

E. If the State does not schedule CTO within one year from the date the overtime was earned, the 
State must provide cash payment for the overtime or may, at the request of the employee, extend 
the time the employee can take CTO. For the purposes of this contract section, authorized 
overtime is defined as overtime pre-approved by a designated supervisor. When an employee 
attempts to reach the designated supervisor for approval np later than thirty (30) minutes before 
the end of his/her shift, in order to request approval for overtime to complete mandated duties,. 
failure of the supervisor to respond to the request or contact within thirty (30) minutes shall be 
construed as approved overtime authorization. Attempts for authorization must be supported by 
documentation as determined by departmental policy.

F. A Unit 17 employee may initiate a request for scheduling CTO which will not be denied without a 
work-related reason.

G. Both parties agree and understand that a different type of overtime payment (cash or CTO) may 
be provided to employees at different times and may even be different from employees in the 
same or similar situations.

H. Employees in classes assigned to WWG 2 shall be compensated for ordered overtime of at least 
fifteen (15) minutes at any one time. Overtime will be credited on a one-quarter (14) hour basis 
with a full quarter of an hour credit granted if seven (7) minutes is worked. Smaller fractional units 
will not be accumulated.

I. In the DMH and DDS an employee shall have the choice of cash or CTO for overtime hours 
worked. Management shall have the option each fiscal year to compensate employees up to forty 
(40) hours with CTO. Prior to working overtime, the employee or the employer shall be notified if 
the overtime is to be paid in CTO. Employees may accrue up to one hundred (100) hours of 
compensating time off. All hours in excess of the one hundred (100) hour CTO maximum shall be 
compensated in cash. If cash compensation is paid to an employee for accrued CTO, such 
compensation shall be paid at the regular rate earned by the employee at the time the employee 
receives such payment. Employees shall have the right to hold up to forty (40) hours of accrued 
CTO exempt from mandatory buyout.

J. Effective the pay period following ratification before an employee is required to work mandatory 
overtime, management will make every effort to schedule appropriate available employees prior 
to mandating overtime. This shall include, but not be limited to: .Permanent Intermittent
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employees, Retired Annuitants and volunteers. As a last resort, to meet required staffing needs, 
when an employee is mandated to work overtime during a week with approved leave, other than 
sick leave, they will earn premium (1 % time) overtime compensation for hours worked over forty 
(40) combined leave use, other than sick leave, and hours worked in that week.

19.3.1 &
19.3.3 &
19.3.4 &
19.3.20 Rest Periods (Excludes Units 11,14,15,17 arid 21)

A. An employee may be granted a rest period on State time not to exceed fifteen (15) minutes each 
four (4) hours of his/her work shift not to exceed thirty (30) minutes each workday. A rest period 
will not normally be granted during the first or last hour of the work shift. An employee shall be 
permitted to leave his/her work area during the rest period. Employees in twenty-four (24) hour 
institutions, hospitals, State Special Schools, or Developmental Centers may be required to notify 
their supervisors before leaving their work area and inform them of their location for the rest 
period.

B. An additional five (5) minute break per continuous hour of work on a computer shall be granted to 
an employee in an hour when no other break or rest period has been granted. Upon the Union’s 
request, the State shall consider permitting other employees the additional rest periods.

C. Rest periods may not be accumulated nor may they be used to “make-up” time.

19.3.11 Rest Periods (Unit 11)
An employee may be granted a rest period on State time not to exceed fifteen (15) minutes each 
four (4) hours of his/her work shift not to exceed thirty (30) minutes each workday. A rest period will 
not normally be granted during the first or last hour of the work shift. An employee shall be permit­
ted to leave his/her work area during the rest period. Employees in twenty-four (24) hour institu­
tions, hospitals, State Special Schools, or Developmental Centers may be required to notify their 
supervisors before leaving their work area and inform them of their location for the rest period.

A. An additional five (5) minute break per continuous hour of work on a computer shall be granted to 
an employee in an hour when no other break or rest period has been granted. Upon the Union’s 
request, the State shall consider permitting other employees the additional rest periods.

B. Rest periods may not be accumulated nor may they be used to “make-up” time.
C. If an Unit .15 employee in the CD'CR who has a custody control assignment is unable to make his/ 

her individual rest period due to workload and/or lack of coverage and the supervisor provides for 
coverage, the supervisor will allow the employee to combine the daily rest periods into one rest 
period, not to exceed a total of thirty (30) minutes.

19.3.14 Rest Periods (Unit 14)
A. Every employee will be granted a rest period not to exceed fifteen (15) minutes during each four 

(4) hours or major fraction thereof of a work shift unless there is an emergency or other 
circumstance to preclude it. The rest period shall not exceed thirty (30) minutes total for any day. 
Rest periods shall be considered hours worked. Rest periods not taken shall not be accumulated 
or used for overtime purposes. The State shall determine the time when the rest period is to be 
taken. A rest period normally will not be granted during the first or last period of the work shift.

B. Notwithstanding section A above, Unit 14 employees who choose and have management 
approval to work a straight eight (8) hour shift, may be granted one thirty (30) minute break in lieu 
of the two (2) breaks described in section A.

C. . An additional five (5) minute break per continuous hour of work on a computer shall be granted.

19.3.15 Rest Periods (Unit 15)
A. An employee may be granted a rest period on State time not to exceed fifteen (15) minutes each 

four (4) hours of his/her work shift not to exceed thirty (30) minutes each workday. A rest period will 
not normally be granted during the first or last hour of the work shift. An employee shall be permit­
ted to leave his/her work area during the rest period. Employees in twenty-four (24) hour institu­
tions, hospitals, State Special Schools, or Developmental Centers may be required to notify their 
supervisors before leaving their work area and inform them of their location for the rest period.

B. An additional five (5) minute break per continuous hour of work on a computer shall be granted to 
an employee in an hour when no other break or rest period has been granted. Upon the Union’s 
request, the State shall consider permitting other employees the additional rest periods.

C. Rest periods may not be accumulated nor may they be used to “make-up” time.
D. If an Unit 15 employee in the CDCR who has a custody control assignment is unable to make his/

224



her individual rest period due to workload and/or lack of coverage and the supervisor provides for 
coverage, the supervisor will allow the employee to combine the daily rest periods into one rest 
period, not to exceed a total of thirty (30) minutes.

19.3.17 Rest Periods (Unit 17)
A. One (1) rest period of fifteen (15) minutes shall be scheduled by the supervisor during each four 

(4) hour segment worked by the employee. Employees shall be permitted to take breaks except 
when required to meet an unforeseen business necessity.

B. A rest period shall not be granted during the first or last hour of the work shift. Rest periods may 
not be accumulated, nor may they be used for overtime purposes.

C. With the approval of his/her supervisor, the employee may take the break away from the 
employee's work area provided the employee is back in the work assignment at the end of the 
rest period.

19.4 Meal Periods (Excludes Units 17 and 21)
A. Except for employees who are assigned to a straight eight (8) hour shift, full-time employees shall 

normally be allowed a meal period of not less than thirty (30) minutes or not more than sixty (60) 
minutes which shall be scheduled near the middle of the work shift. Meal periods taken shall not 
be counted as part of total hours worked.

B. When employees assigned to a straight eight (8) or more hour shift are assigned by the employer 
to training, a committee, taskforce, or a special project, an unpaid meal period of not less than 
thirty (30) minutes nor more than sixty (60) minutes shall be granted and scheduled near the 
middle of the work shift.

C. Employees working more than five (5) hours per day, but less than eight (8) hours per day shall 
be entitled to a meal period of at least thirty (30) minutes. Meal periods shall not be counted as 
part of total hours worked.

19.4.17 Meal Periods (Unit 17)
A. Except for employees who are assigned to a straight eight (8) hour shift, full-time employees will 

be allowed a meal period of not less than thirty (30) minutes nor more than sixty (60) minutes 
which shall be determined by the State.

B. Mea) periods shall not be counted as part of total hours worked except for those employees who 
are required by the State to perform assigned duties or remain at their work station during meal 
periods. When employees are required to work through their meal period, the State shall either 
adjust the employee's workweek schedule or credit the employee for the time worked.

19.5 Set Up/Shut Down Time (
Time necessary to “set up” and/or “shut down” a State function shall be part of the employee’s
workday.

19.6.17 Show Up Time (Unit 17) ’
A. The provisions of this section shall apply only to Unit 17 employees in WWG 2.
B. An employee who shows up for work at an assigned starting time and has not been notified by the 

employer prior to reporting not to so report, shall be guaranteed at least four (4) hours of work or 
shall be paid a minimum of four (4) hours at the employee's appropriate rate of pay.

C. When a training session is scheduled on an employee's authorized day off and the training 
session is canceled without prior notice to the employee, the employee shall be guaranteed at 
least four (4) hours of work or shall be paid'for a minimum of four (4) hours at the employee's 
regular rate of pay.

D. When a training session is scheduled on an employee's scheduled work day and outside the 
employee's scheduled work shift, and the employee is required to attend and the training session 
is canceled without prior notice, the employee shall be compensated for the actual time from the 
beginning or end of his/her shift to the notice of cancellation.

19.7.17 Report Preparation Time (Unit 17)
In twenty-four (24) hour institutions there are numerous reports required by the hospital, and/or
licensing, and/or Joint Commission for Accreditation, and/or court governing agencies. Many of these
reports can only be performed by the Unit 17 professional licensed staff. In the interest of allowing

225



Unit 17 employees to do thorough and timely reports, their day shall take into consideration the time
necessary to complete these reports.

19.8 Flexible Work Hours (Excludes Units 17 and 21)
A. Upon request by the Union or an employee, the State shall not unreasonably deny a request for 

flexible work hours, an alternate workweek schedule or reduced workweek schedule. Employees 
who have flexible work hours or are placed on an alternate workweek or reduced workweek 
schedule will comply with procedures established by the department.

B. Any denial of requests made under subsection A shall be provided in writing. A copy of the 
written denial shall also be sent Attn: SEIU Local 1000 Headquarters. In addition, a department 
head or designee may, upon thirty (30) days notice to affected employees cancel or make

' permanent changes to flexible work hours, alternate work schedules, or reduced work time 
schedules.

C. An “alternate workweek schedule” is a fixed work schedule other than standard work hours. 
“Flexible work hours” allows for the change of work schedules on a daily basis. “Reduced work

. time” is defined in Government Code sections 19996.20 through 19996.29.

19.8.17 Flexible Work Hours and Alternate Work Schedules (Unit 17)
A. Departments shall establish policies for flexible work hours and alternate work schedules for Unit 

17 employees who desire to participate. It is understood, however, that all Unit 17 employees will 
comply with any sign-in procedures established by a department. Requests for participation in a 
flexible work hour or alternative work schedule program shall not be unreasonably denied.
At the request of the Union, the departments agree to schedule a meeting at each facility to 
discuss Union proposals related to flexible hours and alternate work schedules, for level of care 
employees. Additional meetings may be scheduled with mutual agreement.

B. "Flexible work hours" allow for the change of work schedules on a daily basis. An "alternate work 
schedule" is a fixed work schedule other than regular/standard work hours.

C. A regular alternate work schedule shall not exceed twelve (12) hours per work day.
D. . The affected employees shall be surveyed to determine the preferred work schedule. In the

instance of a twelve (12) hour day workweek schedule, the choice shall be between 6 o’clock to 6 
o’clock and 7 o’clock to 7 o’clock. A simple majority vote shall determine which twelve (12) hour 
schedule will prevail. The State may start the shift at thirty (30) minutes to the hour. The survey 
shall be jointly conducted by the Union and the Department designee. A written tabulation of the 
results shall be submitted to the Union. Atascadero State Hospital may continue its twelve (12) 
hour day scheduling program on a pilot basis for the term of this Contract.

E. Alternate work schedules include, but are not limited to four (4) consecutive ten (10) hour days 
(also known as "4 ten 40’s” and "9 eight 80's’’) with each week utilizing consecutive days.

F. Any denial of requests made under this section shall be in writing. In addition, permanent 
changes or cancellations to flexible work hours, alternate work schedules or reduced work time 
schedules shall not be made without prior adequate notice of at least thirty (30) calendar days to 
affected employees.

G: Upon request of the Union, departments will provide a copy of their formal written flexible work 
hours and alternate work schedule policies.

H. When a department intends to either establish and/or make major modifications in their existing 
flexible work hours and/or alternate work schedule policy, they shall notice in accordance with 
Article 24.1.

19.9.1 Exchange of Time Off - Multi-Shift Operations (Unit 1)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided: •

1. The employees make a written request to their supervisor(s) at leasLtwenty-four (24) 
hours prior to the exchange;

2. The supervisor(s) approve the exchange; and
3. The employees exchanging time off shall not be.entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received. 226



B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur within thirty (30) calendar days from the initial exchange.
E. Probationary employees are excluded from participating in exchanges of time.off.
F. Double shifts will be permitted, consistent with departmental practices.
G. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 

denial upon written request by the employee. .
H. This section is not subject to the grievance and arbitration article of this Contract.

19.9.3 Exchange of Time Off - Multi-Shift Operations (Unit 3)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange; .

2. The supervisor(s) approve the exchange; and
3. The employees exchanging time off shall not be entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur during the same workperiod.
E. Probationary employees are excluded from participating in exchanges of time off.
F. No exchange shall result in an employee working double shifts.
G. Double shifts will be permitted, consistent with departmental practices.
H. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 

denial upon written request by the employee.
I. This section is not subject to the grievance and arbitration procedure of this Contract.

19.9.4 Exchange of Time Off - Multi-Shift Operations (Unit 4)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;

2. The supervisor(s) approve the exchange; and
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3. The employees exchanging time off shall not be entitled to any additional compensation 
(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur during the same pay period.
E. Probationary employees are excluded from participating in exchanges of time off.
F. No exchange shall result in an employee working double shifts.
G. For Unit 15 the following special rules apply:

1. All exchanges must occur within the pay period in which the initial exchange was taken, 
or ninety (90) calendar days from the initial exchange, whichever is greater, and

2. Double shifts will be permitted, consistent with departmental practices.
H. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 

denial upon written request by the employee.
I. This section is not subject to the grievance and arbitration procedure of this Contract.

19.9.11 Exchange of Time Off - Multi-Shift Operations (Unit 11)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;

2. The superviSor(s) approve the exchange; and
3. The employees exchanging time off shall not be entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment .he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur within thirty (30) days from the initial exchange.
E. Probationary employees are excluded from participating in exchanges of time off.
F. Double shifts will be permitted, consistent with departmental practices.
G. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 

denial upon written request by the employee..
H. This section is not subject to the grievance and arbitration procedure of this Contract.
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19.9.14 Exchange of Time Off - Multi-Shift Operations (Unit 14)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;.

2. The supervisor(s) approve the exchange; and
3. The employees exchanging time off shall not be entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time creditsTor the repayment; then use “accounts 
receivable" should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who,fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. Probationary employees are excluded from participating in exchanges of time off.
E. The following special rules apply:

1. All exchanges must occur within employees pay period, and
2. Double shifts will be permitted, consistent with departmental,practices.

F. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 
denial upon written request by the employee.

G. This section is not subject to the grievance and arbitration procedure of this Contract.

19.9.15 Exchange of Time Off - Multi-Shift Operations (Unit 15)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;

2. The supervisor(s) approve the exchange; and
3. The employees exchanging time off shall not be entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur within ninety (90) calendar days from the initial exchange.
E. Probationary employees are excluded from participating in exchanges of time off.
F. Double shifts will be permitted, consistent with departmental practices.
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G. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 
denial upon written request by the employee.

H. This section is not subject to the grievance and arbitration Article of this Contract

19.9.17 Exchange Of Days Off (Unit 17)
A. Unit 17 employees shall be permitted to exchange hours of work with other employees in the 

same classification, performing the same type of duties within the same work area(s) provided:

1. The exchange and repayment shall occur within ninety (90) calendar days from date of 
approval;

2. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;

3. The supervisor(s) approves the exchange; and
4. The employee(s) exchanging hours of work shall waive consideration for any additional 

compensation (e.g., overtime, holiday credit/pay, shift differential) which they would not 
have otherwise received.

B. Employees who fail to adhere to the agreed upon conditions of their exchange shall be denied 
subsequent requests to exchange days off.

19.9.20 Exchange of Time Off - Multi-Shift Operations (Unit 20)
A. Permanent employees employed by departments with multiple shift operations may be permitted 

to exchange hours of work with other employees in the same classification or level (determined by 
the supervisor), performing the same type of duties in the same work areas, provided:

1. The employees make a written request to their supervisor(s) at least twenty-four (24) 
hours prior to the exchange;

2. The supervisor(s) approve the exchange; and
3. The employees exchanging time off shall not be entitled to any additional compensation 

(e.g., overtime or overtime meals, holiday credit/pay, shift differential), which they would 
not have otherwise received.

B. Each employee shall be responsible for the coverage of the work assignment he/she accepts. If 
the employee who exchanges with another employee fails to report for duty for the exchange, ' 
he/she shall be subject to repaying the actual time (hour-for-hour) of filling in behind the 
assignment. The State shall first use accrued time credits for the repayment; then use “accounts 
receivable” should time credits be insufficient for the repayment. In the event the employee fails 
to report for duty because of illness or injury, he/she may be required to provide medical 
verification in accordance with section 8.2 of this Contract.

C. An employee who fails to report for duty for the exchange and has not provided a medical 
verification of illness as described, shall not be allowed to participate in an exchange for one 
hundred eighty (180) calendar days from the date of the missed exchange.

D. All exchanges must occur within thirty (30) days from the initial exchange.
E. Probationary employees are excluded from participating in exchanges of time off.
F. Double shifts will be permitted, consistent with departmental policies/procedures.
G. If an exchange is denied, the supervisor denying the exchange shall state the reason for the 

denial upon written request by the employee.
H. This section is not subject to the grievance and arbitration article of this Contract.

19.10 Work In Multiple Time Zones
When traveling into a different time zone, the first day’s time is computed using the time zone in which
the employee started. The time worked on subsequent days is computed by using the time zone in
which the employee is working. The time worked on the return trip is computed using the time zone
from which the employee departed.

19.11 Call Back Time
A. An employee who has completed a normal work shift, when ordered back to work, shall be 

credited with a minimum of four (4) hours work time provided the call back to work is without
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having been notified prior to completion of the work shift, or the notification is prior to completion 
of the work shift and the work begins more than three (3) hours after the completion of that work 
shift.

B. When such an employee is called back under these conditions within four (4) hours of the 
beginning of a previous call or an additional call is received while still working on an earlier call 
back, the employee shall not receive an additional four (4) hours credit for the new call back.

C. When such an employee is called back within four (4) hours of the beginning of the employee’s 
next shift, call back credit shall be received only for the hours remaining before the beginning of 
the employee’s next shift.

D. When staff meetings, training sessions; or work assignments are scheduled on an employee’s 
authorized day off, the employee shall be credited with a minimum of four (4) hours of work time. 
When staff meetings and training sessions are scheduled on an employee’s normal workday and 
outside the employee’s normal work shift, overtime compensation shall be received in accordance 
with the rules governing overtime.

E. For reporting purposes, compensable time begins when the employee reports to the job site or 
begins work from a different site which may include the employee’s home, approved by the 
department head or designee.

19.12 Standby Time
A. “Standby” is defined as the express and absolute requirement that an employee be available 

during specified off-duty hours to receive communication regarding a requirement to return to 
work and be fit and able to return to work, if required. It shall not be considered standby when 
employees are contacted or required to return to work but have not been required to be available 
for receipt of such contact.

B. Each department or designee may establish procedures with regard to how contact is to be made 
(e.g., electronic paging device, phone) and with regard to response time while on standby.

C. An employee who is required to be on standby status will be compensated in the following 
manner: for every eight (8) hours on standby, an employee shall receive two (2) hours of CTO, 
which may be prorated on the basis of fifteen (15) minutes CTO for each one.hour of standby. 
Standby may not be scheduled in less than one hour increments.

D. No standby credit will be earned if the employee is called back to work and receives call back 
credit.

E. Standby and CTO credited as a result of standby shall not be considered time worked for 
purposes of qualifying for overtime.

19.13.1 Overtime Assignments for Work Week Group 2 (WWG 2) Employees (Unit 1)
A. Where the use of overtime is prevalent and there are more than three (3) equally qualified 

employees within a work unit, the department shall.establish a seniority system to request and 
utilize volunteers to perform overtime work from within the appropriate work area(s) and 
classification(s). Through the establishment of a seniority volunteer overtime system, 
departments will endeavor to reduce the amount of mandatory overtime, distribute overtime fairly 
among volunteers insofar as circumstances, security, or health and safety permit and provide 
employees with prior notice of possible or actual overtime assignments. However, the Union 
recognizes a department’s right to require overtime or the completion of work in progress by the 
employee performing the work at the time the determination was made that overtime was 
necessary.

B. When assigning mandatory overtime inverse seniority shall be used insofar as circumstances,
security, or health and safety permit. The special needs of employees who have documented 
medical problems, childcare problems, or other significant reasons which would impact on the 
employee’s ability to work the overtime assignment(s) shall be considered. (

C. For the purpose of this section, seniority shall be defined as the same seniority as used to 
determine vacation accrual. Any ties shall be broken by lot.

19.13.4 Overtime Assignments for Work Week Group 2 (WWG 2) Employees (Unit 4)
A. Where the use of overtime is prevalent and there are more than three (3) equally qualified 

employees within a work unit, the department shall establish a seniority system to request and
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utilize volunteers to perform overtime work from within the appropriate work area(s) and 
classification(s). Through the establishment of a seniority volunteer overtime system, 
departments will endeavor to reduce the amount of mandatory overtime, distribute overtime fairly 
among volunteers insofar as circumstances, security, or health and safety permit and provide 
employees with prior notice of possible or actual overtime assignments. However, the Union 
recognizes a department’s right to require overtime or the completion of work in progress by the 
employee performing the work at the time the determination was made that overtime was 
necessary.

B. When assigning mandatory overtime inverse seniority shall be used insofar as circumstances, 
security, or health and safety permit. The special needs of employees who have documented 
medical problems, childcare problems, or other significant reasons which would impact on the 
employee’s ability to work the overtime assignment(s) shall be considered.

C. For the purpose of this section; seniority shall be defined as the same seniority as used to 
determine vacation accrual. Any ties shall be broken by lot.

19.13.11 Overtime Assignments for Work Week Group 2 (WWG 2) Employees (Unit 11)
A. Where the use of overtime is prevalent and there are more than three (3) equally qualified 

employees within a work unit, the department shall establish a seniority system to request and 
utilize volunteers to perform overtime work from within the appropriate work area(s) and 
classification(s). Through the establishment of a seniority volunteer overtime system, 
departments will endeavor to reduce the amount of mandatory overtime, distribute overtime fairly 
among volunteers insofar as circumstances, security, or health and safety permit and provide 
employees with prior notice of possible or actual overtime assignments. However, the Union 
recognizes a department’s right to require overtime or the completion of work in progress by the 
employee performing the work at the time the determination was made that overtime was 
necessary.

B. When assigning mandatory overtime inverse seniority shall be used insofar as circumstances, 
security, or health and safety permit. The special needs of employees who have documented 
medical problems, childcare problems, or other significant reasons which would impact on the 
employee’s ability to work the overtime assignment(s) shall be considered.

C. For the purpose of this section, seniority shall be defined as the same seniority as used to 
determine vacation accrual. Any ties shall be broken by lot.

19.13.14 Overtime Assignments for Work Week Group 2 Employees (Unit 14)
A. Overtime will be distributed fairly among employees insofar as circumstances permit. When work 

in progress required overtime on a given shift, preference shall be given to the employee or crew 
doing the work. If the employee or crew performing the work declines the overtime, the State may 
request qualified and available volunteers by seniority on that given shift prior to assigning 
overtime. If no volunteers come forward overtime will be assigned to the least senior qualified 
employee(s) on that shift. Seniority for the purpose of this section is defined as total State service 
as used to calculate vacation accrual rates.

B. The first forty (40) hours of ordered overtime during a fiscal year shall be compensated with either 
CTO or cash, at the employee’s discretion. Thereafter, compensation (CTO or cash) shall be 
determined by the employer.

19.13.15 Overtime Distribution for Employees (Excluding CDCR- Adult Programs) (Unit 15)
A. Where the use of overtime is prevalent, the department shall establish a seniority system to 

request and utilize volunteers to perform overtime work from within the appropriate work area(s) 
and classification(s). Through the establishment of a volunteer overtime seniority system, 
departments will endeavor to reduce the amount of mandatory overtime by distributing overtime 
fairly among volunteers as permitted by operational needs, security, health, safety, and 
emergencies. Whenever possible, the department will provide employees with prior notice of 
possible or actual overtime assignments. However, the Union recognizes a department’s right, 
within budgetary constraints, to require overtime, or the completion of work in progress by the 
employee performing the work at the time the determination was made that overtime was
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necessary or to assign the work to another appropriately classified employee from the volunteer 
list.

B. When assigning mandatory overtime by inverse seniority, i.e. the least senior employee first, the 
special needs of employees who have documented medical problems, substantiated childcare 
problems, or other significant reasons which would impact on the employee’s ability to work the 
overtime assignment(s) will be considered.

C. The department shall endeavor to refrain from assigning employees mandatory overtime on their 
regular day off (RDO). For the purposes of this section, an employee’s RDO begins immediately 
after the completion of their normal shift before the RDO.

D. No food service employee will be required to work in excess of sixteen (16) hours continuously in 
a twenty-four (24) hour period, nor shall a food service employee be required to work more than 
two (2) double shifts within his/her scheduled workweek, unless mutually agreed to.

E. Exceptions to seniority for overtime may be made due to employee attendance restrictions and 
adverse actions or ward or client safety and/or staff familiarity or training, if such reasons are 
directly related to the performance of the overtime work. Requests for overtime shall not be 
unreasonably denied and upon request, a denial shall be made in writing.

F. For purposes of this section, Departments shall establish a seniority system based on an 
employee’s total seniority in the classification. Ties shall be broken first by total State service and 
then by lot.

G. Upon request of the Union, the parties shall meet at the local level to resolve any concerns 
regarding the overtime seniority system for Unit‘15 employees at the specific facility, institution, or 
hospital.

19.13.20 Overtime Scheduling (Unit 20)
A. The Departments recognize and understand the importance of reducing mandatory overtime to 

Unit 20 Employees. To this end, the Department will make every effort to schedule staff in a 
manner that will reduce the need for mandatory overtime. Both parties agree that mandatory 
overtime is an undesirable method of providing staff coverage.

B. There shall be no mandatory overtime on an employee’s (RDO) or pre-approved day off, except:

1. In an emergency situation such as a natural disaster; or
2. During a state of emergency declared by the State or Federal authorities; or
3. During an emergency situation declared by a Warden, Superintendent, Executive Director 

or designee; or
4. During a severe internal emergency (e.g., an incident which necessitates assistance from 

an outside agency or a health care crisis); or
5. When the employees shift relief does not report for work or gave less than two (2) hours 

notice of intent not to report for work, an employee may be mandated if no volunteer is 
available; or

6. When all other options have been exhausted.

C. Except in cases of emergency, or planned program activity employees shall not be required to:

1. Work more than six (6) mandatory overtime shifts of at least two (2) hours of duration in a 
month; or

2. Work in excess of sixteen (16) continuously in a forty-eight (48) hour period; or
3. Work in excess of two (2) mandatory overtime shifts per work week.

D. Upon request, and where practical, the State shall, upon consultation with the Union, establish a 
system to request and utilize qualified volunteers to perform overtime work from within the 
appropriate work area(s). Through the establishment of such a system, the State will endeavor to 
reduce the amount of mandatory overtime and number of mandatory holdovers, distribute 
overtime fairly insofar as circumstances of health and safety permit, and provide employees 
notice of possible or actual overtime assignments.

E. Before an employee is required to work mandatory overtime, a reasonable effort will be made to 
find an acceptable volunteer within the program where the employee works. Overtime shall first
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be offered to level-of-care employees for level-of-care overtime assignments before allowing 
other BU 20 classifications to work overtime.

F. Upon request of an employee who has been on duty continuously for sixteen (16) hours, the 
employer shall have the option to:

1. Allow the employee to take the next shift off on vacation, CTO, or Holiday credit if staffing 
permits.

2. Adjust the employee’s shift starting time to provide a ten (10) hour break between shifts.
3. Allow the employee to take two (2) hours off without pay at the start of the next shift to 

provide a ten (10) hour break. Management will take into account the employees 
preference.

G. The Department of Veteran’s Affairs - Yountville agrees to meet with the Union regarding the 
mandatory overtime policy for the Veteran’s Home.

H. The Department of Developmental Services:

1. Facilities that utilize the red dot-blue dot system for assigning overtime will count time 
worked, as a result of either a “red dot-blue dot” assignment, toward the mandatory 
overtime limitations.

2. At management’s discretion all Unit 20 employees at a facility may be included in the 
mandatory overtime distribution process.

I. In accordance with Article 5.10 (Labor/Management Committees), each Department’s Labor 
Management Committee will address overtime issues within this Article.

The parties recognize, pursuant to the February 14, 2006 Court Order appointing the Receiver, that
the Receiver is empowered to renegotiate this provision, in the event that such action is necessary for 

. the Receiver to fulfill his duties under the Order. The determination on whether such action is
necessary rests solely with the Court pursuant to paragraph D of the Order.

19.14.15 Overtime Distribution for Employees (CDCR, Adult Programs) (Unit 15)
A. In order to reduce the amount of mandatory overtime, the department shall establish a seniority 

system to request and utilize volunteers to perform overtime work from within the appropriate 
work area(s) and classification(s). Through the establishment of a volunteer overtime seniority 
system, departments will endeavor to reduce the amount of mandatory overtime by distributing 
overtime among volunteers as permitted by operational needs, security, health, safety, and 
emergencies. Whenever possible, the department will provide employees with prior notice of 
possible or actual overtime assignments. However, the Union recognizes a department’s right, 
within budgetary constraints, to require overtime, or the completion of work in progress by the 
employee performing the work at the time the determination was made that overtime was 
necessary or to assign the work to another appropriately classified employee from the volunteer 
list.

B. When assigning mandatory overtime by inverse seniority, i.e. the least senior employee first, the 
special needs of employees who have documented medical problems, substantiated childcare 
problems, or other significant reasons which would impact on the employee’s ability to work the 
overtime assignment(s) will be considered.

C. The department shall endeavor to refrain from assigning employees mandatory overtime on their 
regular day off (RDO) or pre-approved time off. For the purposes of this section, an employee’s 
RDO begins immediately after the completion of their normal shift before the RDO.

D. No food service employee will be required to work in excess of sixteen (16) hours continuously in 
a twenty-four (24) hour period, nor shall a food service employee be required to work more than 
two (2) double shifts within his/her scheduled workweek, unless mutually agreed to.

E. Exceptions to seniority for overtime may be made due to employee attendance restrictions and 
adverse actions or inmate safety and/or staff familiarity or training, if such reasons are directly 
related to the performance of the overtime work. Requests for overtime shall not be unreasonably 
denied and upon request, a denial shall be made in writing.
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F. For purposes of this section, departments shall establish a seniority system based on an 
^employee’s total seniority in the classification. Ties shall be broken first by total state service and 
then by lot.

G. Upon request of the Union, the parties shall meet at the local level to resolve any concerns, 
regarding the overtime seniority system for Unit 15 employees at the specific facility, institution, or 
hospital.

The distribution of overtime for Correctional Supervising Cooks in CDCR, Adult facilities shall be 
completed using a voluntary/involuntary system. When Management determines that overtime is 
necessary; it shall be offered based on the seniority of the employees available to work (for ties, see 
section 19.14 F. of the MOU [attached]). Seniority is defined in Section 19.14 F. Management shall 
utilize the voluntary system before resorting to the involuntary system. In accordance with Section 
19.14 A., it may not always be practical, in every instance, to offer overtime to the most senior 
employee (e.g., operational needs, security, health, safety, and emergencies). However, except for 
the permissions expressed in Section 19.14 A., institutions will endeavor to afford the most senior 
employee the first option to accept all overtime opportunities for which they are available.

VOLUNTARY SYSTEM
Management will offer overtime shifts to the senior employee first, then in seniority order until an 
employee volunteers to cover the vacant shift. Overtime opportunities shall be posted as soon as 
possible after it becomes known that overtime is available. This may be accomplished via an 
overtime signup sheet. The voluntary overtime distribution system should include a log, or other 
verifying methods, that notes overtime was offered in order of seniority. The log/verifying method 
should also include; the scheduled shift; date and time; the name of the employee that was contacted; 
who made the contact; and the outcome of the contact (example: answering machine, no answer, 
employee declined, employee accepted).

INVOLUNTARY SYSTEM
When assigning involuntary or mandatory overtime, Management will utilize an inverse seniority 
system, where the least senior employee will be assigned the overtime, unless the employee is 
protected by the provisions of Section 19.14 C. The assignment of involuntary overtime will be 
documented to track the employees that have been assigned overtime shifts. Institutions will 
endeavor to provide advance notice to employees when the use of the involuntary overtime system is 
required. >

19.14.17 Overtime Scheduling - California Department of Corrections and Rehabilitation (Unit 17)
The CDCR shall make every effort to reduce the amount of mandatory overtime and mandatory 
holdovers, distribute overtime fairly amongst employees of the same classification(s) and provide 
employees notice of possible or actual unanticipated overtime assignments at least ninety (90) 
minutes in advance. CDCR Fire Camps shall be excluded from this section.
When an overtime assignment becomes available, either expected or unexpected, the CDCR shall 
make every effort to fill the assignment by the use of the Voluntary Overtime Roster (VOR). The VOR 
shall consist of Bargaining Unit 17 (BU 17) nursing staff (by classification) who desire to work 
overtime. The VOR shall be supplied, at a minimum, once a month, listing all the known and 
anticipated overtime assignments. When the need arises to fill an overtime assignment and there are 
no names listed omthe VOR, the supervisor shall attempt to fill through Permanent Intermittent 
Employee’s (PIE’s), Retired. Annuitants, on duty full and part time BU 17 employees, and Contract 
nursing registry, in this order. After these avenues have been exhausted, a BU 17 classification 
employee may be mandated to work overtime as outlined below.

Voluntary Overtime

A. BU 17 classification employees shall be assigned voluntary overtime by departmental seniority, 
on a rotational basis by classification. Seniority scores will be determined by counting one point 
for each month of full-time qualifying service, i.e., from full time hire date, less any time off for 
unpaid leave, suspensions, etc. In the event of ties, total State service will be used to determine 
Seniority scores.
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B. The CDCR shall establish lists of BU 17 employees by classification in seniority score order. BU 
17 employees may sign up for voluntary overtime by adding their name to the VOR. To ensure

„ equitable volunteer overtime opportunity, BU 17 employees shall be provided an opportunity to 
choose a voluntary overtime slot once. Thereafter, all other BU 17 employees will be provided 
the same volunteer overtime opportunity once, assuring each BU 17 employee is provided an 
opportunity for one sign up before returning to the most senior employee and beginning the 
process again, (i.e., the rotation will again start at the top of the seniority list and work its' way 
down.)

C. If a specific position was indicated for the voluntary request, and was changed or no longer 
needed, the nursing supervisor will make all reasonable attempts to notify the affected BU 17 
employee. If the BU 17 employee arrives to find the position changed or no longer needed, the 
BU 17 employee shall not be required to work that position, but may be offered an alternate 
assignment. If no alternate assignment is available, the BU 17 employee may choose to leave.

D. Once a BU 17 employee has signed up for a voluntary overtime, it is their responsibility to work 
that position, unless they have given the nursing supervisor, or their designee, 72 hours notice to 
enable the timely scheduling of a replacement.

E. A BU 17 RN may “bump” a scheduled registry nurse at any time during the month, provided they 
give the nursing supervisor, or their designee, 72 hours notice to enable them to notify the 
Registry that they will not be needed for the affected position.

Involuntary Overtime

A. BU 17 employees (by classification) shall be assigned involuntary overtime on a rotating basis by 
inverse seniority.

B. Each facility shall establish and maintain an up-to-date list, by inverse seniority of all full-time and
part-time BU 17 employees (by classification). Staff shall only be assigned an involuntary slot 
once, until the entire list has been depleted. ,

C. The State will attempt to refrain from assigning mandatory overtime on a BU 17 employee's RDO. 
For the purpose of this section, an employee’s RDO begins immediately after completion of their 
normal shift before the RDO.

D. It is not the State's intent to mandate BU 17 employees to work involuntary overtime in 
classifications other than their own. Consistent with that expressed intent, a BU 17 employee 
may only be mandated to work in another classification when all other appropriate and possible 
staffing efforts have been exhausted and it is operationally necessary. (This expressed intent, 
however, does not preclude BU 17 employees from volunteering to work overtime in 
classifications other than their own, when it is appropriate.)

E. Management shall make every attempt to schedule BU 17 employees:

• No more than five (5) involuntary overtime shifts per month; or,
• In excess of sixteen (16) hours continuously; or,
• In excess of two overtime shifts within an employee's scheduled work week; of,
• More than two consecutive calendar days.

F. A mandated holdover of two (2) hours or more is considered a mandated overtime.
G. While on vacation, pre-approved absence, or on full work day absence due to sick leave(*), Union 

leave or State release time, or any other authorized absence from the facility, BU 17 employees 
will not be considered for mandatory overtime. Upon return to work, the BU 17 employee will 
return to the involuntary rotation in seniority order.

*This includes instances where an employee was unable to complete their regular shift due to 
illness and had to be released from duty to go home.

, H. In accordance with section 5.10 (Labor/Management Committee), CDCR’s Labor Management 
Committee will address overtime issues within this section.
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The parties recognize, pursuant to the February 14,2006 Court Order Appointing the Receiver, that
the Receiver is empowered to renegotiate this provision, in the event that such action is necessary for
the Receiver to fulfill his duties under the Order. The determination on whether such action is
necessary rests solely with the Court pursuant to paragraph D of the Order.

19.15.17 Overtime Scheduling (Excluding CDCR) (Unit 17)
A. The departments recognize and understand the importance of reducing overtime to Unit 17 

employees. To this end, the departments will make every effort to schedule staff in a manner that 
will reduce the need for mandatory overtime. Both parties agree that mandatory overtime is an 
undesirable method of providing staff coverage.

B. There shall be no mandatory overtime on an employee’s RDO or pre-approved day off, except:

1. In an emergency situation such as a natural disaster; or
2. During a state of emergency declared by the State or Federal authorities; or
3. During an emergency situation declared by a Superintendent, Executive Director or 

designee; or
4. During a severe internal emergency (e.g., an incident which necessitates assistance from 

an outside agency or a. health care crisis); or
5. When the employee’s shift relief does not report for work or gave less than two (2) hours 

notice of intent not to report for work, an employee may be mandated if no volunteer is 
available.

6. When all.other options have been exhausted.

C. Except in cases of emergency or planned program activity employees shall not be required to:

1. work more than six (6) mandatory overtime shifts of at least two (2) hours of duration in a 
month; or

2. work in excess of sixteen (16) hours continuously in a forty-eight (48) hour period; or.
3. work in excess of two (2) mandatory overtime shifts per work week.
4. When an employee is required to work twelve (12) to sixteen (16) hours that employee 

shall not be mandated to work overtime the next calendar day.

D. Upon request, and where practical, the State shall, upon consultation with the Union, establish a 
system to request and utilize qualified volunteers to perform overtime work from within the 
appropriate work area(s). Through the establishment of such a system, the State will endeavor to 
reduce the amount of mandatory overtime and number of mandatory holdovers, distribute 
overtime fairly insofar as circumstances of health and safety permit, and provide employees 
notice of possible or actual overtime assignments. The State shall also consider the use of 
intermittents, in-house registries, or float pools.

E. Before an employee is required to work mandatory overtime, every reasonable effort will be made 
to find an acceptable volunteer within the program where the employee works. Overtime shall 
first be offered to level-of-care employees for level-of-care overtime assignments before allowing 
other BU 17 classifications to work overtime.

F. Upon request of an employee who has been on duty continuously for sixteen (16) hours, the 
employer shall have the option to:

1. Allow the employee to take the next shift off on vacation, CTO, or Holiday credit as 
staffing permits.

2. Adjust the employee’s shift starting time to provide a ten (10) hour break between shifts.
3. Allow the employee to take two (2) hours off without pay at the start of the next shift to 

provide a ten (10) hour break. Management will take into account the employee’s 
preference.

G. The Department of Veteran’s Affairs - Yountville agrees to meet with the Union regarding the 
mandatory overtime policy for the Veteran’s Home.

H. The Department of Developmental Services:
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1. Facilities that utilize the “red dot-blue dot” system for assigning overtime will count time 
worked, as a result of either a red dot or blue dot assignment, toward the mandatory 
overtime limitations.

2. At management’s discretion all RN’s at a facility may be included in the mandatory 
overtime distribution process.

I. In accordance with section 5.10 (Labor/Management Committee), each department’s labor 
management committee will address overtime issues within this section.

J. During the term of this agreement and sixty days after ratification of the agreement by the parties, 
each CDVA, DDS, and DMH facility shall track the number of voluntary and mandatory overtime 
hours by Unit 17 employees. Quarterly these departments shall submit to the Union the total 
number of voluntary and mandatory hours worked by BU 17 employees.

19.16.14 Shift Changes (Unit 14)
A. The State shall endeavor to provide employees with thirty (30) calendar advance notice, but not 

less than ten (10) working days, of permanent changes in shift assignments, except in 
emergencies. Permanent shift assignment is defined as an assignment.of thirty (30) calendar 
days or more.

B. The parties agree that voluntary movement between shifts is always desirable, and to the extent 
practicable, the filling of vacancies shall be preceded by an announcement, posted for ten (10) 
working days, opening the available shift for voluntary movement, before filling the position as a 
“new hire”.

C. Shift changes will be assigned based on operational needs, and selection of personnel shall be 
based on individual skills, knowledge, and work habits. Total in-class seniority may be used to 
break ties between equally qualified individuals.

D. Shift changes required by emergency situations shall last no longer than the emergency that 
occasioned the change.

19.16.17 Change in Shift Assignment (Unit 17)
A. The State will attempt to provide Unit 17 employees with thirty (30) calendar days, but no less 

than fifteen (15) calendar days advance written notice of permanent shift changes including the 
reporting date of the change, shift start/stop times and regular days off (RDOs) when the change 
is made at other than the employee’s request. Upon written request by the employee, the 
department or its designee will provide the employee with a reason for the shift change in writing,

B. Unit 17 employees wishing to change shifts within a facility or program, if employed in twenty-four 
(24) hour facility, shall submit a written request to the facility/program management or designee. 
When management determines that a vacancy on the requested shift is available to a Unit 17 
employee, the supervisor shall consider employees with shift change requests based on the 
needs of the clients/patients/wards/students/inmates, seniority, employee skills and abilities, 
performance and attendance, staffing requirements, and needs of the facility.

C. Unit 17 employees wishing to change shifts within the same ward or unit, if employed in a, twenty- 
four (24) hour facility, shall submit a written request to the facility/program management or 
designee. When management determines that a vacancy on the requested shift is available to a 
Unit 17 employee, the supervisor shall consider employees with shift change requests based on 
the needs of the clients/patients/wards/students/inmates, seniority, performance and attendance, 
staffing requirements, and needs of the facility.

D. It is the intent of the State not to arbitrarily make temporary shift changes for punitive reasons or 
to avoid the payment of overtime.

19.16.21 Shift Change (Unit 21)
A. Except in emergencies, the State shall provide fourteen (14) calendar days advance notice of 

permanent shift changes so that the employee has an opportunity to reschedule his/her 
obligations.

B. When a department has approved an educational program for an employee and subsequently 
requires the employee to change his/her shift, as defined above, the department will support the 
employee’s claim for reimbursement of the nonrecoverable cost of tuition for the educational 
program, if the shift change requires the employee to discontinue the educational program.
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19.17.17 Mixed Shift Work Weeks (Unit 17)
A. A mixed shift work week is one in which an employee is regularly scheduled to work more than 

one shift or watch in fulfilling his/her normal forty (40) hour work week schedule.
B. Within thirty (30) days of receiving a written request from SEIU Local 1000, the State agrees to 

meet at the local worksite to discuss issues relating to the scheduling of mixed shift work weeks.
At these local meetings, the parties shall seriously consider alternative scheduling methods for 
mixed shift work weeks as well as the following alternatives in lieu of full-time mixed shift work 
week assignments: using in-house registries, outside registries and intermittent work. Up to three 
(3) representatives of the Union shall be released without loss of compensation for these 
meetings.

C. It is the intent of the State not to arbitrarily make mixed shift work weeks for punitive reasons.

19.18.17 Rescinding Approved Time Off (Unit 17)
A. Approval for the use of accrued compensating time off (CTO), holiday credit, personal holiday, or 

vacation/annual leave credits shall not be rescinded unless the State determines the employee's 
presence is necessary for coverage, workload, or the continuation of services. The State shall 
provide advance notice of such cancellation, whenever possible.

B. When scheduled CTO, holiday time off or vacation/annual leave is rescinded the State shall give 
priority consideration to the employee's request to reschedule the rescinded time off.

C. If the employee suffers a financial loss from the cancellation of vacation/annual, holiday time off or 
CTO time approved in writing, the employee may submit a Board of Control claim for 
nonrefundable expenditures which can be verified. The department shall support the claim, 
whenever possible.

19.18.20 Rescinding Approved Time Off (Unit 20)
A. Approval for the use of accrued CTO, vacation, or annual leave credits will not be rescinded 

unless the State determines the employee’s presence is necessary for coverage, workload, or the 
continuation of services.

B. When scheduled CTO, vacation, or annual leave is rescinded, the State shall give priority 
consideration to the employee’s request to'reschedule the rescinded time off.

C. If the employee .suffers a financial loss from the cancellation of CTO, vacation or annual leave that
has been approved in writing, the employee may submit a Victim Compensation and Government 
Claims Board claim for non-refundable expenditure which can be verified. The employer will 
support the claim. ■ ■ ~.

19.19.3 Work Week Group 4C to Work Week Group E or SE Agreement (Unit 3)
The State of California (Department of Personnel Administration), EMPLOYER, and SEIU, Local
1000, UNION, as the exclusive representative for Bargaining Unit 3 (Education and Library), hereby
agree that:
A. In the current agreement between the parties (7/1/99 to 7/2/01), the parties agreed to place all 

Unit 3 employees in work week group 4C.
B. Section 19.1, paragraphs A through D, generally describe hours of work for State employees. 

However, section 19.1, paragraph F, WorkWeek Group Policy FLSA- Exempt/Excluded 
employees specifically describe the provisions of the workweek group designation specified in A 
above.

C. In February 2000, in order to be consistent with the structure of the Fair Labor Standards Act 
(FLSA), the Employer changed the name of workweek group 4C to either E or SE.

D. However, in Unit 3, all employees designated E or SE remain covered by section 19.1, paragraph 
F regardless of E or SE designation.

19.19.17 Work Week Group (WWG) Definitions (Unit 17)
A. WWG "2" applies to those classifications in State service subject to the provisions of the Fair 

Labor Standards Act (FLSA). Overtime for employees subject to the provisions of the FLSA is 
defined as: “all hours worked in excess of forty (40) hours in a period of one hundred sixty-eight 
(168) hours or seven (7) consecutive twenty-four (24) hour periods.”
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B. WWG "E" includes classes that are exempted from coverage under the FLSA because of the 
"white-collar" (administrative, executive, professional) exemptions. To be eligible for this 
exemption a position must meet both the "salary basis" and the "duties" test. Consequently, 
WWG "E" applies to classes and positions with no minimum or maximum number of hours in an 
average workweek. Exempt employees are paid on a "salaried" basis, and the regular rate of pay 
is full compensation for all hours worked to perform assigned duties. However, these employees 
shall receive up to eight (8) hours holiday credit when ordered to work on a holiday. A "salaried" 
employee may not receive any form of overtime compensation, whether formal or informal.

C. WWG "SE" applies to those positions that under the FLSA are statutorily exempted, (physicians, 
attorneys, and teachers) from coverage.

19.19.21 Work Week Group E - Policy (FLSA-Exempt) (Unit 21)
State employees who are exempt from the FLSA are not hourly workers. The compensation they 
receive from the State is based on the premise that they are expected to work as many hours as is 
necessary to provide the public services for which they were hired. Consistent with the professional 
status of these employees, they are accountable for their work product, and for meeting the objectives 
of the agency for which they work.

Following is the State’s policy for all employees exempt from the FLSA:

1. Management determines, consistent with the current MOU’s, the products, services, and 
standards which must be met by FLSA-exempt employees.

2. The salary paid to FLSA-exempt employees is full compensation for all hours worked in 
providing the product or service.

3. FLSA-exempt employees are not authorized to receive any form of overtime 
compensation, whether formal or informal.

4. FLSA-exempt employees are expected to work within reason as many hours as 
necessary to accomplish their assignments or fulfill their responsibilities.

5. Consistent with the services which management has determined must be provided, 
FLSA-exempt employees are to be given discretion in establishing their work hours. 
Employees are responsible for keeping management apprised of their schedule and 
whereabouts, must receive approval from management for the use of formal leave (e.g., 
vacation, sick leave, personal leave) and for absences of one day of more, and must 
respond to directions from management to complete work assignments by specific 
deadlines.

6. Consistent with the salaried nature of FLSA-exempt employees, these employees:

a. Shall not be charged any paid leave for absences in less than whole day 
increments.

. b. Shall not be docked for absences of less than a day.
c. Shall not be suspended for five (5) days or less when facing discipline:
d. Shall not have absences of less than a day recorded for attendance, record 

keeping, or compensation purposes.
e. May be allowed, with approval of appointing power, absences with pay for one or 

more whole days due to excessive work load or other special circumstances not 
defined in their duty statement.

19.19.21(a) Guidelines for Applying Work Week Group E Policy (Unit 21)
The purpose of this document is to provide additional guidelines for both supervisor and the employee 
to assist them in applying the WWG E work week group policy.as implemented on January 24,1994.

Not discussed fully in the WWG E policy is the essential need for ongoing communication between 
supervisor and employee. This is, of course, two way communication not merely one way. While no 
one can lay down absolute rules for how often supervisors and employees need to have dialogue, 
they must do so frequently enough so that both are provided with information they need for each to 
fulfill their roles in completing work and achieving the mission and goals of the organization.
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WWG E employees are not paid for time spent per se, but for work performed. It is therefore 
appropriate that the focus of the dialogue between supervisors and employees be primarily on what 
work is to be done, when it is to be completed, and perhaps, how it is to be completed. This includes, 
not only, specific work and products that have definite deadlines, but also ongoing functions such as 
interaction with or providing consultation to other employees. Generally, prescribing specific hours 
should not be necessary. The needs of those receiving consultation or advice and their availability, 
coupled with the other work requirements an employee has should indicate how these important 
needs can be met. This may be by a variety of methods and it may employ time frames that change 
from week to week, in some cases, while in others the time spent in providing consultation to 
colleagues, etc, may be fairly fixed and consistent.

As much as possible, the employee should.be given flexibility in determining how and when this is 
done, provided that this function is being adequately taken care of. If an employee fails to fulfill this 
function, it may indicate the need for a more fixed schedule in terms of being available. It is important, 
also, that if work requirements and/or deadlines or other situations change, that the supervisor 
continue to inform the employee on a timely basis of such factors so that the employee is able to 
make whatever adjustments are necessary in terms of effort, time, and/or changing priorities to meet 
the changing expectations of the supervisor.

From the supervisor’s point of view, it is important that the employee not only be diligent in working 
towards completion of various assignments, but also be diligent concerning providing the ongoing 
assistance and/or performance of his/her duties.that may be necessary for the effective operation of 
the particular work unit. This means that as situations change or as work, progresses, the supervisor 
needs to receive feedback from the employee on a fairly frequent basis, especially when any 
problems or change takes place that might require some adjustment in work, product, methodology, 
etc. It is also important in case changes occur that a. supervisor must bp able to communicate with an 
employee if needed. This makes it essential that employees are diligent in keeping their office 
informed of their whereabouts and their schedules. While it is not always possible, it should be done 
probably at least on a weekly basis. Where changes occur, these should be reported and the 
schedule adjusted accordingly. This does not necessarily mean the filling out of long detailed written 
schedules, in practically all cases, these are unnecessary. What is necessary is whatever it takes so 
that if a supervisor on Tuesday morning at 10 am finds it essential to discuss an issue with an 
employee, that the employee’s secretary or colleagues know the employee’s schedule and how, if 
possible, he/she may be reached.

In the case of an employee’s being at a doctor’s appointment or in court or in a variety of other 
situations, the employee may not be reachable at a given time, but information should have been 
provided so that the supervisor knows when the employee wil( next either call in or be available for 
discussion. In some cases, arrangements which for example provide that the employee will be 
available during specific hours a given day may be useful in providing opportunities for either 
discussions with the supervisor and/or colleagues needing or providing assistance. These matters, of 
course, should ail be discussed thoroughly by both supervisor and employee so there is a clear 
understanding of the expectations both have with regard to availability, completion of work 
assignments, etc.,

You will note that in the paragraphs above, while times for consultation, etc. were discussed, there 
was little mention made of any sort of fixed hours or work schedule, except in the one hypothetical 
example in the last paragraph. This approach is in keeping with the WWG E concept since it avoids 
the notion that the employee is required to work a fixed work schedule. Thjs is, in fact, the basic 
concept of the WWG E work week group policy and is what distinguishes it from WWG 2. Fixed work 
schedules that are not based on actual operational needs are not appropriate to the WWG E policy. 
While it is true that the typical business hours of most State agencies and offices is from 8:00 a.m. to 
5:00 p.m., Monday through Friday, this does not translate into requiring an 8:00 a.m. to 5:00 p.m. or 
other fixed schedule for all employees. While it may, in fact, be necessary for a particular WWG E 
employee to generally work a schedule that appears to follow the 8:00 a.m. to 5:00 p.m. regime, this 
should only occur because the work being performed dictates such a schedule. If in fact the work 
need not be performed during those specific hours, there is no operational need to require those
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specific hours, or any other specific hours for that matter. Counting hours is antithetical to the WWG 
E concept. Supervisors should be aware that it is not the time spent in the office, or even the time 
spent in the actual performance of duties that should be the subject of evaluation of an employee. 
Rather, the quality of work performed, the work product itself and the fulfillment of professional duties 
should be the focus of evaluation. If there are deficiencies in these areas, the corrective 
action/adverse action procedures should be followed.

If an employee is not available for consultation with other employees and is therefore not fulfilling that 
responsibility, that must be the focus of attention, not whether the employee is available during 
specific hours in the office. Employees need to be aware, however, that if they are not fulfilling their 
obligations in terms of consultation with other employees, etc. management does have the right,to 
temporarily impose a more fixed work schedule in order to insure that these duties are being 
performed. If this becomes a matter of dispute, then outside help should be sought so that the 
difference of opinion can be resolved. Where this does not occur, the expedited dispute procedure 
which has been negotiated should be followed.

19.20.11 Double Backs - Department of Food and Agriculture (Unit 11)
A. Employees shall be given a minimum of twelve (12) hours off between scheduled shifts, unless it 

becomes necessary for them to return earlier because of unforeseen operational need or 
emergency.

B. Nothing in this section precludes employees from requesting, and management from granting, 
double-back shifts.

19.21.11 Standby Duty - Department of Fish and Game (DFG) (Unit 11)
A. Standby duty is defined as the time that an employee is required to remain on the DFG hatchery 

grounds during non-work hours for immediate response to duty or to emergencies that may arise.
B. Affected employees are those who are assigned to WWG 2 who reside in State-owned housing at 

DFG hatcheries, and are required to perform standby duty at the fish hatcheries.

1. While on standby duty, employees shall receive standby compensation at the rate of two 
hours of compensating time off for fifteen (15) hours of standby duty. If an employee 
does not complete the fifteen (15) hours of standby duty, the DFG shall pro-rate the 
compensation earned in accordance with departmental procedure.

2. Where compensating time off is not practical, the appointing authority may authorize cash 
compensation. Required work in excess of the minimum work week is compensable as 
overtime in accordance with the basic workweek group that the particular class and 
position is allocated to, except for the time on standby duty.

3. When an employee is called back while on standby duty, the employee shall not lose 
standby duty pay as a result of earning call back credit pursuant to article 19.11 (Call 
Back Time).

4. Employees on any approved leave shall not be required to work standby duty.

19.22 Intentionally Excluded

19.23.15 Sliding Six, Six/Two (6/2) Schedules or Variations Thereof (Unit 15)
Upon written request from the Union, the State will meet and confer with the Union to abolish the 
“Sliding Six or Six/Two (6/2)” rotation cycle and establish a fixed day off schedule. The Union’s 
request to meet and confer must be specific to the individual institution;

19.24.17 Floating (Unit 17)
Floating of Unit 17 staff may be utilized to avoid and/or minimize mandatory overtime assignments. 
Those programs where it is determined that special client/patient care is required (e.g., SNF, ICU), 
Unit 17 employees will be provided appropriate orientation prior to the start of the assignment. Where 
necessary and practical, a mentoring assignment will be made. The facility will attempt to float 
between program/unit with similar client/patient needs. Registered Nurses, shall not be floated to 
replace a non-licensed function.
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19.25.17 Travel Time (Unit 17)
Notwithstanding any other contract provision, departmental policy or practice, the travel time of 
employees who are covered by WWG 2 shall only be considered as time worked if it meets the 
definitions and requirements of travel time in sections 785.34 through 785.41 of Title 29 of the Code of 
Federal Regulations. .

19.26.17 Workweek Correctional Institutions (Unit 17)
A. Notwithstanding any other provisions of this article, any Unit 17 employee desiring to work an 

alternate number of hours during the workweek (i.e., twelve [12] hour shifts) will do so with the 
understanding that overtime shall be computed bn a forty (40) hour work week. Hours worked in 
excess of the pay period due to an employee’s normal work schedule will be treated as excess 
hours.

B. Vacation and sick leave (or annual leave) hours will continue to be accumulated in accordance 
with article 8 (Leaves). Vacation and sick leave (or annual leave) hours used will be charged 
based on an employee's scheduled work shift.

C. A maximum of eight (8) hours shall be credited for each holiday and personal holiday earned.

19.27.20 Special Schools Calendar (Unit 20)
A. The Superintendent of a State Special School shall obtain input from Unit 20 employees during 

the development of the proposed academic calendar. Special School employees shall receive a 
copy of the proposed calendar prior to adoption of the calendar.

B. Upon the adoption of an academic calendar the State Special Schools shall provide a copy of the 
academic calendar to Unit 20 Special School employees.

19.28.21 Reduced Work Time (Unit 21)
Employees who voluntarily reduce their work time pursuant to the Reduced Worktime Act, shbll have 
riqht of return to full-time employment pursuant to Government Code section 19996.24 and DPA rule 
599.836.

19.29.21 Release Time for Commercial Driver’s License Examination (Unit 21)
A. Upon ten (10) work days advance notice to the department head or designee, the department 

shall provide reasonable time off without loss of compensation for an incumbent permanent 
employee to take the Class A and/or Class B commercial driver’s license examination, provided:

1. The employee is required to have the designated commercial driver’s license and 
endorsement(s);

2. The examination is scheduled during the employee’s scheduled work hours;
3. The examination does not interfere with operational needs of the department; and

‘ 4. Theemployee has a valid.current medical certification, acceptable to DMV.

If medical certification provided by a department designated contractor physician or clinic 
is rejected by DMV on the date scheduled for examination that requires an employee to 
schedule an additional medical examination date, the employee shall be granted 
reasonable release time for the subsequent date, in accordance with the requirements 
specified above.

B. Upon ten (10) work days notice, the department will allow the employee to use a State vehicle or 
equipment appropriate for the license examination. It is understood by the parties, that use of the 
equipment or vehicle may be delayed for operational reasons.

C. Each department, at the request of an employee required to upgrade their current driver’s license 
to a Class A or Class B commercial driver’s license and appropriate endorsements will make 
available to the employee any information prepared by the DMV covering the commercial driver’s 
license examination and any video training programs, relating to the obtaining of a commercial 
driver’s license, which become available to the State.
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19.30.21 Community Colleges Program Assistant I (CCPAI) - FLSA Exempt (Unit 21)
The Community Colleges Program Assistant I (CCPA l) is the only education,assistant classification 
in the Unit 21 series that is Work Week Group 2 and not Federal Fair Labor Standards Act (FLSA) 
exempt. To be consistent with the other education assistant classifications in the Unit 21 series, it is 

, agreed upon between the State and the Union to make the CCPA I employees at the California 
Community Colleges exempt from the overtime requirements of State and Federal applicable wage 
and hour laws. There will be no overtime given to such employees for hours worked in addition to 
eight (8) hours per day or forty (40) hours per week. Such employees shall be treated as 
salaried/professional employees for all purposes including but not limited to leave time and work 
hours.

ARTICLE20-POST AND BID ’

20.1.1 Employment Development Department (EDD) Post and Bid Agreement (Unit 1)
Hiring for Employment Program Representative (EPR). and Disability Insurance Program 
Representative (DIPR) permanent full-time positions in the EDD will be base^d on the following:

A. General Provisions

1. When EDD decides to fill vacant EPR dr DIPR positions,-vacancies will be announced on 
the DIPR and EPR Post and Bid Vacancies for Current,EDD Employees using a ratio of 
fifty percent (50%) by post and bid and fifty percent (50%) by other hiring methods.
Human Resource Services Division (HRSD) will be the single point of contact in receiving 
all “Request for Position Action” documents. The HRSD will ensure fair application of the 
50-50 ratio. •

2. The EDD reserves the right to exempt placements from this section where there are 
clearly articulated operational needs. Positions subject to SROA or layoff lists, and safety 
transfers, Americans with Disabilities Act (ADA) reasonable accommodation requests, 
etc. shall come out of the department’s fifty percent (50%) and thus are not available for 
this post and bid process. The EDD will provide a report monthly to the Union, indicating 
the number of exempt placements by category. Individual employee hardship transfer 
requests will be determined by management based on the compelling nature of the 
request. As used in this section, compelling is defined as: Requests to maintain the unity 
and continuity of the employee’s immediate family unit. Examples include but are not 
limited to:

a. Marriage;
b. Move to a new area to accompany a spouse or domestic partner who has 

changed the location of his or her employment;
c. Documented need to provide care for a family member where a change of 

employee's residence is required;
d. Documented circumstances which require the employee to leave the area to

avoid physical harm or injury at the hands of an abusive spouse, family 
member or other individual; or , ;

e. Employee’s legal obligation requiring that he/she relocate to another area.

3. Each employee is responsible for checking the posting of positions on the DIPR and EPR
Post and Bid Vacancies for Current EDD Employees. *

4. Employees being reassigned under this section waive any rights to claim moving and 
relocation expenses. This does not preclude payment of such expenses, at 
management’s discretion.

B. Eligibility to Participate in Post and Bid ~

1. Employees must be currently employed by EDD, either in the EPR or DIPR classification 
and have permanent civil service status in the class.

244



2. The PI employees must either meet the requirements of Rule 277, or have reinstatement 
rights to a permanent position, to be eligible to participate in the post and bid process.

3. Bidders must meet all requirements of the posted position, including any special 
requirements (e.g., language skills, Veterans status, etc:).

4. Employees must have overall satisfactory performance in their current job. In the absence 
of any current annual performance appraisal, or performance evaluation material to the 
contrary, the employee’s performance shall be deemed satisfactory.

5. An employee who has an adverse personnel action with an effective date within twelve 
(12) calendar months which relates to the employee’s job performance will be precluded 
from participation in the bid process.

C. Seniority Provisions

1. For the post and bid process, seniority is defined as total months of State service. When 
two (2) or more employees apply for a specific position and have equal State seniority, 
the tie shall be broken in the following order: total months of service with EDD, then total 
in-class seniority, then by lot.

2. The EDD shall prepare seniority lists of EPRs and DIPRs every February 15th, (reflecting 
seniority information current as of January 1) and eveiy August 15th (reflecting seniority 
information current as of July 1st). This information will be provided electronically to SEIU

. Local 1000. An updated paper copy shall be made available at all EDD worksites every 
six (6) months.

3. EDD will distribute the seniority list defined above at each worksite employing EPRs and 
DIPRs.

4. The lists above as modified by any successful protest(s) shall be the sole determinants of 
seniority for post and bid selections during the respective bidding periods.

D. Posting Process

1. The EDD shall post vacancies on the DIPR and EPR Post and Bid Vacancies for Current 
EDD Employees, consistent With current practice, for ten (10) calendar days. This 
posting shall state the following:

• The opening date and closing date and time to apply for the vacancy;
• The location of the vacancy;
• Description of the vacant position including the duties, responsibilities and 

requirements of the position.
• The Single Point of Contact (HRSD) to whom the bid is to be sent.

2. The EDD shall provide SEIU Local 1000 with a copy of the DIPR and EPR Post and Bid 
Vacancies for Current EDD employees posting at the same time they are distributed.

E. Bidding Process

1. For post and bid positions, the employee must submit his/her bid for a vacant position on 
a form.provided by EDD-

2. Employees who have been selected through the post and bid process are precluded from
bidding on any position for a period of one (1) year from the date they were finally
“awarded” a position-

F. Post and Bid Selection Process

1. The most senior eligible employee meeting the requirements as described in the Eligibility 
To Participate in Post and Bid section, supra, will be selected for a position.
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2. The tentative “awarding” of the position will be announced on the Disability DIPR and 
EPR Post and Bid Vacancies for Current EDD Employees within five (5) working days 
after the bidding process is closed. The notice will include the employee’s name and 
seniority score;

3. The protest period will be three (3) working days from the date the tentative “award" is 
posted on the DIPR and EPR Post and Bid Vacancies for Current EDD employees. 
Employees selected under the terms of this section shall have eight (8) working days 
after the bidding process is closed in which to accept or reject a job offer unless otherwise 
agreed by the hiring supervisor.

4. The final award will be announced on the DIPR and EPR Post and Bid Vacancies for 
Current EDD Employees within five (5) working days from the end of the protest period.

5. The employee will be expected to report to his/her new position on a date selected by 
EDD. Consideration will be given to employee and management needs in selecting the

f reporting date. The reassignment must be completed within thirty (30) calendar days of 
the date the employee accepted the award.

6. Employees who bid on the position shall not be required to interview for the position.

G. Miscellaneous Provisions

1. The EDD will provide training deemed necessary by EDD for the employee to be 
successful in the new job.

2. Whenever no bids are submitted for a. position opening or whenever no employee 
submitting a bid is eligible for appointment to the position, EDD shall select an employee 
to fill the position through other hiring methods.

3. The EDD shall retain the bids fora period of twelve (12) months. During this period, the 
bids shall be available for inspection by the Union representatives, who may request a 
copy.

4. All awardees are entitled to a thirty (30) calendar day trial period, during which time
employees can opt to return to their former position as defined in Government Code 
section 18522. -

20.2.4 Pilot Post and Bid Program (Unit 4)
This pilot program expired with the 2003/05 MOU on June 30, 2005 and is no longer applicable. 
However, the parties agree to retain the provision as an instructional guide in meeting the terms of the 
September 15, 2005 arbitration settlement agreement between the parties regarding grievances 04- 
01-0218, 04-04-0218, and 04-11-0026. Any disputes of the settlement agreement regarding 
implementation and/or completion shall be processed according to the dispute resolution process 
outlined in the settlement agreement.

In regards to Post and Bid, section 20.2.4, if any party pursues legal action regarding the 
constitutionality of this section, the State and the Union agree to jointly participate in the defense 
against any litigation.

Effective Date: This pilot post and bid proposal takes effect ninety (90) calendar days following ratification 
by the Legislature and the Union’s membership, unless otherwise indicated by the terms of the proposal.

This section shall remain in effect for the term of the Memorandum of Understanding (MOU) except as 
follows: Sections 15.3 of the Unit 4 collective bargaining agreement approved by the legislature and 
Governor through Senate Bill 728, Stats., 2002, shall replace this agreement within sixty (60) days of 
when the judgment and writ of mandate in Sacramento Superior Court Case No. 02CS00787 is stayed or 
overturned on appeal and it shall remain in effect for the remaining term of the MOU: Should the Court of 
Appeals only partially invalidate section 20.2.4 in Case No. 02CS00787, the Savings Clause in article 5 
shall be operative.
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During the life of the pilot program, a Post and Bid Joint Labor Management Committee shall be 
established. The Committee will be comprised of three (3) Union and three (3) management 
representatives. Union representatives shall be chosen by the Union and management 
representatives shall be chosen by management. The committee will meet at least quarterly to review 
how the process is working and make recommendations to adjust the process but not the concept of 
this pilot post and bid program. Unless.mutually agreed otherwise, this pilot program terminates with 
expiration :of the Contract.

When a department decides to fill a full-time permanent position, selection will be based on the 
following criteria, using a ratio of fifty percent (50%) by post and bid and fifty percent (50%) by other 
hiring methods. This section applies to the following classifications:

Class Code Classification
1441 Office Assistant (G), Excludes EDD
1379 Office Assistant (T), Excludes EDD

The parties agree that by June 1,2004, the above list may be expanded to cover at least four (4) 
additional classifications.

A. Eligibility to Bid
1. To be eligible to bid employees must already be employed by the department with the 

posted position and meet one of the following:

a. Currently has permanent full-time civil service status in the same civil service 
classification as the posted position; or

b. Currently has PI civil service status in the same civil service.classification as the 
posted position and meets the eligibility criteria for a time base change under SPB 
rule 277.

2. Employees who are on probation or on an official training and development assignment 
are not eligible to bid.

3. Employees must meet the qualifications stated on the bid notice and possess the physical 
abilities to perform the essential functions of the posted position.

A. Employees must have overall satisfactory performance in/their current job. In the
absence of any current annual performance appraisal or performance evaluation material 
to the contrary, the employee's performance shall be deemed satisfactory.

5. For the twelve (12) calendar months preceding onset of the bid process, an employee 
who receives an adverse action which relates to the employee’s job performance will be 
precluded from participation in the bid process.

6. An employee who successfully bids pursuant to this section is precluded from bidding on 
any position for a period of twelve (12) months from the date appointed to the position. 
When an employee has two (2) or more bids pending and accepts an offer, all 
outstanding bids shall be deemed withdrawn. The employee shall notify the contact 
person(s) for those outstanding bids.

7. An employee, who declines the Offered position pursuant to this section, is precluded 
from bidding on any position for a period of three (3) months from the date the position 
was declined.

B. Exclusions

’ 1. Mandatory Placement: This section shall not apply when an employee must be placed by 
mandatory reinstatement, placement of employee subject to layoff, SROA/Surplus Lists, 
proper placement such as but not limited to, reasonable accommodations, ADA, worker’s 
compensation, limited duty, FMLA, hardship transfer.
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2. This section does not preclude management from transferring employees or denying an 
employee’s transfer for verifiable security, safety, or other job related reasons (e.g., 
restraining orders, violence in the workplace, court orders).

3. The State reserves the right to assign/reassign employees where needed, under certain 
circumstances, such as, but not limited to emergencies, reorganizations, budgetary 
constraints or extreme operational needs. This section shall not be used to circumvent 
the Post and Bid process.

4. The above exclusions do not count as part of the 50/50 ratio.

C. Bid Notice Posting

, Bid notices shall be posted for a period of no less than ten (10) calendar days where job 
announcements are normally posted (e.g., VPOS, intranet, department internet sites, personnel 
offices, bulletin boards, etc.).

D. Bid Notices Shall at a Minimum Include:
■ ' ’ • ■ -;i

1. The classification of the posted position;
2. Department, section and geographic location;
3. A statement of duties outlining:

a. the duties of the position;
b. required technical and professional skills and abilities;
c. any educational or certificate requirements;
d. the physical abilities required to perform the essential functions of the posted 

position; and
e. any specific departmental requirements, including, but not limited to bonding, 

fingerprinting, background checks, medical clearances:

4. The final date by which bids must be received;
5. Locations where bid forms may be acquired;
6. The personnel office or designated location of which the bids are to be submitted;
7. The name, telephone number and e-mail address of a departmental contact person who 

can provide additional information about the position;
8. The window period in which an employee needs to be available for contact; and
9. Any differentials that may apply to the positions or a statement that no differential exist.

E. Bid Submittal

Eligible employees may bid for posted positions by submitting a completed bid form provided by 
the department. Bid forms must be received on or before the date specified in the posted bid 
notice.

F. Seniority

1. For purposes of this section “seniority” is defined as total months of State service as used 
for vacation/annual leave accrual purposes. When two (2) or more employees apply for a 
specific position and have equal State service seniority, the tie shall be broken as follows! 
total months of State service within the department of the posted position, then by lot.

2. Seniority will be based on the employee’s seniority as the beginning of the December 
2002 pay period. A new seniority list shall be calculated each December thereafter.

3. The seniority list shall be made available upon request to all employees.
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4. Any challenge to ah employee’s seniority score must be filed within thirty (30) calendar
' days of the list becoming available. ■■ ■ '
5. The seniority list, as modified by any successful challenge, shall be the sole determinant

Of seniority of Post and Bid selections, until a new list is developed. ,

G. Selection

1. All bidders must satisfy the eligibility to bid criteria in subsection A.
2. Selection will be based on the departmental geographic area (geographic region, 

program, division, etc.). The most senior bidder, if any, within the departmental 
geographic area shall be offered the position. If no employee from the departmental 
geographic area bids, then the most senior bidder.in the department shall be offered the

■ position. - '
3. If the most senior bidder within the appropriate pool declines the position, then the 

procedure continues by offering the position to the next most senior bidder, until there are 
no bidders left. When there are no bidders left, management may then fill the posted 
position through any other means. Positions filled by any other means count as if filled by 
the Post and Bid procedure,

4. The individual selected under the terms of this section shall have a maximum of five (5) 
workdays from date of contact to accept or reject the offer unless the appointing power 
agrees to more time. Failure to respond to the contact person within the time frame 
allowed shall be considered a rejection of the offer by the employee.

5. The individual selected will be expected to report to the new position in no less than 
fourteen (14) calendar days unless agreed otherwise by the current and hiring supervisor. 
The start date must be effective within thirty (30) calendar days of the date the employee 
accepted the position. If a position requires additional hiring approval, such as, but not

; limited to, medical clearance, fingerprinting, bonding, or background checks a conditional 
job offer will be made and the report date will be established based on approved 
clearance dates.

H. Bidding employees who accept appointments waive any and all rights to Claim moving, relocation
and associated travel and per diem expenses. This does not, however, preclude payment of such 
expenses in whole of in part at management’s discretion. 1

I. The department will notify all bidders of the bid award in writing, including name, seniority score 
and pool of winning bidder within five (5) days of awarding the bid.

J. Thirty (30) Day Trial Period

Within thirty (30) days of appointment;

1. All successful bidders have the right to a “no-fault” return to their former position (as 
defined in Govt. Code section 18522).

2. Management reserves the right to return successful bidders to their former position (as 
defined in Government Code section 18522) for verifiable reasons. Such return shall be 
“no-fault” and the position shall be re-bid. The employee’s rights to bid shall be restored.

K. Dispute Resolution . ^ ^

Employees who dispute the appropriateness of the bid award for the posted position may file a 
written protest. The protest shall be filed within five (5) work days after receipt of the notification 
provided under Section I above. Protests shall be filed with the Post and Bid Joint Resolution 
Committee, on a form provided by the department. The selected bidders appointment date will be 
put on hold. The Post and Bid Joint Resolution Committee has ten (10) work days to issue a 
decision in writing to the person filing the dispute. The Post and Bid Joint Resolution Committee 
shall be comprised of two (2) persons appointed by the appointing authority/department that have 
the position and SEIU Local 1000 respectively. Disputes will be resolved by a majority vote. A tie
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will be broken by lot. If the decision is found in the favor of the complainant, the selected bidder 
will be notified and the decision will be final and not precedential.

L. Each appointing authority shall maintain sufficient data to track and verify compliance with this 
provision. Such information shall be maintained by the appointing power for three (3) years and 
shall be made available to the Union upon request.

20.3.11 Post and Bid Program (Unit 11)
A. When Post and Bid Applies

1. This section shall apply to employees in the following classifications:

a. Disaster Assistance Program Specialists
b. Fish & Wildlife Technician
c. Water Resources Engineering Associate
d. Water Resources Technicians
e. Sanitary Engineering Associate
f. Sanitary Engineering Technician
g. All Unit 11 classifications used by the Caltrans.

2. The parties recognize the value of allowing permanent employees to voluntarily transfer 
between positions. The parties also recognize that when vacancies occur in the Unit 11 
classifications listed in A (1) above, and the State elects to fill the position, the needs of 
the State must also be considered. The parties therefore agree that the State may elect 
to fill vacancies usjng methods that include but are not limited to mandatory 
reinstatements; placement in lieu of layoff/demotion, appointment from a State Restriction 
of Appointment/Surplus list, reemployment list, limited duty (vacancy to be available at 
the end of temporary appointment); appointments pursuant to court orders, settlement 
agreements, SPB decisions, or the like; hardship transfers; reassignments (rotations, 
position “trades,” etc.); involuntary transfers in lieu of geographic relocation; promotions in 
place*; or an eligible employee who must be provided a reasonable accommodation.

‘Promotion in place: Management shall have the option to promote employees in place 
without using Post and Bid provisions. For the purposes of this section, promotion in 
place is defined as 1) there is no true vacancy; and 2) there is no change of position, 
assignment, or supervisory/subordinate relationship of the employee; 3) the promotion is 
clearly identified as typical in cases where the employee is to move to the next higher 
series.

The parties also agree that when a vacancy occurs, the following provisions apply.

B. Bid Notice Posting:

Appointing authorities shall post a notice inviting bids (unless there are no incumbents in the 
classification that will be used to fill the vacancy).

1. Bid notices will be posted in the department where the vacancy exists.
2. Bid notices shall be posted in the same place where job announcements are customarily 

posted.
3. Bid notices shall be posted for a period of no less than ten (10) working days before the 

final date bids must be postmarked or fax stamped.
4. Bid notices shall at a minimum include:

a. The classification of the vacancy;
b. Department, section and geographic location of the vacancy;
c. Present working hours associated with the vacancy;
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d. A complete description of the duties and any personal attributes including objective 
qualifications that may enable the bidder to be successful in the position (e.g., any 
special education, training, work experience, and/or experience using particular 
types of equipment). The duty statement for the position shall be provided to the

: bidder upon request;
e. Any required license or certificate, such as a Class A/B CDL;
f. The final date by which bids must be postmarked and/or fax stamped;
g. The place to submit bids, and fax number, if applicable;
h. Where bid forms may be acquired (if the appointing power requires that bids be 

submitted on a specific form);
i. The name and telephone number of the supervisor or another person to contact for 

additional information;
j. How soon the employee accepting the position will be expected to report to his/her 

new position.

C. Eligibility to Bid:

Employee eligibility to bid shall be subject to the following criteria:

1. Status in Class:

a. The employee must already be employed by the department with the posted
position and: '

b. Currently have permanent full-time civil service status in the same civil service 
classification as the posted position; or

c. Currently have permanent intermittent civil service status in the same civil service 
classification as the posted position and meet the necessary criteria under SPB 
rule 277 for such a time-base change.

2. Acceptable Level of Performance: Unless expressly waived by management in 
conjunction with a particular position and employee, employees must have satisfactorily 
performed the duties of their position during the twelve (12) month period before bids are 
due. Employees shall be deemed to have performed satisfactorily if they received an 
overall rating of “satisfactory” on an annual performance evaluation or probationary report 
during the same twelve (12) month period and they received no intervening counseling 
and/or corrective memos. If an employee did not receive a written performance 
evaluation during the twelve (12) month period before bids are due (e.g., annual 
evaluation), the employee shall be deemed to have performed satisfactorily unless s/he 
received a counseling and/or corrective memo during the same twelve (12) month period.

3. Disciplinary Action: Employee must not have received a formal disciplinary action as 
specified in Government Code section 19572 within the twelve (12) months of when bids 
are due.

4. Other Restrictions: An employee may be denied the right to bid for specific positions 
under this program for reasons related to safety, security or for other job related reasons 
(e.g., to avoid violating nepotism policies or where the appointment would pose a 
demonstrable threat to the health and safety of any employee).

D. Additional Bids

1. An employee who successfully bids pursuant to this section shall not be eligible to bid for
another position for twelve (12) months following the employee’s bid appointment 
effective date. . •

2. When an employee has two (2) of more bids pending and s/he accepts an offer as the 
result of one of the bids, the employee shall immediately withdraw all outstanding bids.
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E. Bid Submittal

1. Eligible employees may bid for posted positions by submitting a form specified on the 
notice inviting bids as specified by the hiring department (appointing authority). Bid forms 
shall be postmarked or fax stamped on or before the date specified in the posted bid 
notice.

2. It is the responsibility of the employee to provide the employer with an alternate means of 
notification if the employee is unavailable (i.e., vacation) anytime during a thirty (30) day 
period following the close of the bidding period.

F. Seniority . .

For purposes of this section “seniority” is defined as one point for each qualifying month of State 
service as used for purposes of determining leave (e.g., vacation) accrual. If an employee 
believes there is an error in the computation of the employee’s seniority points, s/he shall provide 
documentation and request correction through the department personnel office. If two (2) or more 
employees are tied for most senior then the following shall be used in the order shown until the tie 
is broken:. • ^ \

1. Most qualifying pay periods in the department with the vacancy;
2. Most qualifying pay periods in the classification of the vacancy;
3. Coin flip.

G. Selection

When management decides to fill a vacancy:

1. The most senior timely bidder who satisfies the eligibility criteria shall be offered the 
position. Management may contact, meet with and/or make inquiries to ensure that. 
bidders satisfy the eligibility criteria and understand the objective qualifications. If the 
most senior bidder is ineligible or disqualified for any reason listed in subsection C above, 
that bidder will be notified of the ineligibility or disqualification at the time the selection is 
announced.

2. If the most senior employee offered the position declines the offer and there are 
remaining bidders who qualify, then the second most senior employee shall be offered 
the position until there are no remaining bidders who qualify.

3. Employees offered positions pursuant to this subsection shall have a maximum of three 
(3) working days to accept or reject the offer unless the appointing power agrees to more 
time. Failing to respond within three (3) working days after being contacted (or longer as 
agreed to by the appointing power) may be deemed a rejection of the offer by 
management.

4. The winning bidder shall report for work on the start date listed in the bid notice. The start
date may be altered by mutual agreement- , '

5. Once a position is awarded, management shall notify all bidders in writing that the 
position has been awarded, identifying the successful bidder and how many qualifying 
months of state service the successful bidder possesses.

6. Within thirty (30) days of appointment under this procedure, all employees have the right 
to return to their former position (as defined in Government Code).

H. Other Related Matters

1. Bidding employees who accept appointments waive any and all right to claim moving, 
relocation and associated travel and per diem expenses. This does not, however, 
preclude payment of such expenses at management’s discretion.

2. Nothing in this provision will prevent management from posting positions, and 
simultaneously beginning other methods to solicit applicants (e.g., sending contact letters 
out to employees on promotional lists), so no time is lost in filling the positions should, for
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example, there be no bidders. Such solicitation shall include the notice that the position 
is subject to post and bid process.

20.4.15 Post and Bid Procedure for Vacant Positions (Unit 15)

A. Post and Bid Procedure for Vacant Positions - DGS 

KEY DEFINITIONS

Vacancy: A permanent full-time position unoccupied as a result of retirement, transfer, termination, 
reassignment, or new funding, and where a variety of work schedules (days off, shifts, etc.) exist.

Permanent full-time status employee: A full-time employee who has successfully passed probation in 
their current classification in the Department of General Services by the final filing date of the position 
being advertised.

Post and Bid Request Form: The written request form provided by respective DGS offices and 
completed by the permanent full-time status employee requesting to be reassigned to any 
position/assignment in their current classification. Request must be submitted by the final filing date 
of the position(s) being advertised. Requests shall be kept on file for 24 months by the hiring office.

The position will be advertised by using the Employment Opportunity Bulletin (aka Job Opportunity 
Bulletin or JOB) and posted on DGS Outlook, the State Personnel Board Vacancy Position (VPOS) 
database and in an accessible location for all BU 15 employees in the management units for a 
minimum of seven (7) calendar days. This notice shall include the classification, a duty statement or 
description of duties, requisite skills and abilities required of the position, reporting location, the shift 
and days off for the position to be filled, the final filing date, and the contact person’s name and 
telephone number. Employees interested in a posted position must indicate interest by submitting a 
departmental bid request form to the specified contact person by the final filing date. The bid forms 
will be posted on DGS Outlook and copies will be kept in an accessible location for all BU 15 
employees.

Seniority: Seniority is determined by permanent full-time status employees with the greatest amount 
of continuous permanent full-time statewide seniority in the class (regardless of department). 
Continuous permanent full-time statewide seniority in the class shall be time in class, before and after 
the return from a temporary separation (including time spent on a limited-term appointment or 
Temporary Authorization Appointment-TAU) followed by a mandatory reinstatement. When 
determining seniority for a specific position, the seniority will be calculated up to the last day of the 
pay period prior to the final filing date of the JOB. In the event of a tie in the seniority scores, the tie 
shall be broken using (1) total statewide service seniority; (2) departmental seniority; (3) by lot.

Seniority Post and Bid Lists: After the close of business on the final filing date for the position(s) being 
advertised, the hiring office will submit a list of the bids received to the Office of Human Resources 
(OHR) for calculation of the seniority scores. See Special Considerations/Exclusions. Seniority lists 
shall be developed by OHR within 3 working days following the close of business on the final filing 
date and OHR will provide the seniority scores to the hiring office. The employee with the most 
seniority will be offered the position. The bidder can request the results of the bid from the hiring 
office five (5) days after close of the bid.

SPECIAL CONSIDERATIONS/EXCLUSIONS

Limit On Bids: An employee may not make more than one successful bid each twelve (12) months. (A 
successful bid is when the bidder accepts the, position and reports for work). The exception is if an 
employee’s bidded position is altered and the employee elects not to stay in the position.
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Promotion: Management has the-option to use a civil service list in lieu of these Post and Bid 
provisions to promote Bargaining Unit 15 employees only after the Post and Bid process has been 
used.

Mandatory Placement: These Post and Bid provisions do not apply when management chooses to 
retain a Limited-Term or TAU by a permanent appointment or when an employee must be placed by 
mandatory reinstatement, promotion in place, changing a permanent intermittent employee to 
permanent full-time, placement of an employee subject to layoff, State Restriction of 
Appointments/Surplus lists, proper placement (i.e. reasonable accommodation), limited light duty, or 
other clearly articulated operational reasons including client demands.

Requisite Skills and Abilities: Employees placed under the Post and Bid provisions must possess the 
requisite knowledge, skills, aptitude, and abilities of the position to perform at an acceptable level. If 
an employee lacks the position requisites, the supervisor will notify the employee: Training may be 
made available if an employee requests to be trained in other work functions within their assigned 
facility; such requests shall not be unreasonably denied.

Discipline/Substandard Review: Management is not required to consider an employee who has a 
sustained formal disciplinary action or received an overall substandard performance review within the 
last twelve (12) months. The commencement of the 12-month period will be the effective date of the 
action, not the ending date of the action.

Security/Safety or Other Reasons: These Post and Bid provisions do not preclude management from 
transferring or assigning employees for verifiable security, safety, or clearly articulated operational 
reasons. Prior to initiating such actions, the Labor Relations Office should be contacted.

Shift Changes with No Vacancy: Post and Bid does not apply when there is no vacancy and internal 
permanent or temporary shift changes are initiated. Such placement of employees will.be done 
based on operational needs (i.e. client demands) and in accordance with Unit 15 provisions. Prior to 
initiating such actions, the Labor Relations Office should be contacted.

Security Clearance: For those facilities that require an employee background security clearance, the 
most senior qualified bidder will be selected.

Post and Bid Acceptance: Employee offered a bid position has a maximum of three (3) work days in 
which to accept or reject a job offer unless a longer period is agreed to by the hiring supervisor. If an 
employee requests or is reassigned temporarily to different work, this does not negate the position 
they accepted through these Post and Bid procedures.

New Regional Offices: When new Regional Offices are established, DGS shall advertise and accept 
applications from employees statewide. In accordance with these procedures, the most senior 
qualified employee shall be selected. If there are no qualified bidders, DGS may fill the positions by 
other valid hiring means. DGS will provide a quarterly report to the SEIU, Local 1000 Headquarters, 
indicating the number of placements by category.

EMPLOYEE PROCEDURES

Permanent full-time Unit 15 employees who wish to be considered for a position or shift assignment 
vacancy, in their current classification, must submit a Post and Bid Reassignment/Transfer Request 
form. This form must be submitted or postmarked by the close of business on the final filing date of 
the position being advertised. The employee is responsible to deliver or mail the bid form to the 
contact person. The employee must submit a bid form each time a position(s) is advertised that they 
are interested in bidding for, however, if multiple positions are being advertised on the same JOB, one 
bid form will be sufficient. This form is available in the Outlook, Office of Human Resources’ Public 
Folder and can be found under Job Opportunities. Management will also keep copies of the form 
available in an accessible location for all BU 15 employees. The request form must include the 
employee’s current permanent classification, work address and phone number, current work
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week/shift/hours, day time phone number or an alternate person to contact with a day time phone 
number, and the current supervisor’s name and phone number. The contact person must have full 
authority on behalf of the employee to accept or decline a position. If there is no contact person or the 
contact person is not available or willing to accept or decline the position, it shall be considered a 
waiver and the next most senior person on the list shall be offered the position. The OHR will notify 
employees who do not meet the Post and Bid MOU provisions. Employees should contact their 
supervisor to resolve any discrepancies in seniority scores.

MANAGEMENT PROCEDURES

The Office must submit a Request for Personnel Action (RPA) along with the Employment 
Opportunity Bulletin (aka Job Opportunity Bulletin - JOB). The JOB must include the starting/ending 
working hours. Under the “Selection Criteria” on the JOB, the following language must be included 
“This position is subject to the Post and Bid requirements for Bargaining Unit 15”. OHR Personnel 
Operations will determine seniority based, on personnel records. Once the RPA has been approved 
and the JOB has been posted to DGS Outlook and State Personnel Board VPOS, the JOB and Post 
and Bid form will be sent to all Office Building Managers and clerical support staff for posting. 
Management has the right to review the employee’s official personnel file prior to offering the position 
to the most senior bidder in accordance with these procedures.

OFFICE OF HUMAN RESOURCES PROCEDURES

The Office of Human Resources will have the JOB posted on DGS Outlook Job Opportunities, DGS 
internet, DGS intranet, the SPB VPOS web page and distributed to all DGS Personnel Liaisons (PLs). 
The post and bid form, will be posted on DGS Outlook and in an accessible location for all Unit 15 
employees in the management units. The PLs will be responsible for distributing the JOB to each 
BPM Office Building Manager and clerical support staff for posting at the worksite. Upon notification 
of the bid forms received, the OHR will determine the seniority of the bidders and provide a listing to 
the hiring office.

PRIOR TO FILLING ANY UNIT 15 VACANCIES OR SHIFT ASSIGNMENTS, contact your OHR 
Personnel Analyst. Your OHR Personnel Analyst will assist you in filling vacancies in compliance with 
the Post & Bjd Provisions. The following are the steps that will be followed.

1. Ensure that there are no mandatory placement obligations in accordance with these 
provisions, IF NONE;

2. Fill vacancy with request of qualified employee with most seniority, IF NONE;
3. Option to fill vacancy by promoting within using valid civil service employment list, IF 

NONE;
4. Management may fill vacancy using any appropriate hiring process (certification process, 

transfers or reinstatement, etc.).

NOTE: These provisions shall not contravene employee rights to mandatory 
reinstatement or placement subject to the layoff provisions of this Contract.

B. Post and Bid Procedure for Vacant Positions - DDS

Implementation and Applicability

The provisions of this section will be implemented the first pay period following ratification by the 
Legislature and the Union and shall apply to Unit 15 positions in the Department of 
Developmental Services. The provisions will apply to those Unit 15 classifications where there 
exists 10 or more Unit 15 employees in a Department of Developmental Services facility and shall 
be used to allow employees to change positions in the same classification, time base and tenure 
within that facility.
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Vacant Positions

As management determines that positions in.designated Unit 15 classifications become available, 
or vacant, they shall first be reviewed by the State to determine whether they shall be posted or 
filled without posting.

At least 70% of internal reassignments shall be posted.

If the State determines to fill the position without posting, the position may be filled by hire, 
transfer, promotion, or any other method allowed by the Civil Service System. Such positions 
may be advertised where appropriate, but will be filled through the sole discretion of the State.

Posted Positions

Those positions which are determined to be posted shall be posted in a prominent place where 
such notices are customarily posted on each unit and, in addition, may be advertised in each 
developmental center’s publication. The posted notice shall be on a form designed for that 
purpose and shall include the following posting criteria:

• Identification posting number
• Level of position
• Program and unit (or ward) or other assignment
• Shift
• Days off or rotation pattern and cycle
• Time base

Deadline for bid submittal
• Location where bid is to be submitted

Each notice shall remain posted for no less than seven (7) calendar days.

Bidding

Employees may bid on the posted position by filling out a bid form provided by the State. Bid 
forms shall be submitted in triplicate with the employee submitting the original to the appropriate 
central office, a copy to the Unipn, and the employee retaining a copy. Bid forms shall include the 
identification posting number, the employee’s name, classification, seniority points, current work 
location and business telephone number; The form must be dated and signed by the employee to 
indicate certification that the worksite has been visited.

Posted positions shall be available for bid only to those employees in the civil service 
classification, time base and tenure as specified on the posted notice.

Assignment

Within fifteen (15) calendar days after the posting of notice of vacancy, the position shall be 
assigned to the eligible bidding employee with the most seniority. In the case of ties in seniority, 
the tie shall be broken by lot. However, in emergencies or where severe staffing shortages exist 
in the employee’s incumbent program, assignment may be delayed up to thirty (30) calendar days 
after the posting of notice. If no bids are received, management shall withdraw the bid notice.
The withdrawn notice does not count against either party’s ratios.

Deletions and Changes

If a bid position is deleted due to reduced allocations or for other reasons, then the employee in 
that position may bid on any vacant posted position. If, because of coverage or other legitimate 
operational need, it is determined that a bid position’s posting criteria must be altered in any 
respect, the employee filling that position shall be notified of the proposed changes and the
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reason for such change in writing. If the employee desires to remain in the altered position, 
he/she shall notify management of that desire within five (5) calendar days and shall remain in the 
position. A position shall not be considered to be altered when training is conducted on a shift 
other than the employee’s regularly scheduled shift and the employee is required to attend. 
Positions shall not be altered unless the need to alter the position is substantiated by 
management.

Floating

If it bebomes necessary to float employees to provide coverage, each work location (unit and 
shift) shall establish a rotational system that distributes floating on an equitable basis.

Transfers

Employees holding bid positions shall not, except in cases of emergency, be involuntarily 
transferred or moved except as otherwise provided in this section. ,

Denial of Bid

Employees who have formal adverse actions taken against them shall lose their right to hold a bid 
position and/or to bid on any positions for a period of up to six (6) months if such position or bid is 
meaningfully related to the cause of action. If, on appeal, the employee is exonerated, his/her 
right to bid and/or hold positions shall be restored.

Employees who are charged with wrongdoing which is also grounds for adverse action may lose 
their right to bid and/or hold a bid position for a period of up to six (6) months, if such position or 
bid is meaningfully related to the cause of action. A hearing before the Executive Director or 
designee is required prior to such denial.

Employees who receive yearly evaluations where at least fifty percent (50%) rating factors are 
rated standard or above shall retain their right to hold a bid position. If not, the employee may 
lose their right to hold and/or bid positions for up to six (6) months, subject to review in three (3) 
months. |f the evaluation is overturned by a reviewing officer or as a result of a grievance 
decision, the employee shall have his/her right .to bid and.hold positions restored.

Employees losing their right to bid or hold positions as outlined above may be administratively 
. transferred at the discretion of the State. Employees who have been absolved of wrongdoing as 
stated above, shall be accorded superseniority for one successful bid so long as this bid is 
exercised within three (3) months of the decision absolving the employee.

Limits on Bid

An employee may not make more than one successful bid each twelve (12) months except that if 
an employee’s bid position is altered and the employee elects not to stay in the position. 
Exceptions to this limitation may be granted. Employees on probationary status shall not be 
eligible to bid on posted positions.

Management may deny a bid which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the work limitation(s) 
described by his/her physician.

Nepotism

An employee may lose his/her right to hold and/or bid a position based on the Department’s 
nepotism policy in accordance with the following: ,

• If such bid or position creates a nepotistic situation, notice must be given to the Union.

257



• Representatives of the Union and the State shall meet and review the situation.
• Assignments not in conformance with this subsection shall be corrected by transfer or other 

appropriate action within ninety (90) days.
• Nothing in this subsection shall prohibit the employee and/or the Union from filing a grievance. 

Meet and Discuss

Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedure. This request will be honored by the non-requesting party in the form of a meeting 
within thirty (30) days of the request.

At each developmental center, management shall designate an official who shall be responsible 
for the administration of the Post and Bid provision. The Post and Bid Administrator shall ensure 
that a listing of all Unit 15 employees and his/her seniority is posted at the work site. Upon 
request, the Post and Bid Administrator shall forward a copy of this listing to SEIU Local 1000. In 
addition, upon request, the Post and Bid administrator shall meet periodically with SEIU Local 
1000 representatives for the purpose of reviewing compliance with the Post and Bid provision.

For purposes of this Agreement, “seniority” is defined as one point for each qualifying month of 
full- time State service. This seniority definition is the same seniority as used to determine an 
employee’s vacation accrual.

At each developmental center, the Union shall designate a Unit 15 rank and file employee to be 
the local contact for post and bid matters.

The Post and Bid administrator designated by management will notify the Union designated local 
contact of which positions are being filled as management discretion positions.

C. Post and Bid Correctional Supervising Cook, CDCR (Adult Programs)

There shall be eighty percent (80%) of the qualifying Correctional Supervising Cook (CSC) post 
assignments in California Department of Corrections and Rehabilitation (CDCR) allotted 
according to seniority at each institution having three (3) or more permanent full time posted CSC 
positions.

1. PURPOSE AND OBJECTIVES

This procedure outlines CDCR’s purpose, goals and objectives in how post assignments 
shall be accomplished.

2. RESPONSIBILITY

The Appointing Authority shall have overall responsibility for the implementation and 
maintenance of this procedure.

The Appointing Authority or the Appointing Authority’s designee will ensure compliance 
through the Correctional Food Manager and a local Joint Labor/Management Committee 
(JLMC). The JLMC shall consist of an equal number of management and Union 
representatives. The Union representatives shall be job stewards provided that the job 
stewards are from the Correctional Supervising Cook classification.

3. METHODS

POST and BID PROGRAM

All post bids will be processed based on the employee’s established seniority and 
availability of assignments. There shall be eighty percent (80%) of the qualifying CSC
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post assignments allotted on each shift according to seniority at each institution, having 
three (3) or more budgeted CSC positions. The specific posts that comprise the eighty 
percent (80%) and the twenty percent (20%) will be established by the JLMC. Such 
determinations must be made not later than the first Monday in August. The preferred 
posts will be distributed among the work areas, watches and RDOs in the same 
proportion as their percentage of the total number of qualifying posts. Posts that cannot 
be agreed upon by the JLMC will be resolved by the Appointing Authority.

For the purpose of determining assignments on each shift, those institutions comprised of 
multi-facilities will be considered as one entity.

Management retains the right to determine individual duties assigned to posts.

Seniority will be determined by total seniority working in the classification of CSCl Baker II 
and/or Butcher-Meat Cutter. II. Any ties will be resolved by comparing total State service, 
then by lot.

CONTINUOUS BID PROCESS

The purpose of the continuous bid process will be to fill vacancies that occur throughout 
the bid period.

/ '

ELIGIBILITY

Participation in the Post and Bid program is limited to eligible employees. An eligible 
employee:

Must be a permanent full-time CSC, probationary employees are excluded and may be 
assigned to any vacant position after the bid positions have been filled.

Must be permanently assigned to and working at the institution. There shall be no inter­
institution bidding on post assignments.

Employees who laterally transfer on or before the second Friday in August will be 
permitted to participate in the bid process.

In order to participate and maintain rights and privileges in this section, the employee 
must maintain an overall acceptable performance rating during the entire bid period.

In order for a substandard performance evaluation to be applicable to this section, the 
performance evaluation must clearly substantiate the performance concerns, in writing, 
which support the below standard rating for the performance evaluation. Additionally, the 
performance concerns must have been discussed with the employee prior to issuance of 
the performance evaluation.

In order to participate and maintain rights, privileges and remain eligible for post and bid, 
the employee must be free from formal adverse personnel actions in the twelve (12) 
months preceding the open bid ending on first Friday in September. The final decision to 
exclude ah employee from bidding will be made by the Appointing Authority and the 
employee will be notified of such decision in writing.

An .otherwise eligible employee absent from the worksite during the bid process for such 
reasons as EIDL, SDI, Workers’ Compensation, leave of absence, annual military leave, 
etc., may participate in the bid process. Employees who are successful in obtaining their 
bid must assume the post within sixty (60) calendar days of posting of the bid results. 
Until such time as the employee assumes the post, the post will temporarily revert to 
management.
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In the event the employee is unable to assume the post within sixty (60) calendar days, 
upon his/her return, the employee will be placed in an assignment at management’s 
discretion. The post will be subject to the continuous bid process.

4. IMPLEMENTATION

The last Monday in August, every year, is the open bid period for those employees who 
are eligible and wish to participate in the Post and Bid Program. The Correctional Food 
Manager shall post an updated post assignment schedule, current position orders and 
CSC seniority roster no later than the second Friday in August.

All approved bid request forms must be completed for post preference and submitted to 
the Correctional Food Manager no later than close of business by the first Friday in 
September. Bid request forms shall be date-stamped to verify receipt. Employees may 
bid for multiple posts.

Unless otherwise contested by the last Friday in August, an employee’s seniority, as 
initially posted shall determine the employee’s placement in the Post and Bid Program. 
The final post assignments will be posted by the Correctional Food Manager on the third 
Friday in September and become effective the first Monday in October. Except in 2003, 
the bid process will be suspended for no more than thirty (30) calendar days after the 
ratification of the Contract by both parties.

In those institutions with twenty (20) or more CSC positions, a position designated for a 
Unit 15 District Bargaining Unit Representative (DBUR) will be determined by the local 
JLMC. The DBUR position will be counted in the eighty percent (80%) seniority positions. 
Any additional seniority positions will be posted and all employees will be given the 
opportunity to re-bid.

An employee may voluntarily withdraw from participation in the Post and Bid by 
submitting a written request to the Food Manager. The employee who withdraws from 
Preferred Post Program participation will be assigned a post at management’s discretion 
after the bid positions have been filled. The vacated post will be subject to the continuous 
bid'process. J .

Provided that there becomes a vacant position in the Union’s eighty percent (80%) during 
thLe time period, an employee may participate in the continuous once per quarter.

Failure on the part of an employee to submit a post preference shall result in a no­
preference indicated (NPI) for the employee for that open bid process: The employee will 
be assigned a post at management’s discretion, but may participate in the continuous bid 
process.

Eligible employees who are not assigned to any Post, because of insufficient seniority 
during the open bid period, will be placed in a vacant position at management’s discretion 
and become part of the continuous bid process.

Post(s) that do not receive a bid will become part of the continuous bid process.

Employees who have been removed from a Preferred Post as a result of a correction to a 
seniority date or due to management error will be eligible for the continuous bid process.

Employees who laterally transfer after the second Friday in August will be precluded from 
1 the open bid process but may participate in the continuous bid process.
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Eighty percent (80%) of all posts will be filled on a seniority basis on each watch and if 
possible, in each work area. Management at each institution will calculate this number. 
For example, if there are twenty-seven (27) CSC posts then twenty two (22) posts would 
be eligible for bid. If there are thirty-three (33) SCI, posts then twenty-six (26) posts would 
be eligible for bid. The break point will be .6 of the total number of qualifying posts.

5. District Bargaining Unit Representative (DBUR)

Upon the Union’s request, the DBUR shall be placed in the designated position. If the 
DBUR loses office, he/she shall remain in the position unless he/she obtains another 
position through the continuous bid process, or until the next open bid process, at which 
time the new DBUR will be placed in the designated position.

6. MAINTENANCE

The following steps will be adhered to regarding maintenance of the,system after the 
initial or continuous Preferred Post assignments have been made.

Absences from the employee’s post assignment generated by management decision, 
including special assignments, acting assignments, etc. will not preclude the employee’s 
return to the assignment.

An employee may be removed from his/her post after receiving a copy of his/her final 
substandard performance evaluation. The decision to remove the employee from his/her 
post must be approved by the Appointing Authority or designee on a case-by-case basis. 
The employee will be permitted to bid in the subsequent bid period. The vacated post will 
be subject to the continuous bid .process.

An employee may be temporarily removed from his/her post pending a personnel 
investigation/EEO investigation, but will be assigned to a shift with substantially similar 
start/stop times.. Once the investigation has been concluded and the charges have not 
been substantiated, the employee will be returned to his/her post.

’. '' f .

An employee may be removed.from his/her post upon the effective date of an adverse 
action related to job performance (upon the conclusion of the Skelley hearing process 
and/or time frames associated with that propess). The employee shall be excluded from 
participating in the subsequent bid period. , .

; Posts that become vacant to transfers, promotions, etc. will be subject to the continuous 
bid process., Posts that are not filled through the continuous bid process will revert to 
management control.

7. CONTINUOUS PROCESS 
Statement of Purpose

The purpose of the continuous bid process will be to fill vacancies that occur throughout 
the bid period. The continuous bid process allows eligible employees to participate in 
bidding on posts that were not filled in the initial bidding process or as posts are vacated.

Implementation

Vacant posts assignments will be posted on the first Monday of each month, after a post 
has been determined by management to be vacant. Any eligible employee will be 
allowed to bid including those already in a post,-provided they have not participated in the 
continuous bid process during that quarter. The posting and bid “window" will be a 
minimum often (10) calendar days, with no bids being accepted after the close of 
business on the second Friday after the initial posting.
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All job changes will have an effective date of not more than twenty-one (21) calendar 
days from the date of the posting results.

Vacant posts'for seniority positions which are not filled through the continuous;bid 
process will be filled by management through any appropriate means available. The 
vacant post will become a neutral position and will not count against either party’s 80/20 
position counts. Once the neutral position has been committed to a staff member, that 
employee will have the right to stay in the position for ninety (90) days before it will be 
available for the continuous bid process again.

Management reserves the right to fill vacant posts by hire, transfer, promotion or any 
other method allowed by the State Civil Service System.

Maintenance

The maintenance of the continuous bid process will adhere to Maintenance section as 
specified previously. c

8. CONTESTED SENIORITY DATES.

An employee alleging seniority scores computed in error shall submit his/her complaint to 
the JLMOwithin five (5) days of seniority scores being published. The JLMC third level 
shall be the final level of review.

Errors in favor of the employee will result in the adjustment of the employee’s seniority 
date. The replaced employee will be eligible for the continuous,bid process.

Placement of an employee in a Preferred Post assignment due to the discovery and 
correction of a seniority date computed in error shall not be grievable by the employee 
being replaced.

9. DISPUTES

All disputes concerning the post and bid system that are not resolved at the local level 
shall be directed to the CDCR headquarters’ JLMC for final resolution., The Committee 
shall be the final level of review. The Committee shall be comprised of an equal number 
of representatives of three (3) persons appointed by SEIU Local, 1000 and CDCR 
respectively. Disputes will be resolved by majority vote.

D. Post and Bid Procedure for Vacant Positions - DMH

Post and Bid shall apply to classifications with 10 or more positions at a given DMH facility.

Positions filled by hire, transfer, promotion or other methods allowed by the State Civil Service 
System are not subject to the Post & Bid process described below.

Eligible Positions: Positions filled through internal reassignments shall be filled pursuant to the 
following Post and Bid process;

As positions become available or vacant they shall be reviewed by the State to determine whether 
the position will be posted or filled without posting.

At least eighty percent (80%) of internal reassignment^ shall be posted.
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Posted Positions - Positions shall be posted in a prominent location designated by each facility. In 
addition, these positions may be advertised in each hospital’s publication.; The posted notice shall be 
on a form designed for that purpose and shall include the following posting criteria:

• Identification posting number
• Level of position
• Work location (as defined by each facility)
• Shift 'V'
• Deadline for bid submittal
• Location where bid is to be submitted

Each notice shall remain posted for no less than ten (.10) calendar days, excluding week-ends and 
holiday.

Bidding - Employees who bid on multiple positions at any one time shall list them in priority order. 
Employees may bid, on the posted position by filling out a bid form provide by the State. Bid forms 
shall be submitted in triplicate with the employee submitting the original to the location designated on 
the bid form, a copy to the Union and the employee retaining a copy. Bid forms shall include the 
identification posting number, the employee’s name, classification, current work location and business 
telephone number. The form must be dated and signed by the employee.

Posted positions shall.be available for bid only to those employees at the facility in the civil service 
classification and the time base specified oh the posted.notice.

DMH shall provide,a seniority list of employees in BU 15 classifications on the second Monday of 
January and July each year. These lists shall.be posted in each work location at the facility and a 
copy provided to SEIU, Local 1000. The seniority system used shall be the same as that used to 
determine vacation accrual.

Limits on Bid - An employee may not make more than one successful bid each twelve (12) months. 
The exceptions are: 1) if an employee’s,bid position is altered and the employee elects not to stay in 
the position, or 2) if an employee is granted a bid under the provisions below. Exceptions to this 
limitation may be granted, but shall not be subject to the grievance procedure. Employees on 
probationary status shall not be eligible to bid on posted .positions. ,

Assignments t Within fifteen (15) calendar days after the posting of notice of vacancy, the position 
shall be assigned to the eligible bidding employee with the most seniority. For the purposes of this 
section, seniority shall be the same as that used to.determine vacation accrual (i.e., as used for 
vacation scheduling). If two (2) employees with the same amount of seniority bid on the same 
position, ties shall be broken as follows: 1) seniority in class; (2) departmental seniority; (3) by lot.

1 The eligible bidding employee will be transferred to the assigned bid position. However, in 
emergencies or where severe staffing shortages exist in the employee’s incumbent program, 
assignment may be delayed up to thirty (30) calendar days after the closing of posting.

Neutral Positions - If no bids are received, management shall withdraw the bid notice. The withdrawn 
notice does not count against either party’s posting ratios or the 80/20 position count (A.,2). These 
positions may be filled through any appropriate means available. If the position is filled or committed 
within ninety (90) days of withdrawal of posting, it shall not count in either party’s posting ratios or the 
80/20 position count and shall be designated as a “neutral" position.

Deletions and Changes - If a bid position is deleted or altered because of coverage or other legitimate 
operational needs, the employee in that position shall be notified in writing. If an employee desires to 
remain in an altered position, s/he shall notify management of that desire within five (5) calendar days 
and shall remain in that altered position. If the employee does not desire to remain in the altered
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position, s/he may bid on any vacant posted positions. The employee shall remain in the altered 
position until such time as s/he successfully bids or applies for a new position.

A position shall not be considered to be altered when training is conducted on a shift other than the 
employee’s regularly scheduled shift and the employee is required to attend.

Temporary Assignments - If an employee in a post and bid position must be reassigned to meet a 
temporary operational need, the post and bid criteria will not be considered as altered.

Denial of Bid

Employees who have a sustained, formal adverse action taken against them shall lose their right to 
hold a bid position and/or to bid on any positions for a period of up to six (6) months from the date of 
the action or a period consistent with the terms of a Stipulated Agreement resulting from the adverse 
action if such position or bid is meaningfully related to the cause of action.

Employees who are charged with wrongdoing, which may also be grounds for adverse action, may 
lose their right to bid and/or hold a bid position for a period of up to six (6) months if such position or 
bid is meaningfully related to the cause of action.

If the employee is exonerated from the adverse action or the wrongdoing, his/her right to bid and/or 
hold positions shall be restored. /

f

Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to hold and/or bid positions for up to six (6) months from the date of the 
evaluation. If an evaluation is overturned by a reviewing officer or as a result of a grievance decision, 
the employee shall have his/her right to bid and hold positions restored. The denial of the right to hold 
and/or bid for a position shall be subject for review in three (3) months.

Employees losing their right to bid or hold positions as outlined above may be administratively 
transferred at the discretion of the State.

Management may deny a bid that is submitted by an employee who is not ready, willing and able to 
report to duty on the date the position is to be assigned.

v* >

Vacation Schedules - Pre-approved vacations are subject to approval by the supervisor of the bidded 
position. Approval shall not be unreasonably denied. Upon the employee’s request, denials shall be in 
writing.

Nepotism - No bid shall be denied based solely on personal relationships. An employee may lose 
his/her right to hold and/or bid a position based on the department’s nepotism policy. If awarding of 
the bid, or the position creates a nepotistic situation and is in violation of the DMH Policy the bid will 
be denied. The Union and the employee will be notified within five (5) business days of the denial.

Meet and Discuss - Either party may request a meet and discuss regarding any problem or concern 
with the Post and Bid procedure. This request will be honored by the non-requesting party in the form 
of a meeting within thirty (30) days of the request.

Administration - At each facility the Department shall designate an official who shall be responsible for 
the administration of the Post and Bid provision.

Accounting - Each facility shall provide to SEIU Local 1000 a report describing the post and bid 
activity during each quarter of the fiscal year.
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E. Post & Bid Procedure for Vacant Positions Department of Veterans Affairs (DVA)

KEY DEFINITIONS

Vacancy: A permanent full time position unoccupied as a result of retirement, transfer, termination, 
reassignment, or new funding. Post and Bid shall be implemented in DVA Veterans Homes, where a 
variety of work schedules (days off, shifts, etc.) exist.

Permanent full-time status employee: A full-time employee who has successfully passed probation in 
his current classification in the Department of Veterans Affairs.

Post and Bid Request form: The written request form provided by the Department of Veterans Affairs 
and completed by the permanent full time status employee requesting to be reassigned within the 
Veterans Home jn his/her current classification. Requests shall be kept on file until an employee is 
placed under these provisions. .

Seniority: Seniority is determined by permanent full time employees wjth the greatest amount of 
seniority in the class of the vacancy. In case of a tie the following criteria based on seniority order 
shall be used in sequence until the tie is broken:

1. At the facility
2. In CDVA
3. State Service 

. . 4. Draw of Lots

Seniority Post and Bid Lists: The Veterans Home Personnel Office compiles a list of employees who 
have submitted a Post and Bid Request form, in seniority order. Unless otherwise noted, this must be 
used by management to fill a vacancy before other hiring options are initiated. Once an employee is 
placed in a bidded position, the successful employee will not be eligible to bid on another position for 
1 year (See special considerations/exclusions). DVA shall provide a seniority list of employees in Unit 
15 classifications on July 3 and January 3 each year. These shall be posted in the local work . 
locations. This information will be provided on a computer disk to the SEIU Local 1000.

SPECIAL CONSIDERATION/EXCLUSIONS

Promotion - Management has the option to use a civil service list in lieu of these Post and Bid 
provisions to promote Bargaining Unit 15 employees only after the Post and Bid process has been 
used.

Mandatory Placement - These Post and Bid provisions do not apply when an employee must be 
placed after a TAU or Limited Term appointment in lieu of permanent appointment, by mandatory 
reinstatement, promotion in place, changing a permanent intermittent employee to permanent full­
time, placement of an employee subject to layoff, State Restriction of Appointment/Surplus lists, 
proper placement (i.e. reasonable accommodation)' limited light duty, or other operational reasons.

Requisite Skills and Abilities - Employees placed under the Post and Bid provisions must possess the 
requisite knowledge, skills, aptitude and abilities of the position to perform at an acceptable level. If 
an employee lacks the position requisites, the supervisor will notify the employee. Training shall be 
made available if an employee requests to be trained in other work functions within their assigned 
facility.

Discipline/Substandard Review - Management is not required to consider an employee who has a 
sustained formal disciplinary action or received an overall substandard performance review within the 
last twelve (12) months.

Security/Safety or Other Reasons - These Post and Bid provisions do not preclude management from 
transferring or assigning employees for verifiable security, safety, or other reasons. Prior to initiating 
such actions, the local Personnel Office should be contacted.
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Shift Changes with no Vacancy - Post and Bid does hot apply when there is no vacancy and internal 
permanent or temporary shift changes are initiated. Such placement of employees will be done 
based on operational needs (i.e. client demands) and in accordance with Unit 15 provisions. Prior to 
initiating such actions, the Personnel Officer at the Veterans Home shall be contacted.

Post and Bid Acceptance - Employee offered a bidded position has a maximum of three (3) days in 
which to accept or reject a job offer unless a longer period is agreed to by the hiring supervisor. If an 
employee requests or is reassigned temporarily to different work, this does not negate the position 
they accepted through these Post and Bid procedures.

Nepotism - The existing Department’s policy on Nepotism shall be in effect for Post and Bid. 

EMPLOYEE PROCEDURES

Permanent full-time employees who wish to be considered for a position or shift assignment vacancy, 
in their current classification, must submit a Post and Bid Reassignment/Transfer Request form. 
Reassignment/transfer forms shall be kept on file until the employee is placed under these provisions. 
This form is available from the hiring supervisor or in the Personnel Office.

Request form must include the employee’s current permanent classification, work address and phone 
number, current work week/shift/hours, and current supervisor’s name and phone number. It also 
must clearly identify if the request is for a reassignment/transfer to different shift, or workweek.
Bidders will be contacted only for the assignments, shifts and workweeks they have, requested. The 
personnel office will notify employees who do not meet the Post and Bid MOU provisions, in writing, to 
their home address, on file with the Personnel Office.

When a position becomes available, the hiring supervisor will contact the most senior employee with a 
request form on file.

Employee selected for a bidded position has a maximum of three (3) days in which to accept or reject 
a job offer unless the hiring supervisor agrees to a longer period.

Employees should contact their supervisor to resolve discrepancies.in seniority scores.

VETERAN’S HOME PROCEDURES

Employees shall be informed that their requests must be submitted to the hiring supervisor. All 
requests shall be date stamped and kept on file until an employee is placed under these provisions. 
Personnel Services will provide managers with a copy of reassignmehts/transfer requests to their 
management unit.

Office submits a Request for Personnel Action (RPA) along with the Job Opportunity Bulletin (JOB). 
The JOB must include the starting/ending working days of the workweek, the shift (days, evenings or 
nights), and starting/ending working hours. Under the “Selection Criteria” on the JOB, the following 
language should be included “This position is subject to the Post and Bid requirements for Bargaining 
Unit 15”.

Personnel Services will determine seniority based on personnel records. The name of the Post and 
Bid candidate(s) will be provided to the hiring office once the RPA has been approved.

Management has the right to review the employee’s official personnel file prior to offering the position 
to the most senior bidder in accordance with these Post and Bid procedures.

Once a position is filled management shall post, at the Home, the name of the individual selected.
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PRIOR TO FILLING ANY UNIT 15 VACANCIES OR SHIFT ASSIGNMENTS, contact your Personnel 
Analyst. Your Personnel Analyst will assist you in filling vacancies in compliance with the Post and Bid 
Provisions. ' .

Steps to follow when filling Vacancies:

• Ensure that there are nomandatory placement obligations in accordance with these provisions, IF 
NONE;

• Fill vacancy with request of qualified employee with most seniority, IF NONE;
• Option to fill vacancy by promoting within using valid civil service employment list, IF NONE;
• Management may fill vacancy using any appropriate hiring process (certification process, transfers 

or reinstatement, etc.).
• Note: These provisions shall not contravene employee rights to mandatory reinstatement or 

placement subject to the layoff provisions of this Contract.
• Employees selected through the Post and Bid shall have a maximum of three (3) days in which to 

accept or reject a job offer unless the hiring supervisor agrees to a longer period. Personnel 
Services will coordinate/work closely with hiring supervisor.

F. Post and Bid - California Department of Corrections Rehabilitation, Juvenile Justice
• ' *

Personnel Preferred Post Assignment (PPPA)

With the exclusion of Mountain Camps and Correctional Treatment Centers, PPPA for Unit 15 
employees shall be implemented only when an institution has three (3) or more full-time and half­
time budgeted positions in the same job classification and where a variety of work schedules 
(days off, shifts, etc.) exist. Post and Bid shall apply only for employees in each institution to 
change positions in the same class, tenure and time base.

PPPA shall apply to qualifying Cook Specialist Is, Cook Specialist lls and Correctional 
Supervising Cooks who are employed on a full-time basis and where there are three (3) or more 
full-time employees in the same classification. A separate PPPA shall apply to Cook Specialist Is 
when an institution has three (3) or more half-time employees. There shall be eighty percent 
(80%) of the qualifying Cook Specialist I or Cook Specialist II or Correctional Supervising Cook 
post assignments at each institution assigned by seniority. The break point will be .6 of the total 
number of qualifying posts. For example: Eleven (11) jobs (80% = 8.8; 20% = 2.2). Therefore, 
two (2) jobs will be management positions, nine (9) jobs will be PPPA.

A local Joint Labor Management Committee (JLMC) at each facility consisting of six (6) members, 
three (3) of whom shall be selected by and represent management, and three (3) of whom shall 
be Unit 15 members, selected by and representing SEIU Local 1000 shall have overall 
responsibility for the implementation and maintenance of this procedure.

ELIGIBILITY

Participation in the PPPA system is limited to eligible employees. An eligible employee:

• Must be a full-time or half-time Cook Specialist I or Cook Specialist II or Correctional 
Supervising Cook.

• Seniority scores are determined by total seniority in the classification. Seniority ties are broken 
by Department service, then by seniority in classification.

• Must be permanently assigned to the institution. Eligible employees may participate only in their 
institution’s PPPAs. There shall be no inter-institution bidding assignments.

• In order to participate and maintain the rights and privileges defined throughout this procedure, 
the employee must maintain a satisfactory level of performance during the entire bid period.

• In order for a substandard performance evaluation to be applicable under this procedure it must 
clearly substantiate the performance concerns, in writing, which support the below standard
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rating in the performance category, Additionally, the performance concerns must have been 
discussed with the employee prior to issuance of the performance evaluation.

• An otherwise eligible employee absent from the worksite during the bid process for such 
reasons as SDI, Workers’ Compensation, leave of absence, annual military leave, etc., may 
participate in the PPPA bid process. Employees who are successful in obtaining a bid post 
must assume duties of such post within one hundred twenty (120) calendar days of posting of 
the bid results, Until such time as the employee occupies the post, it temporarily reverts to

, management.
• In the event the employee is unable to assume the duties within the one hundred twenty (120) 

calendar days, the employee will be placed in a post at management’s discretion. After the one 
hundred twenty (120) days, the PPPAwijl be posted.

• Failure of the employee to complete a PPPA bid will result in placing the employee in a post, at 
management’s discretion.

IMPLEMENTATION

The effective date for implementation for new post assignments based on the bid results will be 
completed within ninety (90) days after ratification of the Unit 15 Contract and remain in effect for 
one year at which time re-bid will occur each January thereafter.

Within thirty (30) days after the ratification of the Unit-15 Contract, no later than sixty (60) days 
when mutually, agreed upon, the local JLMC shall meet to mutually select the 80/20 post 
assignments.

The initial bid process and any annual bid process will be.as follows:

• The seniority bid process will begin at 0800 hours and end at 1900 hours on a date mutually 
agreed to by the local Union representative and the local management.

• On the bidding day, an employee may place a bid or waive the bid, in seniority order, by one of 
the following process:

• ‘Meet with the Management Representative and SEIU Local 1000 Representative at the bidding 
time in the Food Services Department.

. • The employee may place a bid or waive in person and sign the appropriate form, which will also 
be signed by the SEIU Local 1000.Representative and the Management Representative.

Or ■ :

• The employee may call a designated telephone number in the Food Services Department 
during his/her assigned bidding time and place the bid through the SEIU, Local 1000 . 
Representative.

• Should the bid or waiver be done by telephone,.the employee must state the choice and post, to 
the SEIU Representative and the Management Representative> When they confirm that they 
heard the same message, they will both sign the appropriate form. The employee will sign the 
form the next time he/she is in the institution.

• Place the bid by proxy, through the SEIU Local 1000 Representative, by filling out the proxy 
form and submitting it to a SEIU Local 1000 Representative, prior to his/her bid time. Should 
the bid or waiver be done by proxy, the SEIU, Local 1000 Representative will place the bid or 
waiver. The interpretation of the employee’s proxy is the sole responsibility of the SEIU, Local 
1000 Representative.

• The SEIU Local 1000 Representative and the Management Representative will both sign the 
appropriate form: The employee Will sign the form at his/her next time in the institution.

• Should the employee not place his/her bid during the assigned time, by any of the procedures 
detailed above, the employee will be considered to have waived his/her bid.
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Each time a seniority bid is exercised,;the listing of Posts designated for seniority bid posted 
outside of the Food Services Department bidding room will be changed to indicate shifts that are 
no longer available.

The following rules apply to the exercise of the right to bid:

• By successfully bidding for a Post, an employee will not be eligible to bid again for a twelve (12) 
month period.

• If an employee waives his/her bid, he/she will be placed in a position at the discretion of 
management.

• By waiving the bid, the employee is eligible to bid as seniority bid Post vacancies are 
announced.

• Management may fill its twenty percent (20%) prior to the first bid;

Or '

At the conclusion of the bid.process; management will fill any vacant or bid management 
assignments. This will be done in one of two ways as follows:

• Management may offer a management assignment to any individual who has successfully bid a 
Post. The individual may choose to accept or decline the Management offer. Should an offer 
be accepted, and a seniority bid Post is vacated, the Post will be available for bid, in seniority 
order, by any individual who has not exercised his/her bid previously in the process.

• Management will fill any remaining management assignment Post, and any seniority bid Posts 
that were not bid on, with individuals who waived their bids!

• Any seniority bid Posts that were not bid on, and filled by management, will be re-posted for bid 
every ninety (90) days (e.g. April, July, October, and January).

A listing of all Cook Specialist Is, Cook Specialist lls and Correctional Supervising Cooks 
indicating the final result of the bid process will be published and distributed within two (2) work 
days of the bidding day,

Management shall have the discretion to review and redesignate the selected Post assignments. 
Management retains the right to determine individual duties assigned to positions. Nothing in this 
agreement shall diminish management’s right to carry out departmental goals and objectives or 
interfere vyith management’s right to meet operational need in making Post assignments. The 
aforestated will not be done in an arbitrary or capricious manner.

After the initial bid process is completed, vacant positions will revert to management positions.
i ■ ■ ' •

The local JLMC shall meet to resolve any disputes concerning the post and bid system within 
fifteen (15) workdays of the request. ’

TEN PERCENT (10%) RULE (But no less than one full-time position)

This section does NOT apply to those employees subject to adverse action or substandard 
performance appraisals.

In those instances when it becomes apparent an employee does not possess the knowledge, 
skills, aptitude, or ability to perform at an acceptable standard in.the PRPA to which the employee 
has bid, a job change memorandum documenting the reasons for reassignment will be prepared 
by. the immediate supervisor ajid attached to.a job change request. . '

This document must be approved by the employee’s second line supervisor and section manager 
prior to being forwarded to the Food Manager. The approved job change memorandum shall be 
maintained by the Food Manager and filed in accordance with existing procedures regarding the
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archiving of all other job change requests and the employee shall be provided a copy of the job 
change memorandum. Management may then reassign the employee as follows:

• The reassignment must be completed within sixty (60) days of the date the employee assumed 
assignment to the post. The time an employee is absent from the post is not counted toward 
the sixty (60) days.

• The number of these reassignments may not exceed ten percent (10%) of the total PPPA count 
based on seniority. The Food Manager shall be responsible for maintaining an accurate count 
of reassignments made under the Ten Percent Rule.

• In the event assignment changes are necessary (within the ten percent [10%] factor allowed), 
the person being moved from that assignment shall be given a job change into an assignment 
with the same RDOs and substantially similar start and stop times for the remainder of the bid 
period.

• If the employee disagrees with the reasons for the removal from the PPPA, the employee can 
grieve the change, within twenty-one (21) calendar days of notification, directly to the JLMC. 
This grievance must be heard, and a written response provided, by the JLMC within fourteen 
(14) calendar days. The grievance may not be appealed beyond the JLMC. The filing of a 
grievance shall not postpone any such removal.

MAINTENANCE

After the initial PPPAs have been made, the following steps will be adhered to regarding 
maintenance of the process:

• Short-term absences of not more than one hundred twenty (120) calendar days from the 
employee’s PPPA, including special assignpients, and acting assignments, will not preclude the 
employee’s return to the PPPA.

• If the absence was more than one hundred twenty (120) calendar days, the Appointing Authority 
may authorize an employee’s return to the PPPA if the absence was due to management.

• An employee exceeding the one hundred twenty (120) calendar day limit for any other reason 
will be assigned at management’s discretion.

• After one hundred twenty (120) days, all vacated PPPAs, under this section, will be posted.
• When an employee will exceed the one hundred twenty (120) day period to assume their 

selected PPPA, the employee will be allowed to appeal directly to the Appointing Authority for 
an extension of the one hundred twenty (120) day period. If the employee can demonstrate that 
the absence is based upon extenuating circumstances, such as a serious medipal condition! the 
Appointing Authority may extend the one hundred twenty (120) day period up to one year. 
Should the Appointing Authority grant the employee’s appeal, the PPPA will revert to 
management until the employee assumes the post. If the employee fails to assume the post 
prior to the end of the extension, the position will be posted.

• If a PPPA becomes vacant, the position will be posted.

An employee may not be removed from a PPPA based upon the issuance of a WID.

An employee may be temporarily removed from a PPPA pending a personnel investigation/EEO 
investigation, but will attempt to assign to substantially similar start/stop times and RDOs. Once 
the investigation has been concluded and if the charges have not been substantiated, the 
employees may be returned to their PPPA.

Any PPPA not bid during the bid day by an eligible employee shall be rebid every ninety (90) 
days.

With the exception of the above listed criteria, once an employee has successfully been assigned 
to a PPPA, the employee may only be moved involuntary for cause. As used in this context, 
cause is restraining orders, workplace violence situations, etc. NOT interpreted as adverse in 
nature or substandard for purposes of a performance appraisal. The supervisor must document
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the specific reasons for removing the employee from the PPPA and provide a copy to the 
employee. The employee must then be placed in a management .post with the same RDOs and 
substantially similar start/stop times. The vacated PPPA will revert to management for 
assignment purposes until the next bid period. The displaced employee will remain in the 
management post until the next bid period. If the employee disagrees with the reasons for the 
removal from the PPPA, the employee can grieve the change, within twenty-one (21) calendar 
days of notification, directly to thd Appointing Authority. This grievance must be heard, and a 
written response provided, by the Appointing Authority within fourteen (14) calendar days. The 
grievance may not be appealed beyond the Appointing Authority. The grievance shall not 
postpone any such removal for cause.

If an employee is to be removed from a PPPA, as a result of an adverse action, the removal will 
be upon the effective date of the adverse action related to job performance (upon the conclusion 
of the Skelly hearing process and/or time frames associated with that process). Such movement 
will be to the same shift without regard to RDOs or start/stop times. The vacated PPPA will be 
posted. The appointing authority may exclude the employee from bidding to a specific assignment 
area in the next bid period.

An employee may be removed from the PPPA upon receipt of the final copy of a substandard 
performance evaluation. Such movement will be to.a post with substantially similar start/stop 
times. The vacated PPPA will revert to management until the next open bid period. Removal of 
the employee must be approved by the appointing authority on a case-by-case basis. The 
employee will be permitted to bid in the subsequent bid period.

All disputes concerning PPPA issues can be grieved within twenty-one (21) calendar days of 
notification, directly to the local JLMC. The grievance must be heard, and a written response 
provided by the local JLMC within fourteen (14) calendar days. If the Union is not satisfied with 
the response from the local JLMC, the grievance may be appealed to the CDCR Headquarters’ 
JLMC within twenty-one (21) calendar days. The grievance may not be appealed beyond the 
CDCR headquarters: Disputes wjll be resolved by majority vote.

G. Post and Bid--California Science Center (CSC)

The CSC management shall select thirty percent (30%) of the established Custodian positions 
(filled or unfilled) and thirty percent (30%) of the established Lead Custodian positions (filled or 
unfilled) which shall be excluded from the post and bid process and filled by other appropriate 
means. f

The remaining seventy percent (70%) of the established Custodian positions (filled or unfilled) 
and remaining seventy percent (70%) of the established Lead Custodian positions (filled or 
unfilled) shall be filled in accordance With the post and bid process for shift assignments as 
described below.

PURPOSE AND OBJECTIVES

This procedure outlines the purpose, goals and objectives in how shift assignments shall be 
made. ' ■ )

1. Responsibility

; The appointing authority shall have overall responsibility for implementation and
maintenance of this procedure.

•j

The appointing authority or the appointing authority’s designee will consider input and 
recommendations from the JLMC. The JLMC shall consist of an equal number of 
management and Union representatives (all constituents eligible). The Union
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representatives may be job stewards provided^that the job stewards are from the 
Custodian or Lead Custodian classifications. .

2. Methods

All bids will be processed based on ah eligible employee's established seniority and shift 
availability.

For the purpose of determining assignments on each work shift, those facilities comprised 
of multi-facilities will be considered as one entity!

Management retains the right to determine individual duties assigned to shift 
assignments.

Seniority will be determined by the total seniority working in the classification. Ties will be 
resolved by comparing total State service. Employees with identical totals will then be 
resolved by lot.

The post and bid process will be used whenever the Science Center management 
decides to fill existing or new eligible position vacancies of management determines it is 
necessary to reconfigure the shift assignments of eligible positions.

3. Eligibility

Eligibility to participate in the Post and Bid program is defined as follows:

An employee must be a permanent fulLtime Custodian or Lead Custodian. 
Probationary employees are excluded and will be assigned to any vacant shift 
assignment after all bid shift assignments have been filled.

An employee must be permanently assigned to and working for the Science Center.

Employees who laterally transfer to the Science Center will be permitted to participate 
in the bid process after thirty (30) calendar days.

An otherwise eligible employee absent from the worksite for such reasons as EIDL, 
SDI, Worker’s Compensation, leave of absences, annual military leave, etc., may 
participate in the bid process.

Employees who are successful in obtaining their bid must assume their shift 
assignment within sixty (60) calendar days of posting the bid results. Until such time 
as the employee assumes the shift assignment, the assignment temporarily reverts to 
management. If the employee is unable to assume the shift assignment within the 
sixty (60) calendar days, the assignment will be granted to the next most senior 
eligible bidder.

In order to participate and maintain rights and privileges in this bid process, the 
employee must maintain an overall acceptable performance rating and not be on an 
attendance restriction during the entire bid period.

In order for a substandard performance evaluation to be applicable to this section, the 
performance evaluation must clearly substantiate the performance and/or poor 
attendance concerns in writing.

In order to participate and maintain rights, privileges and remain eligible for post and 
bid, the employee must be free from formal adverse personnel actions in the twelve 
(12) months preceding the submission of a bid: The final decision to exclude an
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employee from bidding will be made by the appointing authority and the employee 
shall be notified in writing.

An employee may be removed from his/her shift assignment after receiving a copy of 
his/her substandard performance evaluation. The decision to remove an employee 
from his/her shift assignment must be approved by the appointing authority or 
designee on a case-by-case basis. The vacated shift assignment will be subject to 
the post and bid process. If the employee does not receive a substandard 

; performance evaluation within the next twelve (12) months, he/she will again be 
eligible to participate in the post and bid process.

An employee may be removed from his/her shift assignment upon the effective date 
of an adverse action (upon the conclusion of the Skelley hearing process).

4. Implementation

Eligible employees may submit bid requests, on a form provided by management, to the 
appointing authority or designee. Upon receipt, the bid request form will be date stamped 
and the employee will be given a copy for his/her records. The original bid request form 
will remain on fjle until the employee’s bid. request has been granted or until the employee 
rescinds it in writing.

Whenever the Science Center management decides to fill an eligible position vacancy, 
the assignment will be posted for a minimum of ten (10) calendar days at a work site(s) 
location accessible to all eligible employees. No bids for the posted position will be 
accepted after the close of business on the second Friday after the initial bid posting.

The most senior eligible employee with a timely bid on file will be offered the posted 
position. If this person declines the position, it shall be offered to the next most senior 
eligible employee with a timely bid on file and this order shall continue until the position is 
accepted by an eligible employee with a timely bid on file.

If all eligible employees with a timely bid on file decline the position, or if no bids for the 
position are received, it shall be filled by other appropriate means until it becomes vacant 
again.

No later than the fourth Monday after the initial bid posting, the results of the post and bid 
will be published and a copy provided to all eligible employees with a timely bid on file.

5. Errors

An employee alleging seniority scores computed in error, or any other error in regard to 
his/her eligibility, shall submit his/her complaint to the CSC Human Resources 
Department as soon as he/she becomes aware of such error, but in no case later than 
five (5) calendar days after the post and bid results have been published.

Errors in favor.of the employee will result in necessary adjustment(s). Placement of an 
employee in the posted assignment due to the discovery and correction of an error shall 
not be grievable by the employee being replaced.

Employees who have been removed from a bid assignment as a result of a correction to a 
seniority date or due to management error will be eligible to submit another bid.

6. Dispute Resolution

All disputes concerning these post and bid procedures that are not resolved by 
management shall be directed to the JLMC for final resolution and shall not be subject to
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> Article 6 contained in the Unit 15 Contract. The JLMC shall be the final level of review. 
JLMC members who are also Science Center employees shall participate on the 
Committee without loss of compensation.

20.5.15 Work Assignment or Shift Changes (Unit 15)
A. Unit 15 employees who are not covered by a Post and Bid Agreement and who request a work 

assignment or shift change not involving a geographic relocation shall submit a written request to 
the facility/program management or designee. When the employer determines that a vacancy in 
the requested work assignment or shift is available, employees with written requests on file shall 
be considered and the decision to grant or deny the request shall only be based on the following 
factors:

• Permanent status;
• The needs of the students, clients, patients, wards, inmates, etc;
• Skills and abilities;
• Needs of the facility, including security and safety;
• Staffing requirements;
• Satisfactory performance and attendance;
• Seniority.

Such requests shall not be unreasonably denied and all written requests shall remain on file until 
granted or withdrawn by the employee.

B. If two (2) or more employees request the same assignment or shift and meet the above 
qualifications, the most senior employee will be granted the position.

20.6.17 Post and Bid Procedure for Vacant Registered Nurse Positions - Veteran’s Homes (Unit 17)
A. Vacant Positions

As Registered Nurse positions become available, or vacant, they shall be posted. The post and 
bid process is designed as a method to advertise and fill current position vacancies with existing 
employees.

B. Posted Positions

Positions shall be posted in a prominent place where such notices are customarily posted on 
each unit and, in addition, may be advertised by each Veteran's Home newsletter, e-mail bulletin 
board and any other method of advertisement. The posted notice shall be on a form designed for 
that purpose and shall include the following posted criteria:

1. identification posting number
2. Level of position
3. Unit (or ward) or other assignment
4. Shift
5. Days off or rotation pattern and cycle
6. Time base and or tenure
7. Deadline for bid submittal
8. Typical assigned duties if not a level of care Registered Nurse position
9. Description of duties to be performed (knowledge, skills and abilities)

Each notice shall remain posted for no less than ten (10) calendar days.

C. Bidding

Employees may bid on the posted position by filling out a bid form provided by the State. Bid 
forms shall be submitted in triplicate with the employee submitting the original to the appropriate
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central office, a copy to the Union, and the employee retaining a copy. Bid forms shall include the 
identification posting number, the employee’s name, classification, seniority points, current work 
location and business telephone number. The form must be dated and signed by the employee to 
indicate certification that the worksite has been visited.

D. Special Qualifications

Employees bidding on assignments which require specialized training shall meet the skills, 
knowledge and abilities prior to the bid being placed. These special qualifications shall be 
defined in the bid notice.

E. Assignment „

Within twenty (20) calendar days after the posting of notice of vacancy,.the position shall be 
assigned to the eligible bidding employee with the most State service seniority. However, in 
emergencies or where severe staffing shortages exist in the employee’s incumbent program, 
assignment may be delayed up to forty-five (45) calendar days after the posting of the notice.

F. Deletions and Changes

If a bid position is deleted due to reduced allocations or for other reasons, then the employee in 
that position may bid on any vacant posted position.

If, because of coverage or other legitimate operational need, it is determined that a bid position’s 
posting criteria must be altered in any respect, the employee filling that position shall be notified 
of the proposed changes and the reason for such change in writing. If the employee desires to 
remain in the altered position, he/she shall notify management of that desire within five (5) 
calendar days and shall remain in the position. A position shall not be considered to be altered 
when training is conducted on a shift other than the employee’s regularly scheduled shift and the 
employee is required to attend.

G. Floating

If it becomes necessary to float employees to provide coverage, each work location (unit and 
shift) shall establish a rotational system that distributes floating on an equitable basis. The RN 
Shift Lead shall not be included in floating.

H. Transfers

Employees holding bid positions shall not, except in cases of emergency, be involuntarily 
transferred or moved except as otherwise provided in this section.

I. Denial of Bid

Employees who have adverse actions taken against them shall lose their right to hold a bid 
position and/or to bid on any positions for a period of up to six (6) months if such position or bid is 
meaningfully related to the cause of action. If, on appeal, the employee is exonerated, his/her 
right to bid and/or hold.positions shall be,restored. Employees who are.charged with wrongdoing 
which is also grounds for adverse action may lose their right to bid and/or hold a bid position for a 
period of up to six (6) months, if such position or bid is meaningfully related to the cause of action. 
A hearing before the Veteran’s Home Administrator or designee may be requested' by the 
employee.

Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to hold and/or bid positions for up to six (6) months, subject to review 
in three (3) months. If the evaluation is overturned by a reviewing officer or as a result of a
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grievance decision, the employee shall have his/her right to bid and/hold positions restored. The 
reason for denial to bid shall be in writing and given to the employee.

Employees losing their right to bid or hold positions as outlined above may be administratively 
transferred at the discretion of the State. Employees who have been absolved of wrongdoing as 
stated above, shall be accorded one successful bid so long as this bid is exercised within three 
(3) months of the decision absolving the employee.

J. Limits on Bid

An employee may not make more than one successful bid each twelve (12) months except that if 
an “employee" bid position is altered and the employee elects not to stay in the position, or if an 
employee is granted a bid under the provisions in subsection I above, these bids shall not be 
counted under this subsection. Exceptions to this limitation may be granted. Employees on 
probationary status shall not be eligible to bid on posted positions.

Management may deny a bid which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the work.limitation(s) 
described by his/her physician. Upon request of the employee, a meeting will be held with the 
Veteran’s Home Administrator or designee prior to the final decision regarding the employee’s 
ability to bid.

K. Nepotism

No bid shall be denied based solely on personal relationships. An employee may lose his/her 
right to hold and/or bid a position based on the Department’s nepotism policy in accordance with 
the following:

1. If such bid or position creates a nepotistic situation, notice must be given to the 
employee.

2. Assignments not in conformance with this subsection shall be corrected by transfer or 
other appropriate action within ninety (90) days.

3. Nothing in this subsection shall prohibit the employee and/or the Union from filing a 
grievance.

L. Meet and Discuss

Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedure. This request will be honored by the non-requesting party in the form of a meeting 
within thirty (30) days of the request.

M. Post and Bid Review , "

At each Veterans Home, management shall designate an official who shall be responsible for the 
administration of the Post and Bid provision. Upon request, the Post and Bid administrator shall 
meet periodically with SEIU Local 1000 representatives for the purpose of reviewing compliance 
with the Post and Bid provision. ,

N. For purpose of this Agreement, “seniority” is defined as one point for each qualifying month of full­
time State Service.

O. Implementation and Applicability

The provisions of this section will be implemented six (6) months after ratification of the 
Agreement by both the State and the Union membership.
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20.7.17 Post and Bid Procedure for Vacant Positions - DDS & DMH (Unit 17)
A. Vacant Positions

As management determines that Registered Nurse positions become available, or vacant, they 
shall first be reviewed by the State to determine whether they shall be posted or filled without 
posting.

If the State determines to fill the position without posting, the position may be filled by hire, 
transfer, promotion, or any other method allowed by the Civil Service System. Such positions 
may be advertised where appropriate, but will be filled through the sole discretion of the State. As 
positions become vacant and determinations are made by the State, the excess of non-posted 
positions over posted positions shall not exceed two (2) at any hospital or developmental center 
at any time. In no case shall more than sixty percent (60%) of the filled Registered Nurse 
positions in a hospital/developmental center be held by employees through successful bids.

The post and bid process is designed as a method to advertise and fill current position vacancies 
with existing employees. The filling of vacancies by either promotion from an eligible list or 
external lateral transfers is not subject to the post and bid procedure.

B. Posted Positions

Those positions which are determined to be posted shall be posted in a prominent place where 
such notices are customarily posted on each unit and, in addition, may be advertised in each 
hospital's/developmental center's publication. The posted notice shall be on a form designed for 
that purpose and shall include the following posting criteria:

1. Identification posting number
2. Level of position
3. Program and unit (or ward) or other assignment
4. Shift
5. Days off or rotation pattern and cycle
6. Time base , ■ ■
7. Deadline for bid submittal
8. Indication of an "incentive bid position"
9. Location where bid is to be submitted

Each notice shall remain posted for no less than seven (7) calendar days.

C. Bidding

Employees may bid on the posted position by filling out a bid form provided by the State. Bid 
forms shall be submitted in triplicate with the employee submitting the original to the appropriate 
central office, a copy to the Union, and the employee retaining a copy. Bid forms shall include the 
identification posting number, the employee's name, classification, seniority points, current work 
location and business telephone number. The form must be dated and signed by the employee to 
indicate certification that the worksite has been visited.

Posted positions shall be available for bid only to those employees in the civil service 
classification specified on the posted notice.

D. Assignment

Within fifteen (15) calendar days after the posting of notice of vacancy, the position shall be 
assigned to the eligible bidding employee with the most seniority. However, in emergencies pr 
where severe staffing shortages exist in the employee's incumbent program, assignment may be 
delayed up to sixty (60) calendar days after the posting of notice. If no bids are received, 
management shall withdraw the bid notice. The withdrawn notice does not count against either 
party's ratios or 60/40 position count. These positions may be filled:
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1. In accordance with subsection A above, or
2. Hire, promotion, reinstatement, transfer from within the facility or from another State 

hospital/developmental center or other State agency.

If that position is filled or committed within sixty (60) days of withdrawal of posting under (2) 
above, it shall not count in the 50/50 posting ratios.

E. Incentive Bid Position

A vacant position that is posted two (2) consecutive times and remains unbid may be identified as 
an "incentive position" on the third consecutive posting. In a program identified as a "designated 
program" an unbid position may be identified as an incentive position on the second consecutive 
posting.
An employee who successfully bids an incentive position and remains in the position for one (1) 
year shall be accorded super-seniority for their next successful bid. When two (2) or more 
employees with super-seniority bid, the position shall be awarded as follows:

T. Length of super-seniority
2. Seniority ,
3. By lot

Inceptive positions that are not bid upon may be filled through internal transfer from within the 
hospital without counting in the posting ratios or position counts. He/she is then eligible to receive 
super-seniority in the same manner as an employee who bid the position. Employees who 
successfully bid an incentive position and are bidding in-place (same unit and shift as the posted 
position) shall not be eligible to earn the super-seniority. In "designated programs" the super- 
seniority eligibility shall be limited to positions awarded to employees from outside the program 
only.

The facility shall provide the Union with a weekly listing of "designated programs."

An employee in an incentive position that is deleted or altered in accordance with subsection E 
shall retain the eligibility to earn super-seniority if he/she elects to remain in the altered or 
changed position. Employee absences due to illness or injury shall not be counted after the 
fourteenth (14th) consecutive calendar day toward the one year qualifying period to earn super- 
seniority.

F. Deletions and Changes

If a bid position is deleted due to reduced allocations or for other reasons, then the employee in 
that position may bid on any vacant posted position.

If, because of coverage or other legitimate operational need, it is determined that a bid position's 
posting criteria must be altered in any respect, the employee filling that position shall be notified 
of the proposed changes and the reason for such change in writing. If the employee desires to 
remain in the altered position, he/she shall notify management of that desire within five (5) 
calendar days and shall remain in the position. A position shall not be considered to be altered 
when training is conducted on a shift other than the employee's regularly scheduled shift and the 
employee is required to attend.

G. Floating

If if becomes necessary to float employees to provide coverage, each work location (unit and 
shift) shall establish a rotational system that distributes floating on an equitable basis.
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H. Exempt Positions

When a non-licensed employee receives his/her license and is subsequently appointed to the 
Registered Nurse classification, he/she shall not be considered as a new hire for purposes of 
counting positions under subsections A, C,'D, or E.

I. Transfers

Employees holding bid positions shall not, except in cases of emergency, be involuntarily 
transferred or moved except as otherwise provided in this section.

J. Denial of Bid

Employees who have adverse actions taken against them shall lose their right to hold a bid 
position and/or to bid on any positions for a period of up to six (6) months if such position or bid is 
meaningfully related to the cause of action. If, on appeal, the employee is exonerated, his/her 
right to bid and/or hold positions shall be restored. Employees who are charged with wrongdoing, 
which is also grounds for adverse action, may lose their right to bid and/or hold a bid position for a 
period of up to six (6) months, if such position or bid is meaningfully related to the cause of action. 
A hearing before the Executive Director or designee is required prior to such denial.

Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to hold and/or bid positions for up to six (6) months, subject to review 
in three (3) months. If the evaluation is overturned by a reviewing officer or as a result of a 
grievance decision, the employee shall have his/her right to bid and hold positions restored.

Employees losing their right to bid or hold positions as outlined above may be administratively 
transferred at the discretion of the State. Employees who have been absolved of wrongdoing as 
stated above, shall be accorded super-seniority for one successful bid so long as this bid is 
exercised within three (3) months of the decision absolving the employee.

K. Limits on Bid

An employee may not make more than one successful bid each twelve (12) months except that if 
an employee's bid position is altered and the employee elects not to stay in the position, or if an 
employee is.granted a bid under the provisions in subsection J above, these bids shall not be 
counted under this subsection. Exceptions to this limitation may be granted. Employees on 
probationary status shall not be eligible to bid on posted positions.

Management may deny a bid which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the work limitation(s) 
described by his/her physician. Upon request of the employee, a meeting will be held with the 
Executive Director or designee prior to the final decision regarding the employee’s ability to bid.

L. Nepotism

No bid shall be denied based solely on personal relationships. An employee may lose his/her 
right to hold and/or bid a position based on the Department's nepotism policy in accordance with 
the following:

I

1. If such bid or position create^ a nepotistic situation, notice must be given to the Union.
2. Representatives of the Union and the State shall meet and review the situation.
3. Assignments not in conformance with this subsection shall be corrected by transfer or 

other appropriate action within ninety (90) days.
4. Nothing in this subsection shall prohibit the employee and/or the Union from filing a 

grievance.
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M. . Meet and Discuss

Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedure. This request will be honored by the non-requesting party in the form of a meeting 
within thirty (30) days of the request.

N. At each hospital or developmental center, management shall designate an official who shall be 
responsible for the administration of the Post and Bid provision. Upon request, the Post and Bid 
administrator shall meet periodically with SEIU Local 1000 representatives for the purpose of 
reviewing compliance with the Post and Bid provision. At the request of the local SEIU Local
1000 job steward or representative, the Post and Bid administrator shall provide information 
relative to the specific post and bid request.

, . • • • ' '

At each facility, the Post and Bid administrator shall maintain information relative to the post and 
bid process specific to Unit 17 employees. This report shall include, at a minimum, a month by 
month record of all post and bid and management discretion positions filled, including position 
regular days off, cycle schedule, shift and location; Identify positions posted, bids received and 
awarded, positions posted receiving no bids and those subsequently filled without counting 
against management discretion. \

O. For purposes of this Agreement, "seniority" is defined as one.point for each qualifying month of 
full-time State service.

P. Implementation and Applicability

The provisions of this section will be implemented six (6) months after ratification of the 
agreement by both the State and the Union membership. As used in this section, the term 
“Registered Nurse” refers to the classification of “Registered Nurse” in the Department of 
Developmental Services and to the classification of “Registered Nurse (Forensic Facility)” in the 
Department of Mental Health or Department of Developmental Services.

20.8.17 Post and Bid Procedure CDCR-DJJ (Unit 17)
A. Introduction

The Post and Bid (P&B) process is designed as a method to allow employees to secure an 
assignment based on seniority. Contained in this section are the provisions for the “24 Month 
P&B Process” which allows employees to bid twenty-four (24) month assignments and the 
“Interim Vacancy Bidding Process” which addresses vacancies that occur while the twenty-four 
(24) month assignments are in effect.

1. The Chief Medical Officer (CMO) or their designee shall have responsibility for 
implementation and maintenance of this procedure at each facility and shall ensure 
compliance.

2. The word “assignment" as used in this section is synonymous with that of “position”.
3. Participation in the P&B process is limited to eligible employees. An eligible employee:

a. Must be a permanent full-time RN: probationary employees are excluded.
b. Must be permanently assigned to and work at the institution; Eligible employees 

may participate only in their institution’s P&B process. There shall be no inter­
institution bidding on assignments.

4. Excluded Assignments

Specialty areas shall be excluded from the P&B process. Such areas shall be Intensive 
Treatment Program nurses, Intensive Behavioral Treatment Program nurse, Infection 
Control nurse, Utilization Review nurse, Sick and Vacation Relief, Special Program at
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Preston, ICF/DMH Program at SYCRCC and CTC/MH Programs. Those RN qualifying 
posts which are considered specialty areas shall be counted as neutral assignments, that 
is, they shall not be counted in either Management’s or Union's positions.

5: Special Qualifications

Employees bidding on assignments which require specialized training shall meet the 
skills, knowledge, and abilities prior to the bid being placed. These special qualifications 
Shall be defined in the bid notice.

6. Seniority

For purposes of this Agreement, “seniority” is defined as one point for each qualifying 
month of full-time DJJ Unit 17 service, with ties broken by one point for each qualifying 
month of full-time Unit 17 service.

7. Limits on Bid

An employee may not make more than one successful open assignment bid each twelve 
(12) months except when an employee’s bid assignment is substantially modified and the 
employee elects not to stay in the position'or as provided in section G (1) and G (2) or if 
an employee is granted a bid under the provisions of subsection I if these occur, the 
employee shall have the right to bid again. Exceptions to this limitation may be granted.

8. Pre-Bid Meet and Discuss
j

Prior to each P&B cycle, a local meet and discuss at each complex and/or facility to 
discuss the 70/30 pattern shall occur;

B. Twenty-four (24) Month Bid Process

1. There shall be seventy percent (70%) of the RN qualifying post assignments (excluding 
specialty areas) in the CDCR allotted according to seniority at each facility.

Any new seniority positions as a result of the increase in percentages of the total seniority 
shall be posted for bid within ninety (90) calendar days of the ratification of the Contract 
by both parties! The term for these positions will end at the same time as the institution’s 
original post and bid period.

2. Participation in the twenty-four (24) month P&B process is voluntary. The choice not to 
participate shall result in management assigning the individual to an assignment that 
remains unfilled after this bid process is completed.

3. Timeframes

a. The twenty-four (24) month bid cycle begins in the month of April 2008, for those 
employees who wish to participate. An updated seniority roster and a listing of all 
available assignments open for bid shall be posted no later than April 1st every 
other year.

b. Unless otherwise contested by April 15, an employee’s seniority as posted on April 
1, shall determine the employee’s placement on the seniority list.

c. All approved bid request forms must be completed and submitted, in accordance 
with the BIDDING provision below, no later than 4:00 p.m. on May 1, or 4:00 p.m. 
on the following Monday if the date falls on the weekend. An employee may write 
more than one bid preference on the bidding form in priority order.

d. An employee may voluntarily withdraw from participation in the twenty-four (24) 
month Bid Process by submitting a written request to his/her supervisor.
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Employees who withdraw will be assigned at management’s discretion. These 
assignments shall be counted neutral; that is, they shall not be counted in either 
Management’s or Union’s positions.

e. Failure on the part of the employee to submit a request form by 4:00 p.m. on May 
1, shall result in a no preference indicated (NPI) for.the employee. The employee 
will then be assigned an assignment at management’s discretion. These

. assignments shall be counted neutral; that is, they shall not be counted in either 
Management’s or Union’s positions..

f. At the end of the bid period, management will make the assignments based on the
highest seniority of the bidders. Any assignment that does not receive a bid shall 
be filled at management’s discretion.

g. The new assignments will begin the second Monday in July first watch.
h. The time frames will be agreed upon at the local level by the Union and 

Management.

C. Interim Vacancy Bidding Process

1. The interim bidding process is designed as a method to provide current employees the 
opportunity to move to vacant assignments, if management determines to fill the vacant 
position, created while the twenty-four (24) month assignments are in place, using 
seniority as the deciding factor on who will secure an assignment that is available by bid. 
The vacant assignments that have been determined by management to be filled by bid 
shall be subject to the terms and conditions of this section.

2. As RN assignments become available, they shall first be reviewed by the State to 
determine whether they will be filled, posted for bid, or filled without posting.

3. The filling of vacancies by either promotions from eligible list or external lateral transfers 
are not subject to P&B.

4. If the State determines to fill the assignment without posting, the assignment may be filled
by hire, transfer, promotion, or any other method allowed by the Civil Service System. 
Such assignments may be advertised where appropriate, but will be filled through the 
sole discretion of the State. .

5; 'the excess of non-posted assignments over posted assignments at each institution shall 
pot exceed two (2) at any time. In no case shall more than seventy percent (70%) of the 
filled RN assignments (as defined above) be held;by employees through .successful bids.

6. Each notice shall remain posted as provided for in “POSTING ASSIGNMENTS” for no 
less than fifteen (15) calendar days. Employees may bid for these assignments using the 
“BIDDING” process below. All bids must be submitted by 4:00 p.m. on the fifteenth (15th) 
day of posting.

7. At the end of the fifteen (15) day bid period, the eligible bidded employee with the highest 
seniority score shall be placed in the assignment. Any assignment that received no bid 
shall be filled at management’s discretion and shall be counted neutral.

D. Posting Assignments

Those assignments, which are determined to be posted, shall be posted in a prominent place 
where such notices are customarily posted. The posted notice shall be dated and on a form 
designed for that purpose and shall include the following criteria: ■

1.
2.
3.
4.
5.
6. 
7.

Identification posting number 
Unit (or ward) or other assignment 
Shift
bays off or rotation pattern and cycle 
Time base
Deadline.for bid submittal and where, to 
Special qualifications (if any)

be submitted
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E. Bidding

1. Employees may bid on the posted assignment by filling out a bid form provided by the 
State. The bidding employee shall submit the completed bid form to the following:

a. The original to the location designated on the bid form,
b. A copy to the Union designated steward, and
c. The bidding employee.

Bid forms shall include the identification posting number, the employee’s name, 
classification, seniority points, current work location, and business telephone number.
The form must be dated and sighed by the employee.

2. An otherwise eligible employee absent from the work site during the bid process or such 
reasons, including but not limited to EIDL; SDI;. Worker’s Compensation; leave of 
absence; annual military leave; illness, etc., may participate in the bid process.
Employees must assume the assignment within sixty (60) days of the posting of the bid 
results. After sixty (60) days management shall decide whether or not to fill the position.
If management fills the position it shall be counted neutral until the next twenty-four (24) 
month bid cycle.

3. In the event the employee is unable to assume the assignment within the sixty (60) 
calendar days, the employee may be placed in another assignment at management’s 
discretion.

F. Other Factors

1. Short term absences of not more than sixty (60) calendar days from the employee’s 
assignment, including special assignments, injuries on the jobi and acting assignments, 
will not preclude the employee’s return to the assignment after being determined they 
qualify to resume such duties.

a. If absence is more than sixty (60) calendar days, the appointing authority may 
authorize an employee’s return to the assignment or same watch/RDO’s if the 
absence was generated by a management decision.

b. An employee exceeding the sixty (60) calendar day limit for an absence due to 
EIDL will be assigned to the same assignment or same watch/RDO for the 
remainder of the bid period.

c. An employee exceeding the sixty (60) calendar day limit for any other reason will at 
least be assigned commensurate with his/her watch preference.

2. A waiting list will be established with those employees who have been removed from an 
assignment as a result of a correction to a seniority date or due to management error in 
assigning the employee.

3. Employees who laterally transfer after May 1 will be precluded from the bid process until 
the next open bid period.

G. Deletions and Changes

1. If a bid assignment is deleted due to reduced allocations or other reasons, and there is an 
employee in the deleted assignment, then the employee may bid on any vacant posted 
assignment.

2. if because of coverage or other legitimate operational need, it is determined that a bid 
assignment’s posting criteria must be altered, the employee filling that assignment shall
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be notified of the proposed changes and the reason for such change in writing, if the 
employee desires to remain in the altered assignment, he/she shall notify management of 
that desire within five (5) calendar days and shall remain in the assignment. An 
assignment shall not be considered altered when the training is conducted on a shift other 
than the employee’s regularly scheduled shift and the employee is required to attend.

H. Transfers

Employees holding bid assignments shall not, except in cases of emergency or as otherwise 
provided for in this section, be involuntarily transferred to another assignment.

I. Denial of Bid •

1. Employees who have adverse action taken against them shall lose their right to hold a bid 
assignment and/or bid on any assignments for a period of up to six (6) months if such 
assignment or bid is meaningfully related to the cause of action. If the employee is 
exonerated on appeal, his/her right to bid or hold assignments shall be restored. 
Employees who are charged with wrongdoing which is also grounds for adverse action 
may lose their right to bid and/or hold a bid assignment for a period of up to six (6) 
months, if such assignment of bid is meaningfully related to the cause of action. A 
meeting before the Director or designee is required prior to such denial.

2. An employee may be temporarily removed from the bid assignment pending a 
persOnnel/EEO investigation, but will be assigned to substantially similar start/stop time 
and RDO if possible. Once the investigation has been concluded and if the charges have 
not been substantiated, the employee shall be returned.to their bid assignment.

3. Employees who receive yearly evaluations which have two (2) or more categories marked 
below standard may lose their right to hold and/or bid assignments for up to six (6) 
months, subject to review in three (3) months. If the evaluation is overturned by a 
reviewing officer or as a result of a grievance decision, the employee shall have his/her 
right to bid and hold assignments restored. The reason for denial to bid shall be in writing

. and given to the employee.
4. Employees losing their right to bid or hold assignment as outlined above may be 

administratively transferred to the same watch without regard to RDO. Employees who 
have been absolved of wrongdoing as stated above, shall be accorded one (1) successful 
bid so long as this bid is exercised within three (3) months of the decision absolving the 
employee.

5. If for some reason, other than specified previously, it becomes necessary to change an
employee who has exercised his/her eligibility for a bid assignment, that employee shall 
be job changed to a new pot possessing similar RDQ’s on the same watch, if available 
and if requested by the employee. '

6. Management may deny a bid which is submitted by an employee who is on limited duty 
status if it is determined that the duties of the posted position are in conflict with the work 
limitation(s) described by his/her physician. Upon request of the employee', a meeting will 
be held with the Director or designee prior to the final decision regarding the employee’s 
ability to bid.

J. Floating

If it becomes necessary to temporarily float employees to another Unit 17 position in order to 
provide coverage, each work location (unit and shift) shall establish a rotational system that 
distributes floating on an equitable basis. The RN Shift Lead shall not be included in floating.

K. Involuntary Removal

Management may remove an employee from a bid position when the employee fails to 
demonstrate that they have the knowledge and skills required to perform the duties of the
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position. The employee shall be placed in a position with the same RDO’s and substantially 
similar start/stop times. The vacated position shall be subject to the interim bid process.

L. Nepotism

No bid shall be denied based solely on personal relationships. An employee may lose his/her 
right to hold and/or bid a position based on the Department’s nepotism policy in accordance with 
the following: ,

1. If such bid or position creates a nepotism situation, notice must be given to the employee.
2. Assignments not in conformance with this subsection shall be corrected by transfer or

other appropriate action within ninety (90) days. . -
3. Nothing in this subsection shall prohibit the employee and/or the Union from filing a 

grievance.

1M. Disputes

1 . Disputes concerning this section shall be grievable to the Director’s level of review and 
shall not be arbitrable;

2. Either party may request a meet and discuss regarding any problem or concern with the 
Post and Bid procedure. This request will be honored by the non-requesting party in the 
form of a meeting within thirty (30) days of the request;

3. An employee alleging seniority, date errors/disputes ,and is unable to resolve the problem 
with verbal communication shall submit his/her complaint to the first formal level of review 
within the normal time frames specified in the grievance process;

4. Errors in favor of the employee will result in the adjustment of the employee’s seniority
. date. The employee shall then have first preference on the first available bid position; or
5. j.he employee has the right to go on a waiting list for the next available slot matching the 

employee’s bid for the watch and RDO.

N. implementation and Applicability

Contractual right to Post and Bid for Shift Preference/RDO’s shall remain in effect with no position 
changes, at those affected institutions until Article 20.8.17 is implemented and the yearly bid 
process' begins in April 2008. Implementation of the Post and Bid process at new institutions will 
begin the first April following activation (receipt of youth).

O. Other Considerations ,

For the initial process in 2008, it is the intent to make every attempt to begin the process March 1, 
2008, but no later than as defined in section B.3. ,

20.9.17 Post and Bid Assignments by Seniority - CDCR (Unit 17)
A. Introduction

The Post and Bid (P&B) process is designed as a method to allow employees to secure an 
assignment based on seniority. Contained in this section are the provisions for the “24 Month P&B 
Process” which allows employees to bid twenty-four (24) month assignments and the “Interim 
Vacancy Bidding Process” which addresses vacancies that occur while the twenty-four (24) 
month assignments are in effect.

1. The Chief Medical Officer (CMO). or their designee shall have responsibility for , 
implementation and maintenance of this procedure at each facility and shall ensure 
compliance.

2. The word “assignment” as used in this section is synonymous with that of “position”.
3_. Participation in the P&B process is limited to eligible employees. An eligible employee:
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a. Must be a permanent full-time RN: probationary employees are excluded.
b. Must be permanently assigned to and work at the institution. Eligible employees 

may participate only in their institution's P&B process. There shall be no inter­
institution bidding on assignments.,

4. Excluded Assignments

Specialty areas shall be excluded from the P&B process. Such areas shall be dialysis, 
PACU, ICU, utilization management, and surgical assignments. Those RN qualifying 
posts which are considered specialty,areas shall be counted as neutral assignments, that 
is, they shall not be counted in either Management’s or Union’s positions.

5. Special Qualifications

Employees bidding on assignments which require specializedtraining shall meet the 
skills, knowledge, and abilities prior to the bid being placed. These special qualifications 
shall be defined in the bid notice.

6. Seniority

For purposes of this Agreement, “seniority” is defined as one point for each qualifying 
month of full-time Departmental Unit 17,service, with ties broken by one point for each 
qualifying month of full time State service.

7. Limits on Bid r

An employee may not make more than One successful open assignment bid each twelve 
(12) months except when an employee’s bid assignment is substantially modified and the 
employee elects not to stay in the position or as provided in section “ G 1 and 2” or if an 
employee is granted a bid under the provisions of subsection “I”. If these occur, the 
employee shall have the right to bid again. Exceptions to this limitation may be granted.

B. Twenty-four (24) Month Bid Process

1. There shall be seventy-five percent (75%) of the RN qualifying post assignments
" (excluding specialty areas) in the California Department of Corrections and Rehabilitation

(CDCR) allotted according to seniority at each facility that provides healthcare that is not 
a licensed acute care hospital.

a. At licensed acute care hospitals (CMF, CIM, CMC, COR) there shall be 80% of the 
RN qualifying post assignments (excluding specialty areas) allotted according to 
seniority.

b. Any new seniority positions as a result of the increase in percentages of the total 
seniority shall be posted for bid within ninety (90) calendar days of the ratification 
of the Contract by both parties; The term for these positions will end at the same 
time as the institution's original post and bid period.

2. Participation in the twenty-four (24) month P&B process is voluntary. The choice not to 
participate shall result in management assigning the individual to an assignment that 
remains Unfilled after this bid process is completed.

3. Timeframes : ; ■ ;

a. The twenty-four (24) month bid cycle begins in the month of October 2002, for 
those employees who wish'to participate. An updated seniority roster arid a listing 
of all available assignments open for bid shall be posted no later than October .1st 
every other year.
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b. Unless otherwise contested by October 15, an employee’s seniority as posted on 
October 1, shall determine the employee’s placement on the seniority list.

c. All approved bid request forms must be completed arid submitted, in accordance 
with the BIDDING provision below, no later than 4:00 p.m. on November 1, or 4:00 
p.m. on the following Monday if the date falls on the weekend. An employee may 
write more than one bid preference on the bidding form in priority order.

d. An employee may voluntarily withdraw from participation in the twenty-four (24) 
month Bid Process by submitting a written request to his/her supervisor.
Employees who withdraw will be assigned at management’s discretion. These 
assignments shall be counted neutral; that is, they shall not be counted in either 
Management’s or Union’s positions.

e. Failure on the part of the employee to submit a request form by 4:00 p.m. on 
November 1, shall result in a no preference indicated (NPI) for the employee. The 
employee will then be assigned an assignment at management’s/discretion.
These assignments shall.be. counted neutral; that is, they shall not be counted in 
either Management’s or Union’s positions.

f. At the end of the bid period, management will make the assignments based on the
highest seniorityof the bidders. Any assignment that does not receive a bid shall 
be filled at management’s discretion.

g. The new assignments will begin the second Monday in January first watch.
h. The time frames will be agreed upon at the local level by the Union and 

Management.

C. Interim Vacancy Bidding Process

1. The interim bidding process is designed as a method to provide current employees the 
opportunity to rnove to vacant assignments, if Management determines to fill the vacant 
position, created while the twenty-four (24) month assignments are in place, using 
seniority as the deciding factor on who will secure an assignment that is available by bid. 
The vacant assignments that have been determined by management to be filled by bid 
shall be subject to the terms and conditions of this section.

2. As RN assignments become available, they shall first be reviewed by the State to 
determine whether they will be filled, posted for bid, or filled without posting.

3. The filling of vacancies by either promotions from eligible list or external lateral transfers 
are not subject to P&B.

4. If the State determines to fill the assignment without posting, the assignment may be filled 
by hire, transfer, promotion, or any other method allowed by the Civil Service System. 
Such assignments may be advertised where appropriate, but will be filled through the 
sole discretion of the State.

5. The excess of non-posted assignments over posted assignments at each institution shall 
not exceed two (2) at any time. In ho case shall more than seventy percent (70%) of the 
filled RN assignments (as defined above) be held by employees through successful bids.

6. Each notice shall remain posted as provided for in “POSTING ASSIGNMENTS” for no 
less than fifteen (15) calendar days. Employees may bid for these assignments using the 
“BIDDING” process below. All bids must be submitted by 4:00 p.m. on the fifteenth (15th) 
day of posting.

7. At the end of the fifteen (15) day bid period, the eligible bidded employee with the highest 
seniority score shall be placed in the assignment. Any assignment that received no bid 
shall be filled at management’s discretion and shall be counted neutral.

D. Posting Assignments

Those assignments, which are determined to be posted, shall be posted in a prominent place 
where such notices are customarily posted. The posted notice shall be dated and on a form 
designed for that purpose and shall include the following criteria:

1. Identification posting number
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2. Unit (or ward) or other assignment
3. Shift
4. Days off or rotation pattern and cycle
5. Time base
6. Deadline for bid submittal and where to. be submitted
7. Special qualifications (if any)

E. Bidding

1. Employees may bid on the posted assignment by filling out a bid form provided by the 
State. The bidding employee shall submit the. completed bid form to the following:

a. the original to the location designated On the bid form,
b. a copy to the Union designated steward, and
c. the bidding employee..

Bid forms shall include the identification posting number, the employee’s name, 
classification, Seniority points, current work location, and business telephone number.
The form must be dated and signed by the employee. :

2. An otherwise eligible employee absent from the work site during the bid process or such 
reasons, including but not limited to EIDL; SDI; Workers’ Compensation; leave,of 
absence; annual military leave; illness, etc.; may participate in the bid process. 
Employees must assume the assignment within sixty (60) days of the posting of the bid 
results: After sixty (60) days management shall decide whether or not to fill the position.
If management fills the position it shall be counted neutral until the next twenty-four (24) 
month'bid cycle/

3. In the event the employee is unable to assume the assignment within the sixty (60).
calendar days, the employee may be placed in another assignment at management’s 
discretion. • . ,v

F. Other Factors

1. Short term absences of not more than sixty (60) calendar days from the employee’s 
assignment, including Special assignments, injuries on the job, and acting assignments, 
will not preclude the employee’s return to the assignment after being determined they 
qualify to resume such duties.

a. If absence is more than sixty (60) calendar days, the Appointing Authority may
authorize an employee’s return to the assignment or same watch/RDO’s if the 
absence was generated by a management decision. f

b. An employee exceeding the sixty (60) calendar day limit for an absence due to 
EIDL will be assigned to the same assignment or same watch/RDO for the 
remainder of the bid period.

c. An employee exceeding the sixty (60) calendar day limit for any other reason will at 
least be assigned commensurate with his/her watch preference.

2. A waiting list will be established with those employees who have been removed from an 
assignment as a result of a correction to a seniority date or due to management error in 
assigning the employee.

3. Employees who laterally transfer after November 1 will be precluded from the bid process 
until the next open bid period.

G. Deletions and Changes .

1. If a bid assignment is deleted due to reduced allocations or for other reasons, and there is 
an employee in the deleted assignment, then the employee may bid on any vacant 
posted assignment.
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2. If because of coverage or other legitimate operational need, it is determined1 that a bid 
assignment’s posting criteria must be altered, the employee filling that assignment shall 
be notified of the proposed changes and the reason for such change in writing. If the 
employee desires to remain in the altered assignment, he/she shall notify management of 
that desire within five (5) calendar days arid shall remain in the assignment: An 
assignment shall not be considered altered when the training is conducted on a shift other 
than the employee’s regularly scheduled shift and the employee is required to attend,

H. Transfers

Employees holding bid assignments shall not, except in Cases of emergency of as otherwise 
provided for in this section* be involuntarily transferred to another assignment.

I. Denial of Bid

1 . Employees who have adverse action taken against them shall lose their right to hold a bid 
. assignment and/or bid on any assignments for a period of up,to six (6) months if such 

assignment or bid is meaningfully related to the cause of action. If the employee is 
exonerated on appeal, his/her right to bid or hold assignments shall be restored. 
Employees who are charged with wrongdoing which is also grounds for adverse action 
may lose.their right to bid and/or hold a bid assignment for a period of up to six (6) . 
months, if such assignment of bid is meaningfully related to the cause of action. A 
meeting before the Director.or designee is required prior to such denial.

2. An employee may be temporarily removed from the bid assignment pending a
pers.onnel/EEO investigation, but will be assigned to substantially similar start/stop time 
and RDO if possible. Once the investigation has been concluded and if the charges have 
not been substantiated, the employee shall be returned to their,bid assignment.

3.. Employees who receive yearly evaluations which have two (2) or more categories marked 
below standard may lose their right to hold and/or bid assignments for up to six (6) 
months, subject to review in three (3) months. If the evaluation is overturned by a 
reviewing officer or as a result of a grievance decision, the employee shall have his/her 
right to bid and hold assignments restored. The reason for denial to bid shall be in writing 

. and given to the employee.
.4. Employees losing their right to bid or hold.assignment as outlined above may be

administratively transferred to the same watch without regard to RDO. Employees who 
have been absolved of wrongdoing as stated above, shall be accorded one successful 
bid so long as this bid is exercised within three (3) months of the decision absolving the 
employee.

' 5. If for some reason, other than specified previously, it becomes necessary to change an
employee who has exercised his/her eligibility for a bid assignment, that employee shall 
be job changed to a new post possessing similar RDO’s on the same watch, if available 
and if requested by the employee.

6. Management may deny a bid which is submitted by an employee who is on limited duty 
status if it is determined that the duties of the posted position are in conflict with the work 
limitation(s) described by, his/her physician. Upon request of the employee, a meeting will 
be held with the Director or designee prior to the final decision regarding the employee’s 
ability to bid.

J. Floating

If it becomes necessary to temporarily float employees to another Unit 17 position in order to 
provide coverage, each work location (unit and shift) shall establish a rotational system that 
distributes floating on an equitable basis. The RN Shfit Lead shall not be included in floating..
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K. . Involuntary Removal

Management may remove an employee from a bid position when the employee fails to 
demonstrate that they have the knowledge and skills required to perform the duties of the 
position. The employee shall be placed in a position with the same RDO’s and substantially 
similar start/stop times. The vacated position shall be subject to the interim bid process.

L. Nepotism

No bid shall be denied based solely on personal relationships. An employee may lose his/her 
right to hold and/or bid a position based on the Department’s nepotism policy in accordance with 
the following:

1. If such bid or position creates a nepotism situation, notice must be given to the employee.
2. Assignments not in conformance with this subsection shall be corrected by-transfer or 

other appropriate action within ninety (90) days.
3. Nothing in this subsection shall prohibit the employee and/or the Union from filing a 

grievance.

M. Disputes
r '

1. Disputes concerning this section shall be grievable to the Director’s level of review and 
shall not be arbitrable;

2. Either party may request a meet and discuss regarding any problem or concern with the 
Post and Bid procedure. This request will be honored by the non-requesting party in the 
form of a meeting within thirty (30) days of the request; .

3. An employee alleging seniority date errors/disputes and is unable to resolve the problem 
with verbal communication shall submit his/her complaint to the first formal level of review 
within the normal time frames specified in the grievance process;

4. Errors in favor of the employee will result in the adjustment of the employee’s seniority 
date. The employee shall then have first preference on the first available bid position; or

5. The employee has the right to go on a waiting list for the next available slot matching the 
employee’s bid for the watch and RDO.

N. Implementation and Applicability

Contractual right to Post and Bid for Shift Preference/RDO’s shall remain in effect with no position 
changes at those affected institutions until Article 20.9.17 is implemented and. the yearly bid 
process begins in October 2002. Implementation of the Post and Bid process at new institutions 
will begin the first October following activation (receipt of inmates).

The parties recognize, pursuant to the February 14, 2006 Court Order Appointing that Receiver, 
that the Receiver is empowered to renegotiate this provision, in the event that such action is 
necessary for the Receiver to fulfill his duties under the Order. The determination on whether 
such action is necessary rests solely with the Court pursuant to paragraph D. of the Order.

20.10.20 Post and Bid Procedure for Vacant Licensed Vocational Nurse (LVN) Positions (Unit 20) 
(Excluding CDCR)

Post and Bid shall apply to the LVN classification at facilities (1) with fifteen (15) or more LVN 
positions and (2) which either provide services seven (7) days a week or for which management has 
established multiple,starting times. Only permanent full-time employees are eligible to participate in 
the post and bid process.

A. Vacant Positions

As management determines that positions become available, or vacant, they shall first be 
reviewed by the State to determine whether they shall be posted or filled without posting.
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If the State determines to filj the position without posting, the position may.be filled by hire, 
transfer, promotion, or any other method allowed by the Civil Service System. Such positions 
may be advertised where appropriate, but will be filled through the sole discretion of the State. As 
positions become vacant and determinations are made by the State, the excess of non-posted 
positions oyer posted positions shall not exceed two (2) at any facility at any time. In no case 
shall more than sixty percent (60%) of the filled positions in a facility be held by employees 
through successful bids.

The post and bid process is designed as a method to advertise and fill current position vacancies 
; with existing employees. The filling of vacancies by either promotion from an eligible list or 
external lateral transfers is not subject to the post and bid procedure.

B. Posted Positions

Those positions which are determined to be posted shall be posted in a prominent place where 
such notices are customarily posted on each.unit and, in addition, may be advertised in each 
facilities publication. The posted notice shall be on a form designed for that purpose and shall 
include the following posting criteria:

1. Identification posting number
2. Level of position J
3. Program and unit (or ward) or other assignment
4. Shift
5. Days off or rotation pattern and cycle ; .
6. Time base ■
7. Deadline for bid submittal
8. Indication of an “incentive bid position”
9. Location where bid is to be submitted

Each notice shall remain posted for no less than seven (7) calendar days.

C. Bidding

Employees may bid on the posted position by filling out a bid form provided by the State. Bid 
forms shall be submitted in triplicate with the employee submitting the original to the appropriate 
central office, a copy to the Union, and the employee retaining a copy. Bid forms shall include the 
identification posting number, the employee’s name, classification, seniority points, current work 
location and business telephone number. The form must be dated and signed by the employee to 
indicate certification that the worksite has been visited.

Posted positions shall be available for bid only to those employees in the civil service 
classification specified on the posted notice.

D. Assignment ~

Within fifteen (15) calendar days after the posting of notice of vacancy, the position shall be 
assigned to the eligible bidding employee with the most seniority. However, in emergencies or 
where severe staffing shortages exist in the employee’s incumbent program, assignment may be 
delayed up to sixty (60) calendar days after the posting of notice.

If no bids are received, management shall withdraw the bid notice. The withdrawn notice does 
not count against either party’s ratios Or 60/40 position count. These positions may be filled:

1. In accordance with subsection A above, or

f
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2. Hire, promotion, reinstatement, transfer from within the facility or from another State 
agency.

If that position is filled or committed within sixty (60) days of withdrawal of posting under (2) 
above, it shall not count in the 50/50 posting ratios.

E. Incentive Bid Position

A vacant position that is posted two (2) consecutive times and remains unbid may be identified as 
an “incentive position” on the third consecutive posting. In a program identified as a “designated 
program” an unbid position may be identified as an incentive position on the second consecutive 
posting.

. An employee who successfully bids an incentive position and remains in the position for one year 
shall be accorded super-seniority for their next successful bid. When two (2) or more employees 
with super-seniority bid, the position shall be awarded as follows:

1. Length of super-seniority
2. Seniority
3. By lot

Incentive positions that are not bid upon may be filled through internal transfer from within the 
hospital without counting in the posting ratios or position counts. He/she is then eligible to receive 
super-seniority in the same manner as an employee who bid the position. Employees who 
successfully bid an incentive position and are bidding in-place (same unit.and shift as the posted ' 
position) shall not be. eligible to earn the super-seniority. In designated program’s the super- 
seniority eligibility shall be limited to positions awarded to employees from outside the program 
only.

The facility shall provide the Union with a weekly listing of “designated programs.”

An employee in an incentive position that is deleted or altered in accordance with subsection E 
shall retain the eligibility to earn super-seniority if he/she elects to remain in the altered or 
changed position. Employee absences due to illness or injury shall not be counted after the 
fourteenth (14th) consecutive calendar day toward the one year qualifying period to earn super- 
seniority. '' y
; ; , ■ ■ - i

F. Deletions and Changes

If a bid position is deleted due to reduced allocations or for other reasons, then the employee in 
that position may bid on any vacant posted position.

If, because of coverage or other legitimate operational need, it is determined that a bid position’s 
posting criteria must be altered in any respect, the employee filling that position shall be notified 
of the proposed changes and the reason for such change in writing. If the employee desires to 
remain in the altered position, he/she shall notify management of that desire within five (5) 
calendar days and shall remain in the position. A position shall not be considered to be altered 
when training is conducted on a shift other than the employee’s regularly scheduled shift and the 
employee is required to attend.

G. Floating

If it becomes necessary to float employees to provide coverage, each work location (unit and 
shift) shall establish a rotational system that distributes floating on an equitable basis.
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H. Transfers .

Employees holding bid positions shall not, except in case of emergency, be involuntarily 
transferred or moved except as otherwise provided in this section.

I. Denial of Bid

Employees who have adverse actions taken against them shall lose their right to hold a bid 
position and/or to bid on any positions for a period of up to six (6) months if such position or bid is 
meaningfully related to the cause of action.

If, on appeal, the employee is exonerated, his/her right of bid and/or hold positions shall be 
restored. Employees who are charged with wrongdoing, which is also grounds for adverse action, 
may lose their right to'bid and/or hold a bid position for a period of up to six (6) months, if such 
position or bid is meaningfully related to the cause of action. A hearing before the facility’s chief 
or designee is required prior to such denial.

Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to hold an/or bid positions for up to six (6) months, subject to review 
in three (3) months. If the evaluation is overturned by a reviewing officer or as a result of a 
grievance decision, the employee shall have his/her right to bid and hold positions restored.

Employees losing their right to bid or hold positions as outlined above may be administratively 
transferred at the discretion of the State. Employees who have been absolved of wrongdoing as 
stated above, shall be accorded superseniority for One successful bid so long as this bid is 
exercised within three (3) months of the decision absolving the employee.

J. Limits on Bid

An employee may not make more than one successful bid each twelve (12) months except that if 
an employee’s bid position is altered and the employee elects not to stay in the position, or if an 
employee is granted a bid under the provisions is subsection I above, these bids shall not be 
counted under this subsection. Exceptions to this limitation may be granted. Employees on 
probationary status shall not be eligible to bid on posted positions.

Management may deny a bid which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the work limitation(s) 
described by his/her physician. Upon request of the employee, a meeting will be held with the 
Executive Director or designee prior to the final decision regarding the employee’s ability to bid.

K. Nepotism

No bid shall be denied based solely on personal relationships. An employee may lose his/her 
right to hold and/or bid a position based on the Department’s nepotism policy in accordance with 
the following:

1. If such bid or position creates a nepotistic situation, notice must be given to the Union.
2. Representatives of the Union and the State shall meet and review the situation.
3. Assignments not in conformance with this subsection shall be corrected by transfer or 

other appropriate action within ninety (90) days.
4. Nothing in this subsection shali prohibit the employee and/or the Union from filing a 

grievance.

L. Mbet and Discuss

Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedure. This request will be honored by the non-requesting party in the form of a meeting 
within thirty (30) days of the request.
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M. At each facility, management shall designate an official who shall be responsible for the 
administration of the Post and Bid provision. Upon request, the Post and Bid administrator shall 
meet periodically with SEIU Local 1000 representatives for the purpose of reviewing compliance 
with the Post and Bid provision.

N. For purposes of this Agreement, seniority is defined as one point for each qualifying month of full­
time State service.

O. Implementation and Applicability
The provisions of this section will be implemented six (6) months after ratification of the 
agreement by both the State and the Union membership.

20.11.20 Post and Bid Procedure for CNA Positions: Yountville Veterans Home (Unit 20)
Only permanent full-time employees are eligible to participate in the post and bid process.
Employees on probationary status shall not be eligible to bid on posted positions.

A. Vacant Positions

As management determines that positions become available, or vacant, they shall first be 
reviewed by the State to determine whether they shall be posted or filled without utilizing the post 
and bid procedure.

If the State determines to fill the position without posting, the position may be filled by hire, 
transfer, promotion, or any other method allowed by the Civil Service System. Such positions 
may be advertised where appropriate, but will be filled through the sole discretion of the State. In 
no case shall more than sixty percent (60%) of the filled positions in a facility be held by 
employees through successful bids.

The post and bid process is designed as a method to advertise and fill current position vacancies 
with existing employees. The filling of vacancies by either promotion from an eligible list or 
external lateral transfers is not subject to the post and bid procedure.

B. Posted Positions

Those positions which are determined to be posted shall be posted electronically. The format 
shall include the following posting criteria:

Identification posting number
Classification
Ward assignment
Shift
Days off or rotation pattern and cycle 
Deadline for bid submittal 
Location where bid is to be submitted 
Typical assigned duties
Description of duties to be performed (knowledge, skills and abilities)

C. Bidding

Employees may bid on the posted position by filling out a bid form provided by the State. Bid 
forms shall be copied by the employee, with the employee submitting the original to the Nursing

Office, a copy to the Union, and the employee retaining a copy. Bid forms shall include posting 
number, the employee’s name and classification. The forms must be dated and signed by 
the employee.
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Posted positions shall be available for bid only to those employees in the civil service 
classification specified on the posted notice.

If no bids are received, the position may be filled in accordance with subsection A. above.

D. Assignment

Within twenty (20) calendar days after the posting of notice of vacancy, the position shall be 
assigned to the eligible bidding employee with the most seniority. However, in cases of 
emergencies or where severe staffing shortages exist in the employee’s incumbent program, 
assignment may be delayed up to sixty (60) calendar days after the posting of notice.

When a position is filled all employees who bid will be notified electronically.

E. Deletions

If a bid position is deleted, then the employee in that position may bid on any vacant posted 
position or he/she wjll be transferred at management's discretion to any vacant position.

F. Denial of Bid
. . , l '

Employees who have adverse actions taken against them shall lose their right to bid on any 
positions for a period of up to six (6) months if such position or bid is meaningfully related to the 
cause of action, jf, on appeal, the employee is exonerated, .his/her right to bid shall be restored.

Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to bid positions for up to six (6) months, subject to review in three (3) 
months. If the evaluation is overturned by a reviewing officer or as a result of a grievance 
decision, the employee shall have his/her right to bid and hold positions restored.

Employees losing their,right to bid as outlined above may be administratively transferred at the 
discretion of the State. 1 ■ ■

G. Limits of Bid

An employee may not make more than one successful bid each twelve (12) months except that if 
an employee’s bid position is deleted. Exceptions to this limitation may be granted following a ' 
request in writing to the Human Resources post and bid administrator.

Management may deny a bid, which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the work limitation(s) 
described by his/her physician.

H. Nepotism

An employee may lose his/her right to hold and/or bid a position based on nepotism. If such bid 
or position creates a nepotistic situation, notice must be given to the employee. Assignments not 
in conformance with this subsection shall be corrected by transfer or other appropriate action 
within ninety (90) days. Nothing in this subsection shall prohibit the employee and/or Union from 
filing a grievance. ' ■ s

I. Meet and Discuss

Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedures. This request will be honored by the non-requesting party within thirty (30) days 
of the request. 1
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J. Management shall designate an official who shall be responsible for the administration of the Post 
and Bid process. Upon request, the Post and, Bid administrator shall meet periodically with Union 
representatives for the purpose of reviewing compliance with the Post and Bid procedures.

K. For the purpose of this provision "seniority" is defined as one point for each qualifying month of 
full-time State service. In case of ties in seniority, assignments will be made by service in class. If 
further tie breaking is necessary a tie breaker will be utilized.

L. Post and bid will be 60/40 with 50/50 of the primary positions to the relief positions shared 
between the State and the Union.

20.12.20 Post and Bid Procedure for Vacant LVN Positions, CDCR (Unit 20)
I. Introduction: The Post and Bid (P&B) process is designed as a method to allow employees to 

secure an assignment base on seniority. Contained in this section are the provisions for the “24 
Month P&B Process” which allows employees to bid twenty four (24) month assignments and the 
“Interim Vacancy Bidding Process” which addresses vacancies that occur while the twenty four 
(24) month assignments are in effect.

A. The Chief Medical Office (CMO) or their designee shall have responsibility for implementation and 
maintenance of this procedure at each facility and shall ensure compliance.

B. The work “assignment” as used in this section is synonymous with that of “position.”
C. Participation in the P&B process is limited to eligible employees. An eligible employee:

i. Must be a permanent full-time licensed vocation nurse (LVN): probationary employees 
are excluded.

ii. Must be permanently assigned to and work at the institution. Eligible employees may 
participate only in their institution’s P&B process. There shall be no inter-institution 
bidding on assignments.

D. Excluded Assignments: Specialty areas shall be excluded from the P&B process. Such areas 
shall be dialysis, PACU, ICU, utilization management, and surgical assignments. Those LNV 
qualifying posts which are considered specialty areas shall be counted as neutral assignments, 
that is, they shall not be counted in either Management’s or Union’s positions.

E. Special Qualifications: Employees bidding on assignments which require specialized training shall 
meet the skills, knowledge, and abilities prior to the bid being placed. These special qualifications 
shall be defined in the bid notice.

F. Seniority: Defined as one point for each qualifying month of full-time Departmental Unit 20 
service, with ties broken by one point for each qualifying month of full-time State service. If a 
further tie exists, then ties will be broken by “lottery” thereafter.

G. Limits on Bid: An employee may not make more than one successful open assignment bid each 
twelve (12) months except when an employee’s bid assignment is substantially modified and the 
employee elects not to stay in the position or as provided in section “VII” subsections “A” and “B” 
or if an employee is granted a bid under the provisions of section “IX.” If these occur, the 
employee shall have the right to bid again. Exceptions to this limitation may be granted.

II. Twenty-four (24) Month Bid Process

A. There shall be sixty-five percent (65%) of the LVN qualifying post assignments (excluding 
specialty areas in the California Department of Corrections and Rehabilitation (CDCR) allotted 
according to seniority at each facility that provides healthcare.

B. Participation in the twenty-four (24) month P&B process is voluntary. The choice not to' 
participate shall result in management assigning the individual to an assignment that remains 
unfilled after this bid process is completed.
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C. Timeframes:

i. The twenty-four (24) bid cycle begins in the month of October for those employees who 
wish to participate. An updated seniority roster and a listing of all available assignments 
open for bid shall be posted no later than October 1st every other year.

ii. Unless otherwise contested by October 15, an employee’s seniority as posted on October 
1, shall determine the employee’s placement on the seniority list.

iii. All approved bid request forms must be completed and submitted, in accordance with the 
BIDDING provision below, no later than 4 p.m. on November 1, or 4 p.m. on the following 
Monday if the sate falls on the weekend. An employee may write more than one bid 
preference on the bidding for in priority order.

iv. An employee may voluntarily withdraw from participation in the twenty-four (24) month , 
Bid Process by submitting a written request to his/her supervisor. Employees who 
withdraw will be assigned at management’s discretion.. These assignment shall be 
counted neutral; that is, they shall riot,be counted in either Management’s or Union’s 
positions. .

v. Failure on the part of the employee to submit a request form by 4 p.m. on November 1, 
shall result in a no preference indicated (NPI) for the employee. The employee will then 
be assigned an assignment at management’s discretion. These assignments shall be 
counted neutral; that is, they shall not be counted in either Management’s or Union’s 
positions.

vi. At the end of the bid period, management will make the assignments based on the 
highest seniority of the bidders. Any assignment that does not receive a bid shall be filled 
at management’s discretion.

vii. The new assignments will begin the second Monday in January first watch.
viii. The time frames will be agreed upon at the local level by the Union and Management.

III. Interim Vacancy Bidding Process

A. The interim bidding process is designed as a method to provide current employees the 
opportunity to move to vacant assignments, if Management determines to fill the vacant position, 
created while the twenty-four (24) month assignments are in place, using seniority as the deciding 
factor on who will, secure an assignment that is available by bid. The vacant assignments that 
have been determined by Management to be filled by bid shall be subject to the terms and 
conditions of this, section.

B. As LVN assignments become available, they shall first be reviewed by the State to determine 
whether they will be filled, posted for bid, or filled without posting.

C. The filling of vacancies by either promotions from eligible list or external lateral transfers is not 
subject to P&B.

D. If the State determines to fill the assignment without posting, the assignment may be filled by hire, 
transfer, promotion, or any other method allowed by the Civil Service system. Such assignments 
may be advertised where appropriate, but will be filled through the sole discretion of the State.

E. The excess of non-posted assignments over posted assignments at each institution shall not 
exceed two (2) at any time. In no case shall more than fifty-five percent (55%) of the filled LVN 
assignments (as defined above) be held by employees through successful bids.’

F. Each notice shall remain posted as provided for in "POSTING ASSIGNMENTS” for no less than 
fifteen (15) calendar days. Employees may bid for these assignments using the “BIDDING” 
process below. All bids must be submitted by 4 p.m. on the fifteenth (15th) day of posting.

G. At the end of the fifteen (15) day bid period, the eligible bidded employee with the highest 
seniority score shall be placed in the assignment. Any assignment that received no bid shall be 
filled at management’s discretion and shall be counted neutral.

IV. Posting Assignments: Those assignments, which are determined to be posted, shall be posted in 
a prominent place where such notices are customarily posted. The posted noticed shall be dated 
and on a form designed for that purpose and shall include the following criteria:

A. Identification posting number
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B. Unit (or ward) or other assignment
C. Shift
D. Days off or rotation pattern and cycle
E. Time base
F. Deadline for bid submittal and where to be submitted
G. Special qualifications (if any)

V. Bidding '

A. Employees may bid on the posted assignment by filling out a bid form provided by the State. The 
bidding employees shall submit the completed bid form to the following:

i. The original to the location designated on the bid form.
ii. A copy to the Union designated steward, and

iii. The bidding.employee.

B. Bid forms shall included the identification posting number, the employee’s name, classification, 
seniority points, current work location, and business telephone number. The form must be dated 
and signed by the employee.

C. An otherwise eligible employee absent from the work site during the bid process for such reasons, 
including but not limited to EIDL, SDI, Worker’s Compensation, leave of absence, annual military 
leave, illness, etc., may participate in the bid process. Employees must assume the assignment 
within sixty (60) days of the posting of the bid results. After sixty (60) days management shall 
decided whether or not to fill the position. If management fills the position it shall be counted 
neutral until the next twenty-four (24) month bid cycle.

D. In the event the employee is unable to assume the assignment within the sixty (60) calendar 
days, the employee may be placed in another assignment at management’s discretion.

VI. Other Factors

A. Short term absences of not more than sixty (60) calendar days from the employee’s assignment, 
including special assignments, injuries on the job, and acting assignments, will not preclude the 
employee’s return to the assignment after being determined they qualify to resume each duties.

i. If absence is more than sixty (60) calendar days, the appointing authority may authorize 
an employee’s return to the assignment or same watch/regular day off (RDO) if the

. absence was generated by a management decision.
ii. An employee exceeding the sixty (60) calendar day limit for an absence due to EIDL will 

be assigned to the same assignment or same watch/RDO for the remainder of the bid 
period.

iii. An employee exceeding the sixty (60) calendar day limit for any other reason will at least 
be assigned commensurate with his/her watch preference.

a. A waiting list will be established with those employees who have been removed 
from an assignment as a result of a correction to a seniority date or due to* 
management error in assigning the employee.

b. Employees who laterally transfer after November 1 will be precluded from the bid 
process until the next open bid process.

VII. Deletions and Changes

A. If a bid assignment is deleted due to reduced allocations or for other reasons, and there is an 
employee in the deleted assignment, then the employee may bid on any vacant posted 
assignment.

B. If because of coverage or other legitimate operational need, it is determined that a bid , 
assignment’s posting criteria must be altered, the employee filling that assignment shall be 
notified of the proposed changes and the reason for such change in writing. If the employee
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desires to remain in the altered assignment, he/she shall notify management of the desire within 
five (5) calendar days and shall remain in the assignment. An assignment shall not be considered 
altered when the training is conducted on a shift other than the employee’s regularly scheduled 
shift and the employee is required to attend.

VIII. Transfers: Employees holding bid assignments shall not, except in cases of emergency or as 
otherwise provided for in this section be involuntarily transferred to another assignment.

IX. Denial of Bid

A. Employees who have adverse action taken against them shall lose their right to hold a bid 
assignment and/or bid on any assignments for a period of up to six (6) months if such assignment 
or bid is meaningfully related to the cause of action. If .the employee is exonerated on appeal, 
his/her right to bid or hold assignments shall be restored. Employees who are charged with 
wrongdoing which is also grounds for adverse action may lose their right to bid and/or hold a bid 
assignment for a period of up to six (6) months, if such assignment of bid is meaningfully related 
to the cause of action. A meeting before the Director or designee is required prior to such denial.

B. An employee may be temporarily removed from the bid assignment pending a personnel/EEO 
investigations but will be assigned to substantially similar start/stop time and RDO if possible.
Once the investigation has been concluded and if the charges have not been substantiated, the 
employee shall be returned to their bid assignment.

C. Employees who receive yearly evaluations which have two (2) or more categories marked below 
standard may lose their right to hold and/or bid assignments for up to six (6) months, subject to 
review in three (3) months. If the evaluation is overturned by a reviewing officer or as a result of a 
grievance decision, the employee shall have his/her right to bid and hold assignments restored. 
The reason for denial to bid shall be in writing and given.to the employee.

D. Employees losing their right to bid or hold assignments as outlined above may be administratively 
transferred to the same watch without regard to RDO. Employees who have been absolved of 
wrongdoing as stated above, shall be accorded one successful bid so long as the bid is exercised 
within three (3) months of the decision absolving the employee.

E. If for some reason, other than specified previously, it becomes necessary to change an employee 
who has exercised his/her eligibility for a bid assignment, that employee shall be job changed to a 
new post possessing similar RDO’s on the same watch, if available and if requested by the 
employee.

F. Management may deny a bid which is submitted by an employee who is on limited duty status if it 
is determined that the duties of the posted position are in conflict with the1 work limitation(s) 
described by his/her physician. Upon request of the.employee, a meeting will be held with the 
Director or designee prior to the final decision regarding the employee’s ability to bid.

X. Floating: If it becomes necessary to temporarily float employees to another Unit 20 position in 
order to provide coverage, each work location (unit and shift) shall establish a rotational system 
that distributes floating on an equitable basis.

XI. Involuntary Removal: Management may remove an employee from a bid position when the 
employee fails to demonstrate that they have the knowledge and skills required to perform the 
duties of the position. The employee shall be placed in a position with the same RDO’s and 
substantially similar start/stop times. The vacated position shall be subject to the interim bid 
process.

XII. Nepotism: No bid shall be denied based solely on personal relationships. An employee may lose 
his/her right to hold and/or bid a position based on the Department’s nepotism policy in 
accordance with the following:

A: If such bid or position creates a nepotism situation, notice must be given to the employee.
B. Assignments not in conformance with this subsection shall be corrected by transfer or other

appropriate action within ninety (90)'days. ^
C. Nothing in this subsection shall prohibit the employee and/or the Union from filing a grievance.
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XIII. Disputes

A. Disputes concerning this section shall be grievable to the Director’s level of review and shall not 
be arbitrable.

B. Either party may request a meet and discuss regarding any problem or concern with the Post and 
Bid procedure. This request will be honored by the non-requesting,party in the form of a rrieeting 
within thirty (30) days of the request.

C. An employee alleging seniority date errors/disputes and is unable to resolve the problem with 
verbal communication shall submit his/her complaint to the first formal level of review within the 
normal time frames specified in the grievance process.

D. . Errors in favor of the employee will result in the adjustment of the employee’s seniority date. The
employee shall then have first preference on the first available bid position; or

E. The employee has the right to go on a waiting list for the next available slot matching the
... employee’s bid for the watch and RDO.

ARTICLE 21 - MISCELLANEOUS

21.1 Telecommute/Telework Program (Excludes Unit 17)
A. Telework is defined as performing work one or more days per pay period away from the work site 

to which the employee is normally assigned. Such locations must be within a preapproved work 
space and during pre-approved work hours inside the teleworker’s residence, telework centers, or 
other offices of the State, as approved7pursuant to the department’s telework policy and 
guidelines.

B. Where operational considerations permit, a department may establish a telework program. If,the 
telework arrangement conforms to telework criteria established in the department’s telework 
policy and guidelines, no employee’s request for telework shall be unreasonably denied. Upon 
request by the employee, the denial and the reason for denial shall be in writing. Such programs 
shall operate within the policies, procedures, and guidelines established by the 2010 Statewide 
Telework Model Program.

C. Formal written telework or telecommuting policies and programs already adopted by departments 
before the date of this Contract will remain in effect during the term of this Contract. Upon the 
request of the Union, the departments will provide a copy of their formal written telework policy.

D. Departments that desire to establish a telework or telecommuting policy and/or program or 
departments desiring to change an existing policy and/or program shall first notify the Union. 
Within thirty (30) calendar days of the date of such notification, the Union may request to meet

7 and confer over the impact of a telework or telecommuting policy and/or program or change in an 
existing telework or telecommuting policy and/or program. Items of discussion may include 
concerns of layoff as a result of a telecommuting/telework program, performance or productivity 
expectations or standard changes; access to necessary office space in the State work sites on 
non-telecommuting days; and equipment, supplies, phone lines, furniture, etc.

E. Upon written request, no more than once each fiscal year, representatives of the DPA will meet 
with three (3) representatives of SElU Local 1000 to discuss improvements to the 2010 Statewide 
Telework Model Program. Union representatives shall serve without loss of state compensation 
for this meeting.

21.1.17 Telecommute/Telework Program (Unit 17)
A. Where operational considerations permit, a department may establish a telework program. If the 

r telework arrangement conforms to the telework criteria established in the department’s telework
policy and guidelines, no employee’s request for telework shall be unreasonably denied. Upon 
request by the employee, the denial and the reason for denial shall be in writing. Such programs 
shall operate within the policies, procedures, and guidelines established by the 2010 Statewide 
Telework Model Program.

B. Formal written telework or telecommuting policies and programs already adopted by departments 
before the date of this Contract will remain in effect during the term of this Contract. Upon the 
request of the Union, the departments will provide a copy of their formal written telework policy.

C. Departments that desire to establish a telework or telecommuting policy and/or program or 
departments desiring to change ah existing policy and/or program shall first notify the Union. 
Within thirty (30) calendar days of the date of such notification, the Union may request to meet
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and confer over the impact of a telework or telecommuting policy and/or program or change in an 
existing telework or telecommuting policy and/or program.

D. Where operational considerations permit, departments shall consider implementing telework 
opportunities as a recruitment and retention strategy.

21.2 Electronic Monitoring (Excludes Units 1 and 14)
If an employee believes that the State’s use of current or future technology is being used for the 
purpose of harassment he/she may grieve such action under Article 6. ' .

21.2.1 Electronic Monitoring (Unit 1)
A. If an employee believes that the State’s use of current or future technology is being used for the 

purpose of harassment he/she may grieve such action under Article 6:

B. The State shall not use the log on/off time to the computer or electronic access card entry/exit 
times of employees as the sole source of attendance reporting or as the sole reason for disci­
pline.

21.2.14 Electronic Monitoring (Unit 14)
A. If an employee believes that the State’s use of current Or future technology is being used for the 

purpose of, harassment he/she may grieve such action under Article 6.

B. The State shall not use the log on/off time too the computer of electronic access card entry/exit
times of employees as the source of attendance reporting.

21.3 Class A and Class B Commercial Driver’s License (Excludes Unit 17 and 21)
A. Training

Each department, at the request of an employee required to upgrade his/her current driver’s 
license to a Class A or Class B commercial driver’s license and appropriate endorsements will 

, make available to the employee any information prepared by the DMV covering the commercial 
driver’s license examination and any video training programs, relating to the obtaining of a 
Commercial Driver’s License, which become available to the State.

B. Medical Examinations

1. The State agrees to pay the cost of medical examinations for employees required to have 
either a Class A or Class B driver’s license, provided the employees either receive their 
exams from a contractor physician or clinic, or are specifically authorized in advance to 
be examined by their personal physician, and to be reimbursed for the cost upon

. presenting a voucher from the examining physician.
2. The State will pay the cost of a second medical examination and/or referrals by the

examining physician, not to exceed the cost of the first medical examination provided 
that: , , ■ ,. ■

a. The employee fails the first medical examination, or the certification submitted is 
not accepted by DMV; and

. b. A second medical examination.is authorized and conducted; and 
■ ■ c. The second medical certification is,accepted by DMV. The State will not reimburse

the employee for a second medical examination that sustains the results of the 
first. Costs for additional medical reexamination shall be the responsibility of the 
affected employee....

C. Fee Reimbursements

1. Each department will reimburse a permanent employee for filing and examination fees 
N associated with obtaining the appropriate commercial driver’s license and 

endorsement(s) if the employee is: (.1) in a classification that requires the operation of
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equipment which requires either a Class A or Class B CDL and any endorsement(s), or 
(2) the classification designated by the department requires the employee to upgrade 
his/her driver’s license to a Class A and/or Class B CDL and any endorsement(s), or (3) 
in a classification where a Class A and/or Class B CDL is an additional desirable 
qualification, provided:

a. The employee is authorized at least ten (10) workdays in advance by his/her 
supervisor to take the examination;

b. The employee has a valid, current medical certification acceptable to DMV;
c. The employee successfully passes the required examination and is issued the 

license andappropriate endorsement(s).

2. Employees applying for renewal or reinstatement of a license due to an illegal violation 
will not be reimbursed for any costs associated with obtaining a license as required by 
DMV.

3. The State will not pay any additional cost incurred as a result of an employee’s failure to 
pass the written and/or performance test within the opportunities allowed by the original 
application fee.

4. Reimbursement for commercial driver’s license fees will be for that portion of the 
commercial driver’s license fee (including the cost of endorsements) required by the 
appointing power) which exceeds the cost of the regular noncommercial Class C driver’s 
license, provided the employee applies for the required license and any required 
endorsement(s) simultaneously. If an employee fails to take all required extras 
simultaneously, reimbursement will not exceed the cost that would have been incurred 
had the tests been taken simultaneously.

D. Release Time for Class A and/or Class B Commercial Driver’s license and Medical Examination

1. Upon ten (10) work days advance notice to the Department head or designee, the 
department shall provide reasonable time off without loss.of compensation for a 
permanent employee required to take the Class A and/or B commercial driver’s license 
examination and related medical examination(s), provided:

a. The examination is scheduled during the employee’s scheduled work hours; and
b. The examination does not interfere with the operational needs of the department.

2. If the employee’s examination is rescheduled by the examining physician or by DMV, the 
employee shall be granted reasonable release time for the subsequent date, in 
accordance with the requirements specified above:

3. Upon ten (10) workdays advance notice the department will allow the employee.to use a 
State owned or leased vehicle or equipment appropriate for the Class A and/or Class B 
commercial driver’s license examination. It is understood by the parties that use of the 
equipment or vehicle may be delayed for operational reasons.

21.4.1 Call Centers (Unit 1)
A. Definition of a Call Center:

A call center is the central point of contact for an organization and is responsible for providing 
customer service in the forms of information, service requests and problem solving.

B. Training:

Training is essential to the creation and maintenance of an effective Call Center.

1. Training programs for new employees shalLbe pre-defined programs of classroom.and on 
the-job-training. Training shall cover at least: (1) the role of the call center within the
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department; (2) telephone technique; (3) procedures; (4) all subject matters that an 
employee is expected to handle and (5) shall be trained on how to properly escalate 
problem callers (6) and ergonomic training.

2. Prior to new procedures, laws or policies going into effect the department shall provide 
instruction and/or informatidn sufficient for the employee to implement the change(s). 
Refresher training shall be provided at least annually and shall include a classroom 
component to the degree possible.

3. Upon request, upward mobility training and information shall be provided to all call center
employees. : -

4. Procedural guidelines and reference materials addressing common questions, services
' and transactions shall be provided and shallbe readily accessible to all call center

employees. * • 1 / '

C. Ergonomics:

An ergonomically sound environment is essential to the health arid vyelfare of all call center 
employees.

1. Departments shall perform a general ergonomic evaluation of each call center. Each call 
center shall provide notification of the ergonomic evaluation to each employee, along with

^ a copy of an ergonomic evaluation request form, at least two (2) weeks prior to the 
ergonomic evaluation. Supervisors shall give the completed employee ergonomic 
evaluation request forms they receive prior to the evaluation to the ergonomic evaluator 
for review. The ergonomic evaluation shall, if possible, be done in conjunction with the 
ergonomic training described below.

2. Each call center shall provide the Union with a copy of the final ergonomic evaluation 
report within thirty (30) days after the evaluation is performed. Call centers shall 
implement any reasonable and feasible evaluation recommendations within ninety (90) 
days of the completion of the evaluation.

3. Upon the Union’s request, departments shall meet to discuss the ergonomic evaluation 
and recommendations related to call centers.

4. Departments shall provide ergonomic training to all employees assigned to each call 
center. The training will consist of an explanation and’demonstration of the proper way to 
set up an individual workstation to prevent fatigue and injuries, instruction on the 
positions and movements that can lead to repetitive trauma injuries, and information on 
how to obtain further ergonomic assistance. Each year the,training will be given at least 
once.

5. The employee may make a request to his/her supervisor for an ergonomic evaluation at 
any time. The employee shall document the concern and the request for evaluation on a 
form provided by the supervisor. In the event the ergonomic concern is not resolved at 
the supervisor’s level, the supervisor shall send the ergonomic evaluation request form to 
the “Risk Management Department” for evaluation within five (5) working days after non­
resolution of the problem. “Risk Management” shall reply in a reasonable time.

6. Every employee assigned to a call center will also be given access to the booklet, “Safe 
and Healthful Workstation Guide”.

D. Headsets: , ,

Call Centers shall accommodate: reasonable requests for an employee’s choice of headsets.

E. Call Monitoring:

1. Call monitoring shall be used for training and development purposes. Telephone lines 
designated for personal use shall not be monitored. Monitored calls shall not be used for 
discipline purposes unless the,behavior is,of a serious nature. '
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2. Pursuant to the entire agreement clause, a department and the Union shall meet and 
confer over the establishment or modification of monitoring guidelines appropriate to each 
call center, prior to implementation.

3. Employees shall be notified before monitoring of their calls begin. Any employee whose
calls are monitored shall promptly be given a copy of any report generated and feedback 
on every call monitored. !

F. Other
1 . Appropriate call center technology should be applied.
2.19.3(B) of the SEIU Local 1000 Master Contract shall be applied to all call center 

employees.
3. The State shall notify the Union prior to the creation of any new call center and/or the 

selection of any new technology. The State shall endeavor to notify the Union one 
hundred eighty (180) days, but no less than sixty (60) days, prior to implementation of 
automation or technological changes that will result in a significant impact on bargaining 
unit employees.

4. The State shall train ail Call Center managers/supervisors sufficiently so that they can: (1) 
perform the duties of their staff(s); (2) adequately train employees; (3) provide 
constructive criticism on how to more effectively carry out their duties; (4) handle 
escalated calls.

5. These recommendations do not commit the State or any State department to the 
expenditure of unbudgeted funds.

21.4.4 Call Centers (Unit 4)
A. Definition of a Call Center:

A call center is the central point of contact for an organization and is responsible for providing 
customer service in the forms of information, service requests and problem solving.

B. Training:. !

Training is essential to the creation and maintenance of an effective Call Center.

1. Training programs for new employees shall be pre-defined programs of classroom and on
the-job-training. Training shall cover at least: (1) the role of the Call center within the 
department; (2) telephone technique; (3) procedures; (4).ail subject matters that an 
employee is expected to handle and (5) shall be trained on how to properly escalate 
problem callers (6) and ergonomic traiqing. ,

2. Prior to new procedures, laws Or policies going into effect the department shall provide 
instruction and/or information sufficient for the employee to implement the change(s). 
Refresher training shall be provided at least annually and shall include a classroom 
component to the degree possible.

3. Upon request, upward mobility training and information shall be provided to all call center
' employees. ;

4. Procedural guidelines and reference materials addressing common questions, services
. and transactions shall be provided and shall be readily accessible to ail,call center

employees.

C. Ergonomics:

An ergonomically sound environment is essential to the health and welfare of all call center 
employees.

1. Departments shall perform a general ergonomic evaluation of each call center. Each call 
center shall provide notification of the ergonomic evaluation to each employee, along with 
a copy of an ergonomic evaluation request form, at least two (2) weeks.prior to the 
ergonomic evaluation. Supervisors shall give the completed employee ergonomic
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evaluation request forms they receive prior to the evaluation to the ergonomic evaluator 
for review. The ergonomic evaluation shall, if possible, be done in conjunction with the 
ergonomic training described below.

2;-Each,call center shall provide the Union with a copy of the final ergonomic evaluation 
report within thirty (30) days after the evaluation is performed. Call centers shall 
implement any reasonable and feasible evaluation recommendations within ninety (90) 
days of the completion of the evaluation.

3. Upon the Union’s request, departments shall meet to discuss the ergonomic evaluation
. and recommendations related to call centers.
4. Departments shall provide ergonomic training to all employees assigned to each call
, . center. The training will consist of an explanation and demonstration of the proper way to 

set up an individual workstation to prevent fatigue and injuries, instruction on the
. positions and movements that can lead to repetitive trauma injuries, and information on 

how to obtain further ergonomic assistance. Each year the training will be given at least 
once.

5- The employee may make a request to his/her supervisor for an ergonomic evaluation at 
any time. The employee shall document the concern and the request for evaluation on a 
form provided by the supervisor. In the event the ergonomic concern is not resolved at 
the supervisor’s level, the supervisor shall send the ergonomic evaluation request form to 
the “Risk Management Department” for evaluation within five (5) working days after non­
resolution of the problem. “Risk Management” shall reply in a reasonable time.

6. Every employee assigned to a call center will also be given access to the booklet, “Safe 
and Healthful Workstation Guide”.

D. Headsets:

Call Centers shall accommodate reasonable requests for an employee’s choice of headsets.

E. Call Monitoring:

1. Call monitoring shall be used for training and development purposes. Telephone lines 
designated for personal use shall not be monitored. Monitored calls shall not be used for

. discipline purposes unless the behavior is of a serious nature.
2. Pursuant to the entire agreement clause, a department and the Union shall meet and 

confer over the establishment or modification of monitoring guidelines appropriate to each 
call center, prior to implementation.

3. Employees shall be notified before monitoring of their calls begin. Any employee whose 
calls are monitored shall promptly be given a copy of any report generated and feedback 
on every call monitored.

F. . Other .

1 . Appropriate call center technology should be applied.
2.19.3.4 B of the SEIU Local 1000 Master Contract shall be applied to all call center 

employees.
3. The State shall notify the Union prior to the creation of any new call center and/or the 

selection of any new technology. The State shall endeavor to notify the Union one 
hundred eighty (180) days, but no less than sixty (60) days, prior to implementation of 
automation or technological changes that will result in a significant impact on bargaining 
unit employees.

4. The State shall train all Call Center managers/supervisors sufficiently so that they can: (1) 
perform the duties of their staff(s); (2) adequately train employees; (3) provide , 
constructive criticism on how to more effectively carry out their duties; (4) handle

. escalated calls. ,
5. These recommendations do not commit the State or any State department to the 

expenditure of unbudgeted funds.
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21.5.1 Workspace Allocation (Unit 1)
A. Union Participation Matrix

The Union Participation Matrix is to be utilized by the departments in the design of newly 
constructed, leased, remodeled and/or renovated office space. The Union Participation Matrix 
clarifies the Union’s involvement and in what way the Union contributes to the plan development. 
The objective is to ensure that the Union is involved throughout the project, from beginning to 
end, and ensure that management understands the role of the Union. ;

Union Participation Matrix
Site _ 
Selection

Materials 
& Finishes

Furniture Macro Layout and Space 
Plan (restrooms, parking, 
break rooms)

Micro
Layout and 
Space Plan

Union E E ABCD E ABCD
Steering
Committee

B B B B E

Solution
Teams

E ABF A B AB ABCD

Levels of Participation
A - Input establish criteria D - Review and decide
B - Review and influence solutions Er Informed
C - Develop Solutions F - Choice (palette of options)

B. State Space Allowances Standards
' \

State Administrative Manual (SAM) section 1321.14 (Revised 1/23/02)

The RESD is responsible for developing and implementing planning and design standards and 
determining space needs for state owned and leased facilities. The following table delineates the 
maximum space allowances and space types for each job category. The allowances indicate net 
square feet and do not include space for circulation and special requirements outside the 
office/workstation space. These standards are general guidelines and can be modified and 
developed to meet job requirements of individual agencies and their employees.

Once an agency’s design standards and space allocations have been developed and approved 
by RESD, any modifications must be reviewed and approved by RESD.

State Space Allowance Standards Maximum Net Square Feet by Space Type

Job Category
Examples of Typical Job 
Titles

**CF
Private

**CF
Open

**CF
Group

**MSF
Open

**MSF
Group

Executive

Cabinet Secretary, Agency 
Administrator, Board 
Chairperson, Department 
Director, Commissioner

300

Administrator
s

Deputy Director, Assistant 
Director,'Executive 
Secretary, Department/ 
Division Chief, ;
Branch/Office Chief, Board 
Member

200

. )
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Managers

Bureau Chief, Deputy or 
Assistant Chief, section 
Head

150

* ; .
Dept. Administrative
Officer or Fiscal Officer, 
middle managers

150 150. 112

Supervisors*
Supervisor of large unit 
(10 or more)

125 96

Supervisor of small unit (9 
or less), Asst. Unit 
Supervisor, First-line. 
Supervisors

110 96

Attorneys*** Attorney 150 100 100 80 80

Technical
Professionals Architect, Engineer

100 80 80

Working
Professionals

Analyst, Accountant,
Social Service Worker, 
Business Service Officer, 
Correctional Officer,
Referee

100 100 64 64

Clerical
Supervisors* Clerical Supervisor

75 64

Clericals

Account Clerk, Office 
lechnician, Office
Assistant, Stock Clerk

75 60 64 40

*THE NEED FOR PERIODIC PRIVACY AND CONFIDENTIALITY SHOULD BE CONSIDERED 
DUE TO PERSONNEL/LABOR RELATIONS ISSUES THROUGH THE EFFECTIVE WORK' 
STATION LOCATION, CONFIGURATION OR PLACEMENT OF QUIET ROOMS.

t;

** Definition of Terms

CF. Conventional Furniture: Freestanding furniture used to make up a workstation, whether 
in traditional or open office design.

MSF Modular Systems Furniture: System of interconnecting acoustical panels and hang-on 
components used to make up a workstation. Used in open office design.

Private One person, individual, hardwall constructed office for classifications indicated. The 
RESD staff is available to work with agencies to prepare justifications for exceptions to 
these standards.

Open Office design with a minimum of private offices. Emphasizes flexibility of 
reconfiguration, uses MSF or screens and conventional furniture.

Group Hardwall constructed office or MSF workstation with two (2) or more persons sharing the 
working area. Used with compatible work functions.

Throughout the design process, RESD Space Planners shajl work with the client to establish 
allocations of personal and programmatic storage and file space for each employee as 
appropriate to the selected strategies.

*** Applies to Trial Attorneys only, unless justification is submitted to RESD for review and 
approval.
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- C. Alternative Office Strategies

State Administrative Manual (SAM) section 1321.15 (Revised 1/23/02)

, The RESD shall assist agencies/departments in the design of office space through the use of 
appropriate Alternative Officing (AO) methodologies to better utilize existing and proposed space 
and to support employee alternative work schedules. AO strategies are:

Standardized design of workstation area that allows departments to move 
people rather than furniture.
Open workspace arrangement involving workstations with fewer, lower, 
partitions to facilitate communication and collaboration.
Two (2) or more employees sharing a single, assigned workspace either during 
the workday or on different shifts or schedules.
Employees work at home, field office or designated Teleworking Centers one 
to five (5) days a week on either a formal or informal schedule.
A full service office location used by full-time employees living nearby.. 
Non-dedicated, unassigned workspace at an agency/department location 
available to the employee on a first-come first served basis.
Non-dedicated, unassigned workspace at an agency/department location 
reserved by the employee via a designated coordinator, on an as-needed 
basis, i ; ,

21.6.1 Hearst Castle Night Tours (Unit 1)
A. Guides in all categories will be required to work up to a maximum of 12.evening tour shifts per 

fiscal year. Guides will be assigned evening tour shifts based on the current scheduling 
procedures.

B. A volunteer pool will be established and used as follows:

1, Guides will be polled in July of each year as to whether they wish to volunteer beyond the 
maximum 12 evening tour shifts.

2. When needed, Guides who have volunteered will be placed on the schedule based on 
their total monthly hours excluding hours worked in evening tour shifts. The Guide with 
the least number of monthly hours will be scheduled first.

C. If the evening tour shifts cannot be covered by A. and B. above, Guides will be assigned to the 
schedule based on the same seniority guidelines used for preferred day off requests. Except that, 
the Guide with the lowest seniority will be assigned first, second lowest will be assigned second, 
etc.

D. Scheduled shifts that include an evening tour shall not be counted towards monthly hours totaled 
for the purpose of add-ons and call-ins. These hours shall be recorded on the schedule in blue. 
These hours shall be counted towards the maximum yearly hours, not to exceed One 1,500 hours.

E. Guides working an evening tour will not be scheduled for their next shift within 10 hours of their 
ending evening tour shift, unless mutually agreed upon between the supervisor and guide.

F. Additionally, any shift of less than five (5) hours shall not be counted towards monthly hours 
totaled for the purpose of add-ons and call-ins. These hours shall be recorded on the schedule in 
blue.

G. Should the department determine that the above does not meet the needs of the department, the 
department and SEIU Local 1000 mutually agree to meet and confer over the impact of any

• proposed change.

21.7.1 Organizational Development (Unit 1)
No appointing power shall negotiate independently with rank-and-file employees via committee action
any agreement that is in conflict with the terms and conditions established by the provisions of this
Contract.

Universal Plan

Team Space

Shared .
Workspace
Teleworking

Satellite Office 
Free Address

Hoteling
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21.8.1 EDD One-Stops (Unit 1)
The EDD and the DPA shall include these provisions in all MOUs entered into with local One-Stop 
partners: V

A. The local Workforce Investment Board certifies that its One-Stop Centers will recognize and 
comply with applicable labor agreements affecting represented employees located in the Centers. 
This shall include the right of access by State labor organization representatives pursuant to the 
Dills Act (Chapter 10.3 of Division 4, of Title I of the Government Code, commencing with section 
3512).

B. State employees who are located at One-Stop Centers shall remain under the supervision of their 
employing department for the purposes of performance evaluation and other matters concerning 
civil service rights and responsibilities. State employees performing services at One-Stop 
Centers shall retain existing civil service and collective bargaining protections on matters relating 
to employment, including, but not limited to, hiring, promotion, discipline, and grievance 
procedures.

C. If work-related issues arise at One-Stop Centers between State employees and operators or 
supervisors of other partners, the operator or other supervisor shall refer such issues to the State 
employees’ civil service supervisor. The One-Stop Career Center operators and partners shalj 
cooperate in the investigation of the following matters: discrimination under the California Fair 
Employment and Housing Act (Part 2.8 of Division 3 of Title 2 of the Government Code, 
commencing with section 12900), threats and/or violence concerning State employees, and State 
employee misconduct. '
Grievances related to this section can only be processed through Step 3 (DPA) of the grievance 
and arbitration Article of this Contract. 1 ■ '

21.9.1 Business Cards (Unit 1)
A. When the State determines that Unit 1 employees in public contact positions need to be identified 

as State employees, the State shall provide the employee with standard business and/or 
identification cards at no cost to the employee.

B. Business cards and identification cards remain the property of the State and are to be used only 
for official State business. Employees may be required to return such identification cards to the. 
appointing power upon their separation from the State or upon their transfer to another appointing 
power.

21.10.1 Incompatible Activities (Unit 1)
A State officer or employee shall not engage in any employment, activity, or enterprise which is 
clearly inconsistent, incompatible, in conflict with, or inimical to his or her duties as a State officer or 
employee.

Each department shall determine, subject to approval of the DPA, those activities which, for 
employees under its jurisdiction, are inconsistent, incompatible or in conflict with their duties as State 
officers or employees. Activities and enterprises deemed to fall in these categories shall include, but 
not be limited to, all of the following:

A. Using the prestige or influence of the State or the appointing authority for the officer’s or 
employee’s private gain or advantage or the private gain of another.

B. Using State time, facilities, equipment, or supplies for private gain or advantage.
C. Using, or having access to, confidential information available by virtue of State employment for 

private gain or advantage or providing confidential information to persons to whom issuance Of 
this information has not been authorized.

D. Receiving or accepting money or any other consideration from anyone other than the State for the 
performance of his/her duties as a State officer or employee.

E. Performance of an act in other than his/her capacity as the State officer or employee knowing that 
the act may later be subject, directly or indirectly, to the control, inspection, review, audit or 
enforcement by the officer or employee.
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F. Receiving or accepting, directly or indirectly, any gift, including money, or any service, gratuity, 
favor, entertainment, hospitality, loan, or any other thing of value from anyone who.is doing or is 
seeking to do business of any kind with the officer’s or employee’s appointing authority or whose 
activities are regulated, or controlled by the appointing authority under circumstances from which it 
reasonably could be substantiated that the gift was intended to influence the officer or employee 
in his or her official duties or was intended as a reward for any official actions performed by the 
officer or employee consistent with the DPA guidelines (Reference Code 85-05).

G. Subject to any other laws, rules, or regulations as pertain thereto; not devoting his/her full-time, 
attention, and efforts to his or her State office or employment during his/her hours of duty as a 
State officer or employee. When an appointing power, determines there is a need to establish a 
new incompatible activity statement or add to or alter an existing incompatible activity statement, 
the Union will be notified and given an opportunity to meet on the proposed incompatible activity 
statement with the appointing power. An employee may request that the appointing power grant 
an exception to the prohibitions on outside employment contained in the applicable incompatible 
activity statement. If the exception is denied, it shall be reviewed, upon request by the employee, 
by a committee composed of two (2) representatives of the appointing power and two (2)1 
representatives of the Union. The committee will issue a recommendation within fifteen (15) 
calendar days to the department head or designee for decision. The department head of 
designee shall issue a written final decision within fifteen (15) calendar days.

21.11.3 Class Size (Unit 3)
A. It is the policy of the State that the educational needs of its students are of primary importance 

taking into consideration needs of the staff, available facilities, equipment, financial resources and 
other operational needs. In adhering to this policy, the State agrees to meet and confer with the 
Union over the impact of management proposed changes to existing class size criteria. It is 
recognized that final class size determinations shall be within the authority arid discretiori of 
management.

B. The Union may request from the CDCR, Adult an exemption from the existing class size to the 
superintendent or designee. The effected department shall,, within twenty (20) calendar days, 
either grant or deny the requested exemption and inform the Union and the affected teacher in 
writing of the department’s decision. The parties may agree to mutually extend the twenty (20) 
calendar day time frame. If the request for class size exemption is denied by the Warden, the 
Union may appeal to the next level of authority for reyiew.

C. The exemption review process shall consider, but not be limited to, the following:

1. Opefptional/Program needs
2. Physical space
3. Safety of the staff, inmates onwards
4. Diagnosed psychological, physiological and learning characteristics of the students

D. The Union may request from the CDCR, Department of Juvenile Justice (DJJ) an exemption from
existing class size to the Superintendent or designee pursuant to the department’s class size 
exemption policy. ■

E. Upon request of the Union; the CDCR, Adult will provide available class attendance statistics for 
the Union’s review such as the number of teachers with actual classroom assignments by facility 
and the monthly education report.

F. The CDCR shall provide a copy of their departmental class size exemption policy to Unit 3 
teachers and the Union within four (4) months after the ratification of the Contract by the Union 
and the Legislature, whichever is later. In addition, the CDCR shall provide a copy to newly hired 
teachers as part of their new employee orientation.

G. Class size criteria established by department policy may only be grieved to the second step of the 
grievance process!

21.12.3 Student Discipline (Unit 3)
A. Upon request of the Union, the State agrees to consult with the Union representatives on the 

development of a written student discipline program.
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B. Teachers may recommend either temporary or permanent removal of a student when in his/her 
professional judgment the teacher believes a student’s behavior is interfering with the learning of 
others or when a teacher/instructor or; other students are being threatened; however, the State 
employer retains the authority to remove or suspend a student from the classroom.

21.13.3 Student Class Assignment (Unit 3)
A. It is the common goal of management and the Union that students attending State dasses.be 

assigned to appropriate classes. To facilitate this goal, upon the request of the Union toa 
Department’s Labor Relation Officer, the Union and the Department shall establish an advisory 
committee in that department to.develop and periodically review student class assignment 
procedures withie ninety (90) days of ratification of this Contract. These committees shall,have 
equal numbers of Union and management members.

B. The assignment procedure shall include the decision-making process and the positiori(s) 
responsible for classroom assignments and review of assignments.

C. Students shall be assigned according to the established policies. When a teacher believes a
student is,inappropriately assigned the assignment will be referred to the position designated in 
the policy for review and appropriate assignment. ^

D. Final,Class assignment procedures, as well as individual student assignments, shall be within the 
authority and discretion of management. ,

21.14.3 Non-lnstructional/Teacher Preparation Time (Unit 3)
During a teacher’s workday, there shall be scheduled non-instructional periods for purposes of 
teacher preparation and for performance of other job duties.

Teacher, preparation is work time to be used for the purpose of supporting classroom instruction 
at a level consistent with the diversity of student needs and changing program demands. 
Management may grant additional preparation time to an individual teacher when management 
has made a major change in the teacher’s assignment or when,another need for additional 
preparation time arises.

Although it is not the intent of the State to, unnecessarily infringe upon teacher’s preparation time, 
it is recognized by both parties that it,may be appropriate for teachers to be assigned other duties 
during this time. . '

Job duties not directly in support of classroom instruction will be scheduled, to the extent possible, 
with reasonable prior notice, taking into consideration teacher workload and operational needs.

21.15.3 Off-Site Teacher Preparation Time (Unit 3)
Consistent with the provisions of section,19.1 (Hours of Work), employees in Unit 3 teaching classes 
may schedule their instructional preparation time off-site, provided the time scheduled is during non- 
student contact time as determined by management:

21.16.3 Professional Responsibility (Unit 3)
A. It is the State’s policy to allow Unit 3 employees the exercise of professional judgment in their 

. work recognizing, nonetheless, that ultimate responsibility for determining work methods and
selecting methodologies, curricula, etc., rests with Management.

B. Recognizing the professional status of Unit 3 teachers and librarians, any portion of.a 
performance evaluation concerning professional practice shall be prepared, whenever

r possible, by a credentialed supervisor or administrator.

21.16.21 Professional. Responsibility (Unit 21)
A. It is the State’s policy to allow Unit 21 employees the exercise of professional judgment in their 

work including work methods, objectives, and hours.
B. Unit 21 employees shall exercise their professional judgment in their work; including scheduling of 

work hours arid locations consistent with the fulfillment of professional responsibilities.
C. Both parties recognize that ultimate responsibility rests with management.
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211.7.3 Recognition of Authorship (Unit 3)
The State employer shall recognize authorship.of Unit 3 civil service and exempt employees involved 
ih the writing of publications by identifying principal contributors in the title page, if any, of said 
publications, In the event of disputes involving the identity of principal contributors to State 
publications, the department head shall resolve such disputes. Articles or manuscripts, written under 
State auspices; shall give recognition of principal authorship oh the title page, if any..

21.17.21 Recognition of Authorship (Unit 21)
The State employer shall recognize authorship of Unit 21 civil service employees involved in the 

. writing of publications and preparation of electronic media presentations by. identifying principal 
contributors and/or authors in said publications and presentations. In the event of disputes involving 
the identity of principal contributors or principal authorship, the department head or designee shall 
resolve such disputes.

Employees may request their name not be cited within the publication.

21.18.11 Drug and Alcohol Testing (Unit 11)
A, Commercial Drivers’License Holders

1. Unit 11 employees whose job assignment requires them to have a commercial drivers’ 
license are subject to drug and alcohol testing as defined in 49 CFR 382, etal.

2. Employees who operate commercial vehicles seasonally as part of their required job duties 
for their employer may elect to deactivate their commercial driver status and remove 
themselves from the random testing pool by providing notice in writing to their employer at 
the end of each season of operating a commercial vehicle. Employees not electing to

. deactivate their commercial driver status for their employer will be deemed to continue to 
be available to operate a commercial vehicle for their employer and will remain subject to 
drug and alcohol testing under 49 CFR 382 et al and 49 CFR 40 et al. Employees who 
have received notice for a drug and alcohol test that was mailed or given to the employee 
prior to their employer’s receipt of the employee’s request to deactivate from commercial 
driver status must complete all such outstanding random tests.

3. The Union and the State jointly encourage unit employees to seek counseling and
; treatment when appropriate for substance and alcohol abuse issues. Accordingly, an

eniplpyee whose job duties do not require the employee to possess a CDL, and who 
requests to deactivate his/her CDL status and voluntarily utilizes the resources available to 
him/her in evaluating and resolving problems associated with the misuse of alcohol and the 
use of controlled substances, shall not be required to complete any outstanding random 
tests nor shall the employee be disciplined for exercising his/her rights under this section.

£3. Class C Drivers’License Holders
Employees who operate State equipment requiring a Class C driver’s license are subject to 
reasonable suspicion drug and alcohol testing while on duty. Such testing will conform to the 
requirements and procedures of DPA rules 599.960,, 599.962, 599.964, 599.965, and 599.966; 49 
Code of Federal Regulations (CFR) Part 40, et al; and 49CFR Part 382, et aL Whenever the 
State’s rules are broader or are in direct conflict between State and Federal regulations, the 
State’s rules shall prevail. .

C. Miscellaneous Provisions Applying To CDL And Class C Drivers’ License Holders

1. Notwithstanding section 5.10(b), the State shall only test for amphetamines and 
methamphetamihes, cocaine, marijuana/cannabinoids (THC), opiates (narcotics), 
phencyclidine (PGP) and alcohol and shall use the cut-off levels for determining positive 
test results contained in 49 CFR 40 et al, and 49 CFR 382 et al.

2. The State reserves full discretion to dismiss an employee for a first positive drug or alcohol 
test or for refusing to test. Employees so dismissed, except those on probation, shall have

:■ an opportunity,to stipulate to a last-chance agreement. This opportunity may not extend to
cases in which the employee has a past adverse action history or in which the positive test
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or refusal to test occurs in conjunction with a serious offense which in itself would result in 
dismissal. Serious offenses include but are not limited to workplace violence, acts that 
result in personal injury, acts that result in significant property damage, etc. ;

3. Last chance agreements shall include a provision which requires an employee’s evaluation 
by a substance abuse professional as referenced in 49'CFR 382.605 and follow-up testing 
after returning to duty. The State will pay for the substance abuse professional’s 
evaluation and counseling by the same substance abuse professional when it is obtained 
through a State contract provider. While participating in rehabilitation as recommended by 
the substance abuse professional and with prior approval of the employer, employees may 
use accrued sick leave, vacation, annual leave, compensatory time off, or other accrued 
paid leave. Employees who have insufficient leave credits may use unpaid leave for the 
duration of this rehabilitation period.

4. At the employee’s request, the State shall send the second portion of the split urine ‘ 
specimen (Sample B) to another certified drug testing laboratory of the employee’s choice, 
and the state shall pay for the test when the test of Sample B fails to confirm the test of 
Sample A.

5. Employees who appeal a drug or alcohol-related adverse action or reject on probation to 
the SPB shall automatically be deemed to have withdrawn with prejudice any related 
grievance filed pursuant to Article 6 of this Contract and shall have no right to file any 
additional grievances related to the adverse action or rejection on probation. A grievance 
filed pursuant to this article shall be filed with the department head or his/her designee 
within thirty (30) days after the Skelley Officer’s decision. In the event the grievance is 
denied and not settled by the parties within ten (TO) working days from the date of its filing, 
the union may invoke the procedures in Article 6 to select an arbitrator. Adverse actions or

i rejections on probation rtiay be arbitrated only after the grievant signs an express waiver of 
all rights to appeal the action or rejection to the SPB. In arbitrations' involving adverse 
actions, the arbitrator shall determine if just cause exists and, if not, the appropriate 
remedy. Grievants arbitrating a rejection on probation shall have the burden of going 
forward and the burden of proof.

21.19.17 Nursing Policy and Procedures Manual (Unit 17)
Within the Departments of Education and Veteran's Affairs, Department of Corrections and 
Rehabilitation, Mental Health, and Developmental Services, each department will establish Nursing 
Policy and Procedures Manual(s), which shall include, but not be limited to, provisions on doctors , 
orders, validated standard medication procedures, medical protocol, and record keeping. This 
provision applies only to those work areas where hands-on-care is provided. A manual shall be 
provided at each facility where hands-on care is provided and such manual(s) shall be freely 
accessible to Unit 17 employees.

21.20.17 Labor/Management Committee-Nurse Utilization (Unit 17)
A. Any department with Unit 17 employees shall upon request by Unit 17 establish a joint 

labor/management committee to review the current utilization and scope of practice of registered 
nurses. The committee shall review applicable Federal and State regulations for the purpose of 
developing recommendations regarding organizational, regulatory and legislative actions 
necessary to assure the full participation of registered nurses in the department's treatment 
programs. The committee shall consist of no less than two (2) representatives from Unit 17 and 
no less than three (3) representatives from department management. Employees shall suffer no 
loss of compensation as a result of participation in the labor/management committee meetings. 
Each party shall be responsible for the expenses of their participants. The parties shall meet and 
confer prior to implementing any recommendations pertaining to issues within the scope of 
practice. Management shall invite subject matter experts to speak on specific itepis.

B. For facility issues, a subcommittee of the labor/managelnent committee may be convened at each 
facility identified by Unit 17. For purposes of the subcommittee, in lieu of the statewide 
labor/management committee Unit 17 representatives, the Union may appoint two (2) facility 
representatives to participate. Subcommittee issues may include, but are hot limited to, 
housekeeping duties, janitorial duties, in-service training and Professional Practice Groups.
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21.21.17 Contract Violation Waiver (Unit 17)
Waiver of any violation of this Contract, or failure to enforce any of the terms shall not constitute a 
waiver of the right to future enforcement of any of the terms.

21.22.17 Licensure (Unit 17)
The State of California requires that registered nurses, as health care providers, will be currently 
licensed.

The State and the registered nurses it employs are committed to the highest levels of patient care in 
terms of the patient’s health and safety. Accordingly, the parties agree that the registered nurse shall 
not practice, nor shall the registered nurse be required to practice, in any manner, which places the 
registered nurse’s license in jeopardy.

This section is not arbitrable; however, it may be grieved to the thjrd (DPA) level.

21.22.20 Licensure/Certification (Unit 20)
A. The State and the Union recognize there are various licenses and certifications held by the 

employees. Accordingly, the parties agree that employees shall not practice, nor shall they 
be required to practice, in any manner which places their license/certification in jeopardy.

B. This section is not arbitrable; however, it may be grieved to the third (DPA) level.

21.23.17 Recruitment and Retention Committee (Unit 17)
The State and the Union recognize the immediate need to retain existing Registered Nurses and 
recruit and retain additional Registered Nurses. For this purpose, the State and the Union shall agree 
to utilize the existing Labor/Management Committee format identified in 
section 5.10 of this Agreement.

Upon request by the Union, the State agrees to convene meetings with the Union for the express 
agenda to examine the recruitment and retention of Registered Nurses. For purpose of these 
meetings, held on a department-wide basis, the Union shall be allowed three (3) rank-and-file 
participants who shall be appointed by the Union and serve without loss of compensation. Union staff 
may participate in these meetings. Written reports of recommendations Shall be submitted to the 
respective department director (or designee) with a copy to DPA and the Union.

The goals of the meetings may include, but are not limited to:

1. Identify work sites and divisions where there exists retention and recruitment difficulties 
for Registered Nurses;

2. Devise strategies and plans for resolving identified recruitment and retention problems, 
including but not limited to, the development or improvement of recruitment and 
retention programs;

3. Review may include but not be limited to: preceptorship, participation at job fairs, 
college presentations, new graduate programs, and re-entry programs;

. 4. Formulate recommendations for improving Registered Nurse recruitment and retention 
including methods and procedures to help resolve weekend and holiday-time staffing 
issues and avoid the need for overtime work;

5. Make recommendations for the improvement of staff morale and the enhancement of 
professional recognition of Registered Nurses.

21.24.21 Job Related Conferences and Conventions (Unit 21)
The State and the Union recognize that certain benefits accrue to the State and Unit 21 employees 
through participation in job-related conferences and conventions. The State, working within the 
framework of budgetary and workload constraints, will support such activities as are of value to the 
State.
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21.25.3 Work Assignment Notification (Unit 3)
Management of the CDCR shall make a reasonable effort to inform its teachers of their next year’s 
work assignment prior to the end of the Academic Calendar. If any change in assignment becomes 
necessary, the Department will endeavor to notify the affected teachers as soon as possible.

ARTICLE 22 - STATE SPECIAL SCHOOLS

22.1.3 Discipline and Discharge - Special Schools (Unit 3)
A. Purpose

The purpose of this article is to provide a prompt and efficient procedure for the imposition of 
.discipline and discharge.

B. Applicability

1. this Article shall pnly apply to permanent tenure and pre-tenure exempt employees 
(hereafter employee) of the CDE, Special Schools.

2. Appealable disciplinary action is defined as dismissal, demotion, or suspension without
; pay fpr more than fifteen (15) calendar days or jts equivalent as a reduction in pay.
3. This article shall not apply to, the decisions to grant or deny tenure.

C. Discipline Procedure

1. Discipline shall only be imposed for cause. “For cause” means a legitimate non-
.. . arbitrary reason for dismissal, demotion, suspension withoutpay, or reduction in pay 

. as defined by B (2) above.
2. The parties recognize that situations, arise where circumstances necessitate the 

immediate removal of the person from the work area for reasons related to the safety 
of persons or property, disruption of program or operations, or investigation for any 
disciplinary action or commission of a crime. The appointing power may place an 
employee on a leave of absence with or without pay for a period not to exceed sixty 
(60) days in circumstances described above.

If discipline is not taken on or before the date such leave is terminated, the leave shall 
be with pay. If disciplinary action is taken on or before the date such leave is 
terminated, the disciplinary action may be taken retroactive to any date on or after the 
date the employee was placed on leave. Notwithstanding any other section of this 
article, disciplinary actions under such circumstances shall be valid if written notice is 

; served upon the employee not later than seven (7) calendar days after the empjoyee 
is notified of the disciplinary action. _• - •

3. The department head or designee shall initiate any disciplinary action as specified in 
this article by written notice of disciplinary action served in person or served by certified 
mail, return receipt requested, to the employee’s,last known address as listed in the 
employee’s official personnel file. The notice of disciplinary action shall include:

a. A statement of the nature of the disciplinary action;
b. The effective date Of the disciplinary action; ^
c. A statement in ordinary and concise language of the acts or omissions upon which 

the disciplinary action is based; ,
d. A statement advising the employee of the right to answer the notice orally or in 

writing;
e. A statement advising the employee of the time within which an appeal must be 

. filed; and ■
L A statement advising the employee of his/her right to a representative of his/her 

choice.

4. At least seven (7) calendar days prior to the effective date of any disciplinary action as 
defined in C(3) above, and at the request of the employee, the department head or 
designee and the affected employee and his/her representative, if any, shall meet to
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review the notice of pending disciplinary action. The employee may respond orally or 
in writing. A written response shall be directed to the department head or designee 
within seven (7) calendar days of the meeting or within ten (10) calendar days if no 
meeting is held. Based on the review of the pending disciplinary action and the 
employee’s response, if any, the department head or designee shall provide written 
notice to the employee within twenty (20) calendar days of his/her decision to rescind, 
modify or affirm the disciplinary action.

D. Disciplinary Action Appeal Process
No later than twenty (20) calendar days after receipt of the notification to impose disciplinary 
action, an employee may appeal the disciplinary action to the SPB. A hearing shall be conducted 
by an SPB hearing officer. The hearing shall be conducted in accordance with existing law as set 
forth in Title II of the California Administrative Code. The proposed decision of the SPB hearing 
officer shall be subject to review by the SPB, which shall render a final and binding decision.

E. Right to Representation
When an appointing power’s representative has a conference with an employee where at the time 

' " the meeting is convened, the employee is the focus of a possible disciplinary action, the
employee is entitled, upon request, to a representative of his/her choice. Non-availability of the 
representative for more than two (2) workdays shall not delay the conference. However, this right 
shall not extend to routine business communications such as, but not limited to, performance 
evaluations, training, job audits, counseling sessions or work related instructions.

22.2.3 Academic Year - Special Schools (Unit 3)
A. In the State School for the Blind, Fremont, and in the State Schools for the Deaf, Riverside and 

Fremont, the academic calendar means the period which the Director of Special Schools shall 
designate beginning in any fiscal year with the first day upon which the exempt staff are required 
to be present for duty and ending in the following calendar year with the last day the exempt staff 
are required to be present for duty. The academic calendar for exempt staff in the classification of 
Teacher shall be one hundred eighty-four (184) workdays, of which' up to one hundred seventy-six 
(176) shall be student contact days. The academic calendar for exempt staff in the classification 
of Teacher Specialist shall be one hundred ninety-four (194) workdays.

B. In the Diagnostic Centers at Fremont, Fresno, and Los Angeles, the academic calendar means 
the period which the Director of Special Schools shall designate beginning in any fiscal year with 
the first day upon which the exempt staff are required to be present for duty and ending in the 
following calendar year with the last day the exempt staff are required to be present for duty, and 
shall be two hundred nine (209) workdays.

C. The Superintendent of a State Special School shall obtain input from exempt staff during the
development of the proposed academic calendar. In addition' if a Special School proposes to 
change the number of in-service training days from the prior academic year, the special school 
shall notify the teachers and obtain input. '

D. During the term of this Contract, the Director of State Special Schools hereby agrees that he/she 
will provide the Union with copies of proposed academic calendars for each of the Special 
Schools for the following academic year by April 15. If the Union wishes to meet and confer 
relative to these calendars, it must request to do so. If a request to meet and confer is made and 
agreement on the calendar is not reached within thirty (30) days from the date of notice to the 
Union, the Director shall be free to implement the calendar or calendars unilaterally: In the event 
of an emergency or of events beyond the control of the Director, the State Special School shall be 
free to make such change in any or all of the academic calendars for the Special Schools as are 
required by operational necessity.

E. Within thirty (30) calendar days of the adoption of an academic calendar, the State Special School 
shall provide a copy of the academic calendar to exempt Special School employees.

F. Time limits established in subsection D and E above can be extended by mutual agreement of 
both parties.

22.3.3 Work Assignment Notification - Special Schools (Unit 3)
Management of the CDE Special Schools shall make a reasonable effort to inform its teachers of their
next year’s work assignment prior to the end of the spring semester. If any change in assignment
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becomes necessary, the CDE will endeavor to notify the affected teachers as soon as possible.
Where changes are made, the employee will be provided a written explanation of the need for such
change. • r-: ■. ■ ■ /

22.4.3 Personal Leave Days - Special Schools (Unit 3)
A. Upon completion of six (6) pay periods, employees shall be eligible for up to two (2) personal 

days which may be used during the academic year or extended school-year.,
B. Personal leave days may be approved for use during the school year or extended school year. A 

personal leave day may be disapproved if the Operating needs of the school prevent such leave.
C. - The Superintendent or designee may require an employee to provide five (5) working days

advance notice before taking his or her personal leave day. A personal leave day may be granted 
with less than five (5) working days notice. . -

D. A maximum of two-(2) personal leave days may be carried over from one school year to the next. 
An employee may carry no more than four (4) personal leave days at any given time.

E. Employees who have hot used their personal leave days upon termination of .employment or 
retirement will receive cash payment.

F. Employees may transfer personal leave days in accordance with the provision of Article 3 and thO 
other provisions contained in Article 22.

22.5.3 Extra Duty Assignment - Special Schools (Unit 3)
A. Exempt teachers as the Special Schools of the Department of Education in Unit 3 may be 

required to serve in extracurricular supervisory or advisory assignments at athletic evehts, 
dances,; plays, and other after school and evening school-sponsored events for the benefit of 
students, the curriculum, and job effectiveness with no additional compensation.

. u 1. The school,superintendent or designee(s) wjll endeavor to equitably'assign the above 
activities according to the needs of the school.

2. A listing of anticipated activities and the number of people required to cover the activities 
will be distributed to the faculty no later than the beginning of the school year. ,

3. The listing of activities and the number of people required for each activity will be updated 
as soon as possible to reflect any changes that may occur during the school year.

4. Teachers will be assigned to activities according to their stated preferences, whenever
possible. : , • , „■

B. Exempt Special School teachers of the Department of Education who are required to perform
coaching duties in athletic or drama events or the yearbook will receive a coaching differential in 
accordance with the, schedule listed on in Side Letter 7.3; The coaching differential shall be 
subject to.the following conditions: , -

1. The school superintendent or designee(s) shall select the coaches and the maximum 
number of head coaches and assistant cqaches receiving the coaching differential;

2. A coaching assignment may be terminated at any time by the school superintendent or
designee; •

. , 3. The coaching differential shall be paid to the exempt teachers at the conclusion of the
coaching activity;

, 4. Exempt teachers who are assigned coaching duty and perform.for less than an entire 
season, shall receive the coaching differential,on a pro rata basis;

5. Special School exempt teachers who receive .the coaching differential are not entitled to
overtime, or any other premium pay; ^

6. Coaching position vacancies will be advertised. - .

C. Nothing in this section shall prevent any school employee from volunteering their services.
D. This section shall not be considered “compensation” for purposes of retirement. .

22.6.3 Tenure-Special Schools (Unit 3) „
A. Definitions .
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1: The designation of classes of members of the teaching staff of a Special School 
established by section 17604 applies to this article.

2. “Tenure” is the right, under the provisions of this article, of an employee to continue full­
time employment as a teacher at a particular special school, subject to resignation, 
dismissal, suspension, or other disciplinary action for cause. A Teacher, Specialist, may 
acquire tenure only as a teacher.

3. A “pre-tenured employee” is a school term employee at a particular special school who 
does not have tenure.

4. A “tenured employee” is a person who has tenure.
5. “Fulltime service” means fulltime service as one of the following: .

a. A school term employee for ninety percent (90%) of the teacher work days in one 
school term applicable to the employee.

b. A Teacher, Specialist, for ninety percent (90%) of the work days applicable to
him/her in one fiscal year. J

B. Acquisition of Tenure
Tenure is acquired by meeting all of the requirements specified in any one of the following 
subsections:

1. Full-time service as a pre-tenured employee at one special school in one or more classes 
of employees for three (3) successive school terms or fiscal year, as applicable; and 
commencement of service Upon reappointment for full-time service at that school for the 
next school term or fiscal year, as applicable. The tenure is in that school.

2. Voluntary transfer, including transfer in lieu of layoff, of a tenured employee at one special 
school to another.special school for the Same type'of student; full-time service for one 
school term, or fiscal year, as applicable, immediately following the transfer, in the special 
school to which the employee so transferred; and commencement of service upon 
reappointment for full-time service at that school for the next school term or fiscal year, as 
applicable. At the date of commencement.of service for the second school term, or fiscal 
year as applicable, at that school, the transferee shall lose tenure at the school from 
which he/she transferred and shall have tenure at the school to which he/she transferred.

3. Transfer of a pre-tenured employee from a special school to a newly established special 
school for the same type of student; rendition of full-time service for three (3) successive 
school terms or fiscal years, as applicable, at either or both of such schools, and 
commencement of service under appointment for full time service at the newly 
established school for the next school term or fiscal year, as applicable. At the date of 
such commencement of service, the transferee shall lose all rights toward tenure at the 
school from which he/she transferred and shall have all such rights at the school to which 
he/she transferred.

4. Full-time service in a special school by a pre-tenure employee for at least one school 
term or fiscal year, as applicable; transfer to an existing special school and rendition for 
full-time service therein for two (2) successive school terms or fiscal years, as applicable; 
and commencement of service therein under a reappointment for full-time service at that 
school for the next school term or fiscal year, is applicable. At the date of 
commencement of service under such reappointment, the transferee shall lose all rights 
toward tenure and shall have tenure in the school to which he/she transferred.

5. A pre-tenured employee’s probationary period may be extended by the superintendent for 
at least an additional year when the pre-tenured employee is absent from work for a 
semester or more when the pre-tenured employee is unable to obtain an appropriate 
special education credential within the three (3i) year pre-tenured period. •

C. Reappointment and Notice of Intention Not to Reappoint ■
A pre-tenured employee shall be deemed to be reappointed for the school term or fiscal year, as 
applicable, succeeding the school term or fiscal year in which he/she is serving, unless by March 
15, the superintendent of the school gives him/her notice that he/she will not be appointed. The
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notice shall be in writing, signed by the superintendent of the school, and given in either of the 
following ways:

1. Mailed, by certified mail, return receipt requested, to the employee at his/her last known 
address as listed in the employee’s official personnel file.

2. Delivered to the employee in person and his/her written receipt of the notice secured. If 
the employee refuses to sign the receipt of notice, an affidavit of service made by the 
person delivering the notice and filed with the superintendent of the school shall be 
deemed the equivalent of acknowledgement of receipt of notice. Notwithstanding any 
provision of this section to the contrary, no person shall be deemed to be appointed or to

, have been awarded tenure because notice is not given or received by the time or in the
^ manner prescribed in this section. Should it occur that no notice is received by the times 

prescribed in this section, it is the duty of the employee concerned to take inquiry to 
determine the ultimate decision of the school.

D. Evaluation of Pre-Tenured Employee ^
An exempt employee.denied tenure may grieve the denial through the third step of the grievance 
procedure which shall be the final step of appeal.

22.7.3 Enhanced Industrial Disability Leave (EIDL) State Special Schools (Unit 3)
A. An employee who loses the ability to work for more than twenty-two (22) workdays as the result of 

an injury incurred in the official performance of his/her duties may be eligible for financial 
augmentation to the existing IDL benefits. Such injury must have been directly and specifically 
caused by a student.

B. The EIDL benefits will be equivalent to the injured employee’s net take home salary on the date of 
occurrence of the injury. EIDL eligibility and benefits may continue for no longer than one year 
after the date of occurrence of injury. For the purposes of this section, “net salary” is defined as 
the amount of salary received after Federal income tax, State income tax, and the employee’s 
retirement contribution have been deducted from the employee’s gross salary. The EIDL benefit 
will continue to be subject to miscellanepus payroll deductions.

C. EIDL will apply only to serious physical injuries and any complications directly related medically 
and-attributable to the assault, as determined by the department director or designee. This 
benefit shall not be applied to either presumptive, stress-related disabilities, or physical disability 
having mental origin.

D. The final decision as to whether an employee is eligible for, or continues to be eligible for EIDL 
shall rest with the department director or designee. The department may periodically review the 
employee’s condition by any means necessary to determine an employee’s continued eligibility 
for EIDL.

E. Other existing rules regarding the administration if IDL will be followed in the administration of 
EIDL.

F; This section relating to EIDL will not be subject to the arbitration procedure of this Contract.

22.8.3 Special Schools (Unit 3)
A. Effective within thirty (30) days of ratification of this Agreement by both parties, the CDE shall 

establish a Family Crisis.Leave Bank for Bargaining Unit 3 employees at the State Special 
Schools and Diagnostic Centers.

B. The Bank shall consist of sick leave credits donated by Unit 3 employees at the State Special 
Schools and Diagnostic Centers. An employee may donate'one accrued day of sick leave 
between September 1 .and September 15 of each fiscal year, provided that the employee retains 
a minimum of twenty (20) accrued days of sick leave after donating. Donations shall be made on 
a form to be supplied by the CDE, signed, by the donating employee, and verified by the CDE. An 
exception to this, section B shall be made as follows:

1. Unit 3 employees at the State Special Schools and Diagnostic Centers shall be allowed to 
donate during the thirty (30) day period following ratification of this Agreement in order to 
establish the Bank. In the everit that an official application form may not be available 
during this specific thirty (30) day period, the CDE shall accept a written document from a
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prospective donor that includes the donor’s printed name, signature, date, work location,
, classification, social security number, and permission to deduct one day of sick leave 
from the employee’s accrued sick leave balance:

C. Once the Bank is exhausted, no more leave credits shall be,added to the Bank until the donation 
period in the following fiscal year.

D. If the Bank is not exhausted, by June 30 in a'fiscal year, any remaining donated days of sick leave 
shall remain in the Bank and any balance will be carried ovdr into succeeding years and shall not 
be returned to the donors.

E. For every day of sick leave donated to the bank, one day of sick leave will be created in the Bank 
and be subject to withdrawal by Bargaining Unit 3 employees at the State Special Schools and 
Diagnostic Centers.

F. In order to be eligible to withdraw leave credits from this Bank, the employee mUst face financial 
hardship due to an injury or prolonged illness dr the injury or prolonged illness of an eligible family 
member. Pregnancy; childbirth, and baby bonding are not considered an injury or illness. Eligible 
family members are defined as: the employee’s spouse, child,’ parent, domestic partner (as 
defined in accordance with Family Code section 297), brother; sister, spouse’s or domestic 
partner’s parent, or other person residing in the immediate household. '

G. Requests for Bank withdrawals shall be limited to three (3) days of leave credits per application. 
Employees may submit more than one application per injury/prolonged illness. Applications for

. withdrawal of leave credits from the Bank shall be made on a form supplied by the CDE, and shall 
be signed by the requesting employee. If the employee is medically incapacitated, the CDE shall 
have the discretion to accept an application from another person applying on behalf of the 
employee. An original physician’s verification describing the nature of the illness or injury and the 
estimated duration of the illness or injury must be attached to the application.

H. By September 30 of each fiscal year, the CDE shail notify in writing the Bargaining Unit 3
Negotiations Committee Chairperson of the amount of leave credits,in the Bank that were not 
used by employees in the prior fiscal year, the amount of leave credits established in the Bank for 
the current fiscal year, and amount, if any, withdrawn between September 15 of the current fiscal 
year and the date of the notification. ■ ■

I. This article is not applicable to substitute teachers:
J. Grievances containing this article Can not be appealed beyond the CDE level
K. The department will create four (4) Family Crisis Leave Banks 

CSBF (California School for the Blind in Fremont)
CSDF (California School for the Deaf in Fremont)
CSDR (California School for the Deaf in Riverside)
Diagnostic Centers; North, South and Central

22.9.3 Salary Schedule (State Special Schools and Diagnostic Centers )(Unit 3)
Each state special school and diagnostic center shall adopt and cause to be-printed and made 
available to each certified employee a schedule of salaries to be paid. The salary schedule will be 
made available at the beginning of each school year or at the time of hire.

ARTICLE 23 - CALIFORNIA DEPARTMENT OF CORRECTIONS AND REHABILITATION (CDCR),
DIVISION OF JUVENILE JUSTICE (DJJ) (Unit 3) I

23.1.3 Purpose (Unit 3)
On March 10, 2006, the parties concluded negotiations mandated by the Alameda Superior Court, in 
the Margaret Farrell versus Waiter Allen III, Director California Youth Authority, No. RG03079344.
The results of these negotiations are reflected in Article 23 of the 06-08 Memorandum of 
Understanding (MOU). The terms and conditions applicable for that time period are set forth fully 
therein. Any alteration of any terms prospectively is not intended to impact or change the bargaining 
history or negotiations resulting in the 2006-2008 MOU, Article 23.
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23:2:3 Academic Work Year (Unit 3)

A. All full-time DJJ/CEA Unit 3 eligible employees shall work a 220 day Academic Calendar year. 
The 220 day Academic Calendar Year includes two (2) ninety (90) day semesters, a thirty (30) 
day summer session, and ten (10) professional staffdevelopment days.

B. If the DJJ/CEA authorizes an,Intersession in subsequent academic years, DJJ/CEA Unit;3 eligible
employees, who meet the qualifications for the work needed, shall be offered this additional work 
assignment prior to seeking outside resources. If two (2) or more individuals.are interested in the 
same assignment, the employee With the most state seniority shall be given the assignment. 
Salary earned during the intersession shall not be considered compensation for the purpose of . 
retirement contribution. ' ' , .

C. Employees shall be compensated for said work at their normal daily rate of pay.
D. Should DJJ/CEA decide to offer a half day school schedule or a half day assignment during 

Intersession, BU 3 employees shall receive one half (1/2) of their daily rate of pay, and not be 
expected to work more than four (4) hours per day. Teachers scheduled to work during 
Intersession shall be .compensated for, student contact time, as well as preparation time as 
outlined in.Article 21.14.3. DJJ/CEA will clearly delineate if the assignment is half day or full day.

E. Commencing with this MpU, the PLO Educational Remedial Plan, Intersession, is defined in the 
Academic Calendar. During this session, a full-time DJJ/CEA Unit 3 eligible employee shall be:

1. Permitted to work; or,
2. Permitted to choose to not work; or,
3. Granted a combination.

F. Employees who worked the July 13, 2006 through August 6, 2006 Intersession shall have this 
time counted for purposes of retirement.

23.3.3 Academic Calendar (CDR-DJJ) (Unit 3)
. During the term of this Contract, the CEA, Superintendent of Education, hereby agrees that he/she 
will provide the Union with copies of proposed CDCR-DJJ academic calendar(s) for the following 
academic year by November 15. If the Union wishes to meet and confer relative to these calendars, it 
must request to do so. If a request to meet and confer is made and agreement on the calendar is. not 
reached within thirty (30) days from the date of notice to the Union, the Superintendent shall be free to 
implement the calendar(s) unilaterally. In the.event of an emergency or of events beyond the control 
of the Superintendent of Education, CDCR-DJJ shall be free to make such change in any or all of the 
academic calendars for the CDCR-DJJ as are required by operational necessity.

23.4.3 Additional instructional Assignments (Unit 3)
A. Full-time DJJ/CEA Unit 3 eligible employee, who is authorized or directed tp provide additional 

instructional assignments outside of the regular work schedule, shall be compensated in the 
following manner: .. .. , . . , .

. 1. Additional instructional service shall be compensated in fifteen (15) minute increments.
2. Each hour of additional instructional service1 shall be compensated equivalents one- 

eighth (1/8) of the employee’s daily rate of pay.
3. Additional instructional service shall be compensated on a cash basis.

B. No employee will be directed to provide additional instructional assignments outside of the regular 
work schedule, prior to the solicitation of volunteers, , • ,

: , ' .. ; , { .. .
23.5.3 Thirty (30) Day Summer Session Leave (Unit 3)

A. The Superintendent of Education may grant, upon request of a permanent full-time. DJJ/CEA Unit 
3 eligible employee, a leave of absence for the thirty. (30) day Summer Session up .to thirty (30) 
scheduled work days.

B. DJJ/CEA Unit 3 eligible employees, who have accrued Educational Leave, will be permitted to 
use approved Educational Leave, in accordance with section 8.28.3, Educational Leave of this 
MOU, to pay for all educational related activities completed during the thirty (30) day Summer 
Session.
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23.6.3 Educational Leave (Unit 3)
A. Effective August 1,2006, all full-time DJJ/CEA Unit 3 eligible employees shall cease Educational 

Leave accrual, as provided in section 8.28.3, Educational Leave,
B. All full-time DJJ/CEA Unit 3 eligible employees shall be permitted to retain the Educational Leave 

credits accrued prior to the termination of accrual described in paragraph A. above.
C. Any eligible full-time DJJ Academic Teacher or Vocational Instructor, will be permitted to use 

available approved Educational Leave credits, pursuant to article 8.28.3, Educational Leave of 
this MOU.

23.7.3 Holidays (DJJ/CEA) (Unit 3)
A. All affected DJJ/CEA, Unit 3 eligible employees shall not be entitled to official observed State 

Holidays with pay. These days shall be observed as unassigned, non-work days.

For all DJJ/CEA Unit 3 eligible employees, when regular holiday falls on an employee’s 
unassigned, non-work day, and the employee is required to work, the employee shall receive 
eight (8) hours of holiday credit. The holidays to which this compensation applies are the third 
Monday in January, the third Monday in February, March 31, November 11, the day after 
Thanksgiving.

B. For all DJJ/CEA Unit 3 eligible employees, when a premium holiday, falls on an employee’s 
unassigned, non-work day, and the employee is required to work, the employee shall receive 
eight (8) hours of holiday credit and four (4) hburs of informal time off. These premium holidays 
are January 1st, the last Monday in May, July 4th, the first Monday in September, Thanksgiving 
Day and Christmas.

23.8.3 Vacation (Unit 3)
A. Effective with the August 2006 pay period, all full-time DJJ/CEA Unit 3 eligible employees shall 

cease Vacation/Annual Leave accrual, as provided in section 8.1.
B. All full-time DJJ/CEA Unit 3 eligible employees shall be permitted to retain the Vacation Leave 

credits accrued prior to the termination described in paragraph A. above.
C. Effective August 7, 2006, all full-time DJJ/CEA Unit 3 eligible employees shall be precluded from 

using Vacation Leave credits, except:

1. As provided for in section 8.16, FMLA and section 8.18, Work and Family Participation; or
2. In exceptional (uncommon) situations not covered by section 23.9.3, Personal Necessity 

Leave (PNL), on a case-by-case basis and subject,to supervisory approval.

23.9.3 Personal Necessity Leave (Unit 3)
A. A new full-time DJJ/CEA Unit 3 eligible employee, upon successful completion of an initial 

academic calendar ninety (90) day semester, shall be credited with three (3) Personal Necessity 
Days on the first day of the following semester.

B. All current full-time DJJ/CEA Unit 3 eligible employees shall be credited with three (3) Personal 
Necessity Days the first work day of each academic calendar year annually, so long as, the 
accrual does not result in a total balance in excess of six (6) Personal Necessity Days.

C. Personal Necessity Leave may be utilized by an employee who has sufficient leave.
D. The immediate supervisor, department head, or designee may require an employee to provide 

five (5) work days advance notice before taking his or her Personal Necessity Day. A Personal 
Necessity Day may be granted with less than five (5) working days notice.

E. Upon termination from State employment, the employee shall be paid for all accrued Personal 
Necessity Days.

23.10.3 CDCR, DJJ, Academic Teacher/Vocational Instructor Salary Schedule (Unit 3)
A. A current DJJ/CEA Unit 3 eligible employee, shall be compensated in accordance with the current 

DJJ/CEA Unit 3 Salary Schedule for their respective high school (Appendix C).
B. A new DJJ/CEA Unit 3 eligible employee shall be placed on the salary schedule first by education 

above the Bachelor’s Degree or for career-technical teachers the equivalent of a Bachelor’s
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Degree (High School Diploma plus seven (7) years of college work and in trade work experience) 
and second by years of full-time credentialed teaching experience.

C. For current and new employees with less than ten (10) years of state service, outside qualifying 
experience in a full-time credential teaching position can be used to place the employee into the 
salary schedule up to a maximum of Step 10 (120 months).

D. Additional daily rate incentives may be paid for hard to fill classifications.
E. Each step/range moving either down/across is a three and one-half percent (3.5%) increase. 

Steps are years of service. Range increases are attained by completing additional credits as 
described on the salary schedule.

F. Current DJJ/CEA Unit 3 eligible employees who were initially placed on the salary schedule, 
based upon salary, establishes the individuals’ qualifications for that range. All employees hired 
prior to April 1, 2006, who are initially placed into the salary schedule based upon salary, will 
move in range upon completion of twelve (12) credits through Range E for Vocational Instructors 
and Range F for Academic Teachers.

23.11.3 Credits for Salary Advancement (Unit 3)
A. Acceptable credits will be limited to new semester (or equivalent quarter) credits earned in an 

accredited college or university, including credits for continuing education courses if taken from 
an accredited college or university. In addition, Vocational education teachers shall receive one 
unit of semester credit for each forty-five (45) hours worked in industry in a position directly 
related to the teachers/instructor’s vocational education instructional area. College credits, 
continuing education credits and any work credits from industry for vocational education teachers 
will be pertinent to the employee’s position and not be a repetition of previously acquired credits 
or work experience.

B. Continuing education units required for current professional license/certification and/or continuing 
education units or work experience directly related to course curriculum and/or professional 
development, that are offered by approved providers may be accepted for salary advancement 
with prior approval from an immediate supervisor.

C. For the purpose of salary advancement DJJ/CEA Unit 3 employees may also receive both 
professional growth and salary advancement as long as there has been prior approval for such an 
action from an immediate supervisor or program director as follows:

1. Credits used for salary advancement shall have some relevance to the field of instruction 
of the teacher or specialist seeking credit.

2. In lieu credit may be granted for engaging in projects and/or CEA approved workshops 
regarding the improvement of instruction and curriculum within the teacher’s school or 
community at the rate of fifteen (15) hours equal to one credit. No more than three (3) 
credits will be granted in one year.

23.12.3 Salary Schedule Re-opener (Unit 3)
On July 1 of each year, the State will review the salary schedules of the County Office of Education in 
each county where a DJJ high school is located. The State will provide the Union with copies of 
proposed salary schedules for each county no later than September 1. If the Union wishes to meet 
and confer relative to these salary schedules, it must request to do so no later than November 1. If a 
request to meet and confer is made, the parties will commence negotiations of the proposed salary 
schedules pursuant to the Dills Act. These salary schedules shall be implemented no later than the 
first day of the following academic year.

23.13.3 Bargaining Unit 3 Teacher Service Credit (Unit 3)
Bargaining Unit 3 employees who work in the Department of Mental Health, Department of 
Developmental Services, Department of Education, or Department of Rehabilitation and who transfer 
to DJJ, will be granted full State service credit and be placed accordingly on the DJJ salary schedule.
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ARTICLE 24-ENTIRE AGREEMENT AND DURATION
24.1 Entire Agreement

A. The parties acknowledge that during the negotiations which resulted in this Contract, each had 
unlimited right and opportunity to make demands and proposals with respect to any subject or. 
matter not removed by law from the area of collective bargaining, and that the understanding and 
agreements arrived at by the parties after the exercise of that right and opportunity are set forth in 
this Contract. Any other prior or existing understanding or agreement by the parties, whether 
formal or informal, regarding any such matters is hereby superseded. Except as provided in this

. Contract, it is agreed and understood that each party to this Contract voluntarily waives its right to 
negotiate with respect to any matter raised in negotiations or covered in this Contract.
With respect to other matters within the scope of negotiations, negotiations may be required as 
provided in subsection B below,. .

B. The parties agree that the provisions of this subsection shall apply only to matters which are not 
covered in.this Contract.
The parties recognize that it may be necessary for the State to make changes in areas within the 
scope of negotiations. Where the State finds it necessary to make such changes, the State shall 
notify the Union of the proposed change thirty (30) days prior to its proposed implementation.
The parties shall undertake negotiations regarding the impact of such changes on the employees 
when all three (3) of the following exists:

1. Where such changes would affect the.working conditions of a significant number of 
employees.

2. Where the subject matter of change is within the scope of representation pursuant to the 
Dills Act.

3. Where the Union requests to negotiate with the State.

An agreement resulting from such negotiations shall be executed in writing and shall become an 
addendum to this Contract. If the parties are in disagreement as to whether a proposed change is 
subject to this subsection, such disagreement may be submitted to the arbitration procedure for 
resolution.
The arbitrates decision shall be binding. In the event negotiations on the proposed change are 
undertaken, any impasse which arises may be submitted to mediation pursuant to section 3518 of 
the Dills Act.

C. The DPA will meet with representatives of the Union monthly, upon request, to review the notices 
to meet and confer under the provision of B above received by the Union to determine if the 
issues to be discussed can be consolidated to reduce the number of meetings required.

24.2 Duration
A. Unless a specific provision provides for a different effective date, the term of this Contract shall be 

July 1,2010 to July 1,2013.
B. In the six (6) month period prior to the expiration date of this Contract, the complete Contract will 

be subject to renegotiation.

24.3 Continuous Appropriations
. The State and SEIU agree to present to the Legislature as part of the MOU bill a provision to 

appropriate funds to cover the economic terms of this agreement through July 1,2013. This will 
maintain employee salaries and benefits in case of an untimely budget.

ARTICLE 25 - CALIFORNIA DEPARTMENT OF CORRECTIONS AND REHABILITATION (CDCR),
ADULT PROGRAMS (OCE) (Unit 3)

25.1.3 CDCR, OCE 220 Day Academic Year Annual Modification (Unit 3)
The CDCR, OCE, Superintendent, hereby agrees that he/she will provide the Union with copies of the 
proposed CDCR, OCE 220 Day Academic Calendar(s) for the following academic year by November 
15. If the Union wishes to meet and confer relative to these calendars, it must request to do so. If a 
request to meet and confer is made and agreement on the calendar is not reached within thirty (30) 
days from the date of notice to the Union, the Superintendent shall be free to implement the 
calendar(s) unilaterally. In the event of an emergency or of events beyond the control of the
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Superintendent of Correctional Education, CDCR, OCE shall be free to make such change in any or
all of the academic calendars for the CDCR, OCE as are required by operational necessity.

25.2.3 CDCR, OCE Additional Instructional Assignments (Unit 3)
A: A CDCR, OCE Unit 3 eligible employee, who is authorized or directed to provide additional 

instructional assignments outside of the regular work schedule, shall be compensated in the 
following manner: >

1. Additional instructional service shall be compensated in fifteen (15) minute increments.
2. Each hour of additional instructional service shall be compensated equivalent to one- 

eighth (1/8) of the employee’s daily rate of pay.
3. Additional instructional service shall be compensated on a cash basis.

B. No employee will be directed to provide additional instructional assignments outside of the regular 
work schedule, prior to the solicitation of volunteers.

25.3.3 Educational Leave (Unit 3)
A. Effective August 1,2007, all affected CDCR, OCE Unit 3 eligible employees shall cease 

Educational Leave accrual, as provided in section 8.28, Educational Leave.
B. All affected CDCR, OCE, Unit 3 eligible employees shall be permitted to retain the Educational 

Leave credits accrued prior to the termination of accrual described in paragraph A. above.
C. Any eligible, full-time CDCR, OCE, Unit 3 eligible employee, will be permitted to use available, 

approved Education Leave credits pursuant to Article 8.28.3, Education Leave of this MOU.

25.4.3 Holidays (CDCR/OCE) (Unit 3)
A. All affected CDCR, OCE, Unit 3 eligible employees shall not be entitled to official observed State 

Holidays with pay. These days shall be observed as unassigned, non-work days.

For all CDCR, OCE, Unit 3 eligible employees, when regular holiday falls on an employee’s 
unassigned, non-work day, and the employee is required to work, the employee shall receive 
eight (8) hours of holiday credit. The holidays to which this compensation applies are the third 
Monday in January, the third Monday in February, March 31, November 11, the day after 
Thanksgiving.

B. For all CDCR/OCE Unit 3 eligible employees, when a premium holiday falls on an employee’s 
unassigned, non-work day, and the employee is required to work, the employee shall receive 
eight (8) hours of holiday credit and four (4) hours of informal time off. These premium holidays 
are January 1st, the last Monday in May, July 4th, the first Monday in September, Thanksgiving 
Day and Christmas.

25.5.3 Vacation/Annual Leave (Unit 3)
A. Effective August 1,2007, all CDCR, OCE, Unit 3 eligible employees shall cease Vacation/Annual 

Leave accrual, as provided in section 8.1.
B. All affected CDCR, OCE, Unit 3 eligible employees shall be permitted to retain the 

Vacation/Annual Leave credits accrued prior to the termination described in paragraph A. above.
C. Effective August 1,2007, all CDCR, OCE, Unit 3 eligible employees shall be precluded from using 

Vacation/Annual Leave credits, except:

. 1. As provided for in section 8.16, FMLA and 8.18 Work and Family Participation; or
2. In exceptional (uncommon) situations not covered by section 25.6.3 Personal Necessity 

Leave, on a case-by-case basis and subject to supervisory approval.

25.6.3 Personal Necessity Leave (Unit 3)
A. .A new CDCR, OCE, Unit 3 eligible employee, upon successful completion of ninety (90) 

scheduled academic calendar work days, shall be credited with three (3) Personal Necessity 
Days on the first day of the following month.
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B. All current CDCR, OCE, Unit 3 eligible employees shall be credited with three (3) Personal 
Necessity days on the first work day of each academic calendar year annually, so long 6s, the 
accrual does not result in a total balance in excess of six (6) Personal Necessity Days;,

C. Personal Necessity Leave may be utilized by an eligible employee who has sufficient leave.
D. The immediate supervisor, department head, or designee may require an employee to provide 

five (5) work days advance notice before taking his or her Personal Necessity Day. A Personal 
Necessity Day may be granted with less than five (5) working days notice.

E. Upon termination from State employment, the employee shall be paid for all accrued Personal 
Necessity Days.

25.7.3 Credits for Salary Advancement (Unit 3)
A. Acceptable credits will be limited to new semester (or equivalent quarter) credits earned jn an 

accredited college or university, including credits for continuing education courses,if taken from 
an accredited college or universjty. |n addition, Vocational education teachers shall receive one 
unit of semester credit for each forty-five (45) hours worked in industry in a position directly 
related to the teachers/instructor’s vocational education instructional area. College credits, 
continuing education credits and any work credits from industry for.vocational education, teachers 
will be pertinent to the employee’s position and not be a repetition of previously acquired credits 
or work experience.

B. Continuing education units required for current professional license/certification and/or continuing 
education units or work experience directly related to course curriculum and/or professional 
development, that are offered by approved providers may be accepted for salary advancement 
with prior approval from an immediate supervisor.

C. For the purpose of salary advancement CDCR, OCE Unit 3 employees may also receive both
, professional growth and salary advancement as long as there has been prior approval for such an 

action from an immediate supervisor or program director as follows:

1. Credits used for salary advancement shall have.some relevance to the field of instruction 
of the teacher or specialist seeking credit.

2. In lieu credit may be granted for engaging in projects, and/or CEA approved workshops 
regarding the improvement of instruction and curriculum within the teacher’s school or 
community at the rate of fifteen (15) hours equal to one credit. No more than three (3) 
credits will be granted in one year.

25.8.3 220 Day Academic Work Year (Unit 3)
A. All CDCR, OCE Unit 3 eligible employees shall work a 220 day Academic Calendar year.The 

CDCR, OCE, 220 Day Academic Calendar Year shall consist of 208 instructional days, and 12 
staff development/training days.

B. Employees shall be compensated for said work at their normal daily rate of pay, per Article 24.13.
C. Employees assigned to a 4/10/40 work schedule shall work the number of days indicated on the 

Shift A, B, C, or D Calendars.

25.9.3 Teacher Service Credit (Unit 3)
Bargaining Unit 3 employees who work in the Department of Mental Health, Department of
Developmental Services, Department of Education, or Department of Rehabilitation and who transfer
to CDCR, OCE with be granted full State service credit and be placed accordingly on the CDCR, OCE
salary schedule.

All transfers will be placed according toj Article 25.13.3.

25.10.3 CDCR, OCE 220 Day Academic Work Year-4/10/40 Work Schedule (Unit 3)
A. The CDCR has established a 4/10/40 work schedule for Institutions that have eligible BU 3

employees assigned to the schedule. : ;
B. These above employees who are assigned the 4/10/40 work schedule shall work according to the 

Academic Calendar in Shift A, B, C, or.D as assigned by management.

' i
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C. If changes to this schedule are necessary or employees are reassigned to a regular academic 
schedule, the Department shall provide the employees forty-five days written notice of said 
change. ■'

25.11.3 Non-Credentialed Re-Entry Program Instructors (Unit 3)
A. Compensation for all employees in the RPI classification who do not possess a valid credential in 

good standing, with the State Teacher Credentialing Commission shall be compensated in 
accordance with the attached salary schedule. ^

B. All provisions in this agreement shall apply to employees in the RPI classification.
C. A Re-Entry Program Instructor, upon submission of a valid credential will be placed on the 

Academic Teacher/Vocational Instructor CDCR, OCE Salary schedule, pursuant to Article 
25.13.3.

25.12.3 Re-entry Program Instructor-First Right of Refusal (Unit 3)
When the Department decides to fill a position in a classification for which an RPI has the necessary 
credentials, the RPI shall be offered said position before any other offer is made. If two or more RPI’s 
have the same eligibility, the individual with the highest number of continuous seniority shall be 
offered the open position. If the eligible RPI does not accept the positionfthe Department is free to fill 
at their discretion.

This provision will remain in effect until no RPIs candidates remain or that have either been offered a 
Vocational Instructor position or hold a credential that is not used by the department.

Additional information on RPI and other vacancies are available at their local Personnel Office or 
accessedatwww.spb.ca.gov.

25.13.3 CDCR Office of Correctional Education, Academic TeacherA/ocational Instructor Salary Schedule 
(Unit 3)

Salary Schedule Placement
A. Current CDCR, OCE, Unit 3 eligible employees, effective August 1,2007, shall be compensated 

in accordance with the DJJ/CEA Unit 3 - Salary Schedule designated by the CDCR, OCE 
Superintendent and as follows:

Sacramento: Pelican Bay; CA Correctional Center (Susanville); High Desert (Susanville); CA 
Medical Facility (Vacaville); CA State Prison Solano (Vacaville); CA State Prison Sacramento; 
Folsom; CDCR Headquarters.
San Joaqujn: Deuel Vocational Institution (Tracy); Sierra Conservation Center (Jamestown) 
Amador: Mule Creek
San Luis Obispo: Correctional Training Facility (Soledad); Salinas Valley (Soledad); CA Men’s 
Colony (Sah Luis Obispo)
Ventura: None
San Bernardino: CA State Prisqn San Quentin; CA Institution for Men (Chino); CA Institution for 
Women (Frontera); CA Rehabilitation Center (Norco); Ironwood (Blythe); R.J. Donovan 
Correctional Facility at Rock Mountain (San Diego); Calipatria; Gentinela, Chuckawalla.
Los Angeles: Valley State Prison for Women (Chowchilla); Central CA Women’s Facility 
(Chowchilla); Pleasant Valley (Coalinga); Avenal State Prison; CA State Prison Corcoran; 
Substance Abuse Treatment Facility (Corcoran); North Kern (Delano); Kern Valley (Delano); 
Wasco; CA Correctional Institute (Tehachapi); Los Angeles County (Lancaster).

B. Current CDCR, OCE Unit 3 employees initially placed on the salary schedule based upon salary,
establishes the individuals’ qualifications for that range. All employees hired prior to August 1, 
2007, who are initially placed into the salary schedule based upon salary, will move in range upon 
completion of twelve (12) credits through Range E for Vocational instructors and Range F for 
Academic Teachers. ■

C. A CDCR, OCE Unit 3 eligible employee shall be placed on the salary schedule first by education 
above the Bachelor’s Degree or for career-technical teachers the equivalent of a Bachelor’s
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Degree (High School Diploma plus seven (7) years of college work and in trade work experience) 
and second by years of full-time credentialed teaching experience:

D. For new employees with less than ten (10) years of State credentialed service, outside qualifying 
experience jn a full-time credentialed teaching position can be used to place the employee up to a 
maximum of Step 10 (120 months). One (1) academic year of outside service will be considered 
one (1) year of State credit. For an incomplete year, if the employee worked seventy-five percent 
(75%) of the outside school year, they shall be credited with one (1) year of State credit.

E. Additional daily rate incentives may be paid for hard to fill classifications.
F. Each step/range moving either down/across is a 3.5% increase. Steps are credentialed years of 

service. Range increases are attained by completing additional education or training credits as 
described on the salary schedule.

Salary Schedule Footnote

Employees working any 4/10 schedule shall be converted to the 4/10 daily rate by multiplying the 5/8 
daily rate by 1.25.

25.14.3 R & R for Placement Purposes (Unit 3)
Article 11.20 shall no longer be applicable to the eligible employees under this agreement.

25.15.3 Application of DJJ Salary Schedule to CDCR, OCE Employees (Unit 3)
CDCR, OCE Unit 3 eligible employees will use the same salary schedules used in DJJ.

25.16.3 Joint Labor Management Committee (Unit 3)
During the term of this contract the CDCR-OCE, the DPA, and SEIU Local 1000 agree to meet at 
least six times to address issues that arise from the BU 3 220 Day Academic Calendar Agreement 
that became effective on August 1, 2007.

SIDE LETTERS

Side Letter #1 - Golden Handshake
If the Golden Handshake provisions are offered during the term of this Contract and the CDE or any of 
its Special Schools or Diagnostic Centers participate, the department will consider offering it to Unit 1, 
3, 4,11, 14,15,17, 20, and 21 employees in the CDE.

Side Letter #2 - Streamlining the State Safety Retirement Process
A. The Union agrees to the State safety retirement membership process as outlined in the 

provisions of Government Code sections 19816.20 and 20405.1 and will not be subject to the 
provisions of Government Code section 18717.

B. For those positions recommended by the Union pursuant to the provisions of A above, the 
State agrees to review positions that potentially meet requirements for safety retirement and 
to place all positions meeting safety retirement criteria into the safety retirement category 
following establishment by the SPB of the appropriate parenthetical safety classes.

■ ■ ! ■

Side Letter #3 - Domestic Partner
For the purpose of application to this Contract a domestic partner shall be certified with the Secretary 
of State’s office in accordance with Family Code section 297.

Side Letter #4 - Access Agreement

Date: March.5, 2007

To: State of California Department Heads and Labor Relations Officers 
SEIU Local 1000 Stewards, Area Coordinators and Labor Representatives

Subject: Side Letter Regarding Access
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Over the last two years, the State of California and SEIU, Local 1000 have struggled to find a balance 
between the State’s operational needs and the Union’s need to access the employees it represents at 
their worksites. This challenge has resulted in a number of serious confrontations, including arrests, as 
well as legal conflicts in various forums that continue to this day.

In the interest of harmonious Labor Relations, the parties agreed in. June of 2006 to work with a neutral 
mediator and make a good faith effort to resolve the issue. The enclosed document is the result of those 
sessions between the Department of Personnel Administration,and SEIU, Local 1000.

As with all agreements, both sides had to compromise. This agreement, however, is intended to provide 
a proactive framework for facilitating Union access and addressing disputes before they escalate.

In that spirit, the State and the Union are fully committed to the following principles:

Department/Union cooperation in seeking solutions to access issues.
Swift resolution of disagreements when they occur
An ongoing understanding of, and respect for, each others’ particular operational needs

We now look to you to implement this agreement in the spirit in which it was negotiated. There will be 
joint training provided on the agreement at a date still to be determined.

Attachment

This document is developed for the purpose of implementing the collective bargaining agreement. 
Department personnel and Union representatives:are encouraged to discuss/resolve access problems if 
they arise.

The union shall provide advance notice of its intent to visit worksites. Departments shall notify the union 
of the appropriate person to receive notice. Providing notice shall not be interpreted as requesting 
permission. However, where worksites with legitimate issues of safety, security or patient care exist, 
reasonable accommodations for access and/or distribution of information shall be provided. Departments 
shall discuss such accommodations with the union.' . .

The union has the right to distribute information where represented employees work. The union will not 
block entrances. Distribution of information inside worksites shall not cause disruption of work.

Where escorts are necessary for reasons of safety, security or patient care, including patient privacy, 
typically, such escorts shall be Local 1000 bargaining unit members and such escorts shall not interfere 
with discussions between the union and its members.

When problems/issues regarding union access to members’ worksites occur, and cannot be resolved at 
the department level, the following persons should be contacted:

Jacquelyn Sanders, Labor Relations Officer 
Department of Personnel Administration (916)324-0476 ...

Nolice Edwards, Chief of Staff
SEIU Local 1000 (916)554-1205

Paul Harris, Chief Counsel
SEIU Local 1000 (916)326-4208.

In the event that agreement cannot be reached between the DPA and SEIU Local 1000 contact persons, 
the dispute may be submitted directly to arbitration pursuant to Step 4 of the grievance procedure. The 
parties shall exchange written statements regarding the issue and the response within one week of failure 
to agree.

L
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Side Letter # 5 - No Furloughs
Due to the savings achieved through this contract, the State shall not implement a new furlough 
program during the 12 months employees participate in the Personal Leave Program (PLP) 2010.

ADDENDA

ADDENDUM I - Time off for Victims of Domestic Violence (Notice of rights under Labor Code 230.1) 
Section 230.1 of the Labor Code specifies that employers 25 or more employees may not discharge or in 
any manner discriminate or retaliate against an employee who is a victim of domestic violence, as defined 
in Section 6211 of the Family Code, for taking time off to seek medical attention for injuries caused by 
domestic violence, obtain psychological counseling related to an experience of domestic violence, obtain 
services from a domestic violence shelter, program, or rape crisis center, or to participate in safety 
planning to increase safety from future domestic violence. The provisions of this law apply to the State as 
an employer and to State employees.

As a condition for taking time off, the employee shall give the employer reasonable advance notice of the 
employee’s intention to take time off for any of the purposes summarized above, unless advance notice is 
not feasible. When an unscheduled absence occurs, the employer may require the employee to certify 
that the absence is a result of domestic violence in the form of a police report, a court order, or medical 
documentation. An employer would be required to maintain the confidentiality of any employee’s request 
for time off pursuant to provision of this law.

The law does not require an employer to compensate an employee for the time taken off under these 
circumstances, but the employee may use vacation, personal leave, or other compensating time off that is 
otherwise available to the employee.

An employee whose rights are violated under this section may be entitled to lost wages and 
reinstatement. An employer who willfully refuses to reinstate an employee under this Section may be 
guilty of a misdemeanor. This law also allows an employee to file a complaint wjth the Division of Labor 
Standards Enforcement of the Department of Industrial Relations.

This Section does not create a right for an employee to take unpaid leave that exceeds the unpaid leave 
time allowed under, or in addition to the unpaid leave time permitted by, the Federal Family and Medical 
Leave Act.
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APPENDIX A - UNIT 1 SALARY SCHEDULE

Unit 1- Professional Administrative, Financial and Staff Services
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

ACCOUNTANT I (SPECIAL­
IST)

JL32 4177 2 A 2,870 3,488 3,593

L 2,870 . 3,488 3,593
ACCOUNTANT TRAINEE JL35 4179 2 A 3,240 3,751 3,864

L 3,240 3,751 3,864
ACCOUNTING ADMINIS- , 
TRATOR I (SPECIALIST)

JL16 4552 2 4,833 5,874 6,050

ACCOUNTING ANALYST JM12 4582 .2 A 3,106, 3,425 3,528

B 3,204 3,708 3,819

C 3,841. 4,670 4,810
ACCOUNTING OFFICER 
(SPECIALIST)

JL26 4546 2 A 3,841 4,670 4,810

L 3,841 4,670 4,810

ACCOUNTING SPECIALIST, 
FAIR POLITICAL PRACTIC­
ES COMMISSION

JN30 5375 2 4,833 5,874 6,050

ACTUARIAL ASSISTANT 
TRAINEE, CALPERS

LP61 5509 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 4,446 4,579

ACTUARIAL ASSISTANT, 
CALPERS

LP62 5552 2 4,400 5,348 5,508

ACTUARIAL STATISTICIAN LP70 6080 2 A 4,400 5,348 5,508

B 4,833 5,874 6,050

ACTUARY LP15 5409 E A 6,438 7-825 8,060

B 7,012 8,523 8,779

C 7,650 9,299 9,578

ADMINISTRATIVE ASSIS­
TANT I

KG 40 5361 2 A 3,658 4,446 4,579

B 3,826 4,652 4,792

L 3,658 4,446 4,579

M 3,826 4,652 4,792

ADMINISTRATIVE ASSIS­
TANT II

KG30 5358 2 A 4,400 5,348 5,508

L 4,400 5,348 5,508

ADMINISTRATIVE AS- KG45 5169 2 3,658 4,446 4,579
SISTANT, FAIR POLITICAL 
PRACTICES COMMISSION
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

AGRICULTURAL TECHNI­
CIAN I (SEASONAL)

AB90 0034 . 2 12.84 14.88 15.33

AGRICULTURAL TECH­
NICIAN II (PERMANENT 
INTERMITTENT)

AB95 3520 2 , 13.34 15.45 15.91

AGRICULTURAL TECHNI­
CIAN II (SEASONAL)

AB80 0033 2 13.34 15.45 15.91

AGRICULTURAL TECHNI­
CIAN III (PERMANENT 
INTERMITTENT)

: AB92 3521 2 14.41 15.90 16.38

AGRICULTURAL TECHNI­
CIAN III (SEASONAL)

AB70 0032 2 14.41 15.90 16.38

APPRENTICESHIP CON­
SULTANT

W040 9485 2 4,619 5,616 5,784

ASSISTANT ADMINISTRA­
TIVE ANALYST -ACCOUNT­
ING. SYSTEMS-

iv. JM38 5306 2 3,841 4,670 4,810

ASSISTANT AGRICULTUR­
AL ECONOMIST

AQ50 0196 2 3,658 ‘ 4,446 4,579

ASSISTANT ARTS GRANTS 
ADMINISTRATOR

FK64 5628 2 3,658 4,446' 4,579

ASSISTANT AVIATION CON­
SULTANT

LZ85 5673. 2 3,841 4,670 4,810

ASSISTANT CRIMINAL JUS­
TICE SPECIALIST

KC17 5639 2 3,658 4,446 4,579

ASSISTANT DEVELOP­
MENT SPECIALIST, CALI­
FORNIA TRADE AND COM­
MERCE AGENCY

KD75 6275 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579
ASSISTANT ENERGY FA­
CILITY SITING PLANNER

JX86 4728 2 3,658 4,446 4,579

ASSISTANT FOREST 
PROPERTY APPRAISER 
(BOARD OF EQUALIZATON)

KU50 5018 2 3,841 4,670 4,810

ASSISTANT HEALTH CARE 
SERVICE PLAN ANALYST

KI78 8447 2 3,658 4,446 4,579,

ASSISTANT INFORMATION 
OFFICER

LZ19 5603 2 3,658 - 4,446 4,579

ASSISTANT INFORMATION 
SYSTEMS ANALYST

LM96 1479 2 A 3,106 3,596 3,704 ,

B 3,204 3,893 4,010
C 3,841 4,903 5,050
L 3,106 3,596 3,704
M 3,204 3,893 4,010
N 3,841 4,903 5,050
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3%

■ ■■ ' INCREASE
07/01/2013

ASSISTANT LAND AGENT KS60 4997 2 3,841 4,670 4,810
ASSISTANT LOAN OFFICER JT40 7479 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579
ASSISTANT MEDI-CAL ELI­
GIBILITY ANALYST

KH26 4413 2 . A 3,050 3,708 3,819

B 3,658 4,446 4,579
ASSISTANT PROGRAM JV82 4288 , 2 A 3,050 3,708 3,819
SPECIALIST CALIFORNIA 
DEBT ADVISORY COMMIS­

■'■ - .

SION

B 3,658 4,446 . : 4,579
ASSISTANT PROPERTY AG . 
ENT

KW50 5095 2 3,658 4,446 4,579

ASSISTANT PROPERTY KT46 .5013 2 3,658 4,446 4,579
APPRAISER
ASSISTANT PROPERTY 
APPRAISER (BOARD OF 
EQUALIZATION)

KT58 5439 2 3,841 4,670 4,810

ASSISTANT PROPERTY 
AUDITOR APPRAISER 
(BOARD OF EQUALIZA­
TION)

KT64 5441 2 3,841 4,903 5,050

ASSISTANT RISK ANALYST JP34 4685 2 3,658 4,446 4,579.
ASSISTANT SMALL BUSI­
NESS OFFICER

KD15 5721 2 3,658 4,446 4,579

ASSISTANT TAX SERVICE 
SPECIALIST

LZ33 5692 2 4,619 • 5,616 5,784

ASSISTANT TOURISM SPE­
CIALIST

KD86 5568 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579
ASSOCIATE ACCOUNTING 
ANALYST

JM10 4588 2 A 4,619 5,616 5,784

L 4,619 5,616 5,784
ASSOCIATE ADMINISTRA­
TIVE ANALYST -ACCOUNT­
ING SYSTEMS-

JM36 5304 2 4,619 5,616 5,784

ASSOCIATE AGRICULTUR­
AL ECONOMIST

AQ40 0193 2 4,400 5,348 5,508

ASSOCIATE ARTS ADMIN­
ISTRATOR, DEPARTMENT
OF CORRECTIONS

FK43 5657 2
■

4,400 5,348 5,508

ASSOCIATE ARTS GRANTS 
ADMINISTRATOR

. . FK62 5630 2 4,400 5,348 5,508.

ASSOCIATE AVIATION LZ80 5672 2 4,611 5,602 5,770
CONSULTANT
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3%

INCREASE
07/01/2013

ASSOCIATE BUDGET LF30 5284' 2 A 4,400 5,348 . 5,508
ANALYST

1 L 4,400 5,348 .5,508
S: 4,402 5,350 5,511

ASSOCIATE BUSINESS ' KK40 4742 2 A 4,400 5,348 5,508
MANAGEMENT ANALYST -

L 4,400 5,348 5,508

ASSOCIATE CASUALTY LP26 6087 E A 7,037 8,555 8,812
ACTUARY

B 7,667 9,320 9,600

ASSOCIATE DEVELOP­
MENT SPECIALIST, CALI­
FORNIA TRADE AND COM­
MERCE AGENCY

KD70 6276 2. . 4,400 5,348 5,508

ASSOCIATE EDITOR OF MC20 5593 2 A 4,400 5,348 5,508
PUBLICATIONS

' L 4,400 5,348 5,508
ASSOCIATE ENVIRONMEN­
TAL PLANNER

JX14 4711 . 2 4,619 5,616 5,784

ASSOCIATE ENVIRONMEN­
TAL PLANNER (ARCHEOL­
OGY)

JX16 4634 . 2 4,619 5,616 5,784

ASSOCIATE ENVIRONMEN­
TAL PLANNER (ARCHITEC­
TURAL HISTORY)

JX18 4642 . 2 . 4,619. 5,616 5,784

ASSOCIATE ENVIRONMEN­
TAL PLANNER (NATURAL 
SCIENCES)

JX20 4680 . 2 ' 4,619 5,616 5,784

ASSOCIATE ENVIRONMEN­
TAL PLANNER (SOCIOECO­
NOMIC)

JX22 4682 2 4,619 5,616 5,784

ASSOCIATE EXPORT SPE­
CIALIST ■

AS82 9567 2 4,400 5,348 5,508

ASSOCIATE FINANCIAL AID 
ANALYST

JQ54 1964 2 4,400 5,348 5,508

ASSOCIATE FOREST 
PROPERTY APPRAISER 
(BOARD OF EQUALIZA­
TION)

KU40 5017 2 4,619 5,616 5,784

ASSOCIATE GOVERNMEN­
TAL PROGRAM ANALYST

JY35 5393 2 A 4,400 5,348 5,508

L 4,400 5,348 5,508
ASSOCIATE GOVERNMEN­
TAL PROGRAM ANALYST, 
FAIR POLITICAL PRACTIC­
ES COMMISSION,

KB80

\

5307 2 4,400 5,348 5,508
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APPENDIX A-UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R
I ■

MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

ASSOCIATE HEALTH CARE 
SERVICE PLAN ANALYST L

KI76 8448 2 i 4,400 5,348 5,508

ASSOCIATE HEALTH 
FACILITY CONSTRUCTION 
FINANCING ANALYST

KX66 5119 2

J ’ -

4,400 5,348 5,508

ASSOCIATE HEALTH PLAN­
NING ANALYST

JW24 4663 2 4,400 5,348 5,508

ASSOCIATE HEALTH PRO­
GRAM ADVISER

KH12 8337 2 4,400 5,348 5,508

ASSOCIATE INFORMATION 
SYSTEMS ANALYSt (SPE­
CIALIST)

LM92 1470 2 A 4,619 5,897 6,074

L 4,619 5,897 6,074

ASSOCIATE INSURANCE 
COMPLIANCE OFFICER, 
DEPARTMENT OF INSUR­
ANCE

VJ40 8562 2 4,619 5,616 5,784

j
ASSOCIATE INSURANCE 
EXAMINER

JC18 4412 2 A 4,619 5,897 6,074

) B 4,833 6,168 6,353

C 4,833 6,168 6,353

D 5,309 6,774 6,977 ,

ASSOCIATE INSURANCE 
RATE ANALYST

JC38 4438 2 A 4,619 5,616 5',784

> B 4,833 5,874 6,050

ASSOCIATE LAND AGENT KS50 4996 2 4,619 5,616 5,784

ASSOCIATE LIFE ACTUARY LP36 6089 E A , 7,037 8,555 8,812

I B 7,667 9,320 9,600 ,

ASSOCIATE MANAGEMENT 
ANALYST

LE10 5246 2 , A 4,400 5,348 5,508

L 4,400 5,348 5,508

ASSOCIATE MANAGEMENT 
AUDITOR

LE26 4159 2 A 4,619/ 5,897 6,074

L 4,619 5,897 6,074

ASSOCIATE MATERIALS 
ANALYST

. KP60 4901 2 4,400 5,348 5,508 .

ASSOCIATE MEDI-CAL 
ELIGIBILITY ANALYST

KH28 ^ 4414 2 4,400 5,348 5,508

ASSOCIATE MENTAL
HEALTH SPECIALIST

KI46 8329 .2 4,400 . 5,348 5,508

ASSOCIATE OPERATIONS 
SPECIALIST, FRANCHISE
TAX BOARD

JY84 5334 2 A 4,400 5,348 5,508

i
L 4,400 5,348 5,508 ’
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

ASSOCIATE PARK AND 
RECREATION SPECIALIST

BV40 1089 2 4,833 ■ 5,874 6,050 '

ASSOCIATE PENSION 
ACTUARY

LP58 5436 E 7,012 8,523 8,779

ASSOCIATE PENSION 
PROGRAM ANALYST

JR34 -5104 2 4,400 5,348 5,508

ASSOCIATE PERSONNEL 
ANALYST

KY90 5142 2 A 4,400 5,348.. 5,508

L 4,400 , 5,348 5,508

ASSOCIATE PERSONNEL 
ANALYST, FAIR POLITICAL 
PRACTICES COMMISSION

KY95 5155 " 2 A 4,400 5,348 5,508

L 4,400 5,348 5,508 ‘

ASSOCIATE PLANNER JW14 4643 2 4,400 5,348 5,508

ASSOCIATE PROGRAM 
EVALUATOR, CalPERS

JC35 4059 2 4,619 5,897 : 6,074

ASSOCIATE PROGRAM 
SPECIALIST, CALIFORNIA 
DEBT ADVISOR COMMIS­
SION

JV80 4289 2 4,400 5,348 > : 5,508

ASSOCIATE PROGRAM 
SYSTEMS ANALYST

LM46 7737
1

2 4,619 5,897 6,074

ASSOCIATE PROGRAM­
MER ANALYST (SPECIAL­
IST)

LM20 1579 2 A 4,619 5,897 6,074

L 4,619 5,897 6,074

ASSOCIATE PROPERTY AG 
ENT

KW40 5096 2 4,400 5,348 . 5,508

ASSOCIATE PROPERTY 
APPRAISER

KT44 5011 2 4,400 5,348 5,508 ,

ASSOCIATE PROPERTY 
APPRAISER (BOARD OF 
EQUALIZATION)

KT56 5444 2 4,619 5,616 5,784

ASSOCIATE PROPERTY 
AUDITOR APPRAISER 
(BOARD OF EQUALIZA­
TION)

KT62 5448 2 4,619 5,897 6,074 .

ASSOCIATE REAL ESTATE 
OFFICER

KS73 9595 2 4,619 5,616 5,784

ASSOCIATE RIGHT OF WAY 
AGENT

KR50 4965 2 . 4,619 5,616 5,784

ASSOCIATE RISK ANALYST JP32 . 4658 2 4,400 5,348 5,508

ASSOCIATE SMALL BUSI­
NESS OFFICER

KD10 5493 2 4,400 5,348 5,508

ASSOCIATE SPACE PLAN­
NER

KK25 4715 2 4,619 5,616 5,784
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
- ■ CODE CODE SALARY SALARY WITH 3% 

INCREASE
■ .. 07/01/2013

ASSOCIATE SYSTEMS 
SOFTWARE SPECIALIST 
(TECHNICAL)

LM62 1585 2 4,611 5,882 - 6,058

ASSOCIATE TAX AUDITOR, 
BOARD OF EQUALIZATION

JH50 4281 2 4,619 5,897 6,074

ASSOCIATE TAX AUDITOR, 
EMPLOYMENT DEVELOP­
MENT DEPARTMENT

JJ40. 4339 2 4,619 5,897 6,074 ■

ASSOCIATE TAX AUDITOR, 
FRANCHISE TAX BOARD

J150 4361 2 4,619 5,897 6,074

ASSOCIATE TAX RE­
SEARCH SPECIALIST

LQ07 5022 2 4,619 5,616 5,784

ASSOCIATE TOURISM SPE- , 
CIALIST

KD83 5653 2 4,400 5,348 5,508

ASSOCIATE TRANSPOR­ JG72 4535 2 4,400 5,348 5,508
TATION ANALYST, DE­
PARTMENT OF GENERAL 
SERVICES
ASSOCIATE TRANSPORTA­
TION PLANNER

JX74 4721 2 4,619 . 5,616 5,784

ASSOCIATE TRANSPqRTA- 
TION RATE EXPERT '

JG54 4525 2 4,619 5,616 5,784

ASSOCIATE TRANSPORTA­ JG34 8699 2 4,619 5,616 5,784
TION REPRESENTATIVE j

ASSOCIATE TREASURY JV46 4223 2 4,400 5,348 5,508.
PROGRAM OFFICER / -
AUDIO-VISUAL ASSISTANT MD20 2819 . 2 3,658 4,446 4,579
AUDIO-VISUAL ASSISTANT MD22 2860 2 3,658 4,446 4,579
(CORRECTIONAL FACIL­
ITY) . :
AUDIO-VISUAL SPECIALIST MD15 2861 2 4,400 5,348 5,508
(CORRECTIONAL FACIL­
ITY)
AUDIO-VISUAL SPECIALIST 
(TECHNICAL)

MD11 2838 2 4,400 5,348 5,508

AUDITOR I JB60 4175 2 3,106 3,966 4,085
BIOSTATISTICIAN II LX24 5545 2 3,826 4,652 4,792
BIOSTATISTICIAN III. LX22 5544 2 4,611 5,602 . 5,770
BIOSTATISTICIAN IV - LX20 5543 E 5,309 6,451 6,645
BOATING FACILITIES MAN­
AGER II

BW04 1057 2 4,400 5,348 5,508 ^

BUDGET TECHNICIAN I LF40 5221 2 A 2,408 : 2;927 - ■ 3,015
B 2,817 3,426 3,529
L 2,408 2,927 3,015

1 ' M 2,817 3,426 3,529
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

BUDGET TECHNICIAN II LF42 5222 2 3,262 3,967 , 4,086

BUSINESS ASSISTANT I, 
DISTRICT AGRICULTURAL 
ASSOCIATION

ME29 4810 2 2,804 3,408 3,510

BUSINESS ASSISTANT II, 
DISTRICT AGRICULTURAL 
ASSOCIATION (SPECIAL­
IST)

ME28 4882 2 3,335 4,054 4,176
r

BUSINESS ENTERPRISE 
CONSULTANT I

KD55 7127 2 3,826 4,652 4,792

BUSINESS SERVICE AS­
SISTANT (SPECIALiST)

KK75 4707 2 A 2,495 3,034 3,125

B 2,817 3,426 3,529

C 3,050 3,708 3,819

L 2,495 3,034 3,125

M 2,817 3,426 3,529

N 3,050 3,708 3,819

BUSINESS SERVICE OF­
FICER I (SPECIALIST)

KK70 4720 2 A 3,658 4,446 4,579

L 3,658 4,446 4,579

BUSINESS SERVICE OF­
FICER II (SPECIALIST)

KK65 4970 2 4,009 4,874 5,020

BUSINESS TAXES COMPLI­
ANCE SPECIALIST

JH86 8694 2 4,619 5,616 5,784

BUSINESS TAXES REPRE­
SENTATIVE

JH88 8690 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 4,670 4,810

BUSINESS TAXES SPE­
CIALIST I, BOARD OF 
EQUALIZATION

JH74 4380 2 5,328 6,476 6,670

BUSINESS TAXES SPE­
CIALIST II, BOARD OF 
EQUALIZATION

JH72 4379 2 5,573 7,113 7,326

BUSINESS TAXES SPE­
CIALIST III, BOARD OF 
EQUALIZATION

JH70 4378 E 6,775 7,842 8,077

BUYER I KP40 4894 2 3,185 3,870 3,986

BUYER II KP30 4891 2 4,009 4,874 5,020

CHIEF ENGINEER AND MD50 5685 E 4,611 5,602 5,770
PRODUCTION CONSUL­
TANT, TELEVISION COM­
MUNICATIONS CENTER
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APPENDIX A-UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

CHILD SUPPORT SPECIAL­
IST, DEPARTMENT OF
CHILD SUPPOFIT SER­
VICES

JJ10 8624 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819
C 3,841 4,670 4,’810

CHILD SUPPORT TECHNI­
CIAN, DEPARTMENT OF 
CHILD SUPPORT SER­
VICES

JJ15 8623 2 A 2,495 3,034 3,125

B 2,817 3,426 - 3,529
CLAIM AUDITOR CU25 1771 2 2,804 3,408 3,510
CLINICAL RECORD ADMIN­
ISTRATOR

CW10 1893 E A 5,076 6,168 6,353

L 5,076 6,168 6,353 ■
COASTAL PROGRAM ANA­
LYST I

JW76 4726 2 A 3,106 3,425 3,528 ..

B 3,204 3,708 3,819
C 3,841 4,670 4,810

COASTAL PROGRAM ANA­
LYST II

V

JW74 4735 2 4,619 5,616 5,784

COLLECTION AGENT JL50 8632 2 3,185 3,870 3,986
COMMUNICABLE DISEASE 
REPRESENTATIVE

KI18 9052 2 A 3,075 3,390 3,492

B 3,204 3,708 3,819
COMMUNICABLE DISEASE 
SPECIALIST I

KI32 8404 2 4,400 5,348 5,508

COMMUNICABLE DISEASE 
SPECIALIST II

KI30 8403 2 4,833 5,874 6,050

COMMUNITY PROGRAM 
SPECIALIST I

KH59 8353 2 3,658 4,446 4,579

COMMUNITY PROGRAM 
SPECIALIST II

KH58 8352 2 4,400 5,348 5,508

COMPLIANCE REPRESEN­
TATIVE, FRANCHISE TAX 
BOARD

JI96 8619 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819
C 3,841 4,670 4,810

COMPUTER OPERATIONS 
SPECIALIST I

LN25 1560 2 3,495 4,460 4,594

COMPUTER OPERATIONS 
SPECIALIST II

LN15 1561 2 4,199 5,360 5,521
3 *

COMPUTER OPERATOR LN40 1353 2 A 2,480 2,870 2,956
B 2,579 3,293 3,392
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

CONSERVANCY PROJECT 
DEVELOPMENT ANALYST I

JW54 4808 2 3,841 ,4,670 4,810

CONSERVANCY PROJECT 
DEVELOPMENT ANALYST II

JW52 4809 2 4,619 • 5,616 5,784

CONSERVANCY PROJECT 
DEVELOPMENT SPECIAL­
IST

JW51 4814 2 5,441 6,611 6,809

CONSULTING COMMUNI­
CABLE DISEASE REPRE­
SENTATIVE

KI34 9051 i 2 3,658 4,446 4,579

CONSUMER AFFAIRS LZ99 5903 2 A 3,325 3,665 3,775
REPRESENTATIVE, PUBLIC 
UTILITIES COMMISSION

B ' 3,657 4,445 . 4,578
CONSUMER SERVICES 
COORDINATOR

VM20 8635 2 3,738 4,544 4,680

CONSUMER SERVICES 
REPRESENTATIVE

VM10 8634 2 3,416 4,152 4,277

COORDINATOR OF AC­
TIVITIES (KINSEY AUDITO­
RIUM)

FJ55 5615 2 3,658 4,446 4,579

CORPORATION EXAMINER JD76 4443 2 A 4,009 4,875 5,021
B 4,833 5,876 6,052
C 4,400 5,348 5,508
D 5,309 6,450 6,644

CORPORATION EXAMINER JD74 4452 2 A 5,561 7,097 7,310
IV (SPECIALIST) J

C 6,110 7,796 8,030
CORPSMEMBER DEVEL­
OPMENT COORDINATOR, 
CALIFORNIA CONSERVA­
TION CORP

BZ94 7491 2 4,286 5,208 5,364

CORRECTIONAL CASE 
RECORDS ANALYST

XS80 1152 2 A 2,817 3,426 3,529

B 3,050 3,708 3,819
C 3,658 4,446 4,579

COSMETOLOGY EXAM­
INER I

VU60 8818( 2 3,424 4,115 4,238

CRIME PREVENTION SPE­
CIALIST

KC36 3498 2 A 4,400 5,348 5,508

B 4,833 5,874 6,050
CRIME STUDIES TECHNI­
CIAN I

LX42 5565 2 2,746 ^3,339 3,439

CRIME STUDIES TECHNI- LX40 5566 2 3,262 3,967 4,086
CIAN.II
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

CRIME STUDIES TECHNI­
CIAN TRAINEE

LX44 5562 2 2,354 2,862 '2,948

CRIMINAL JUSTICE SPE­
CIALIST I

KC15 5640 ■ 2 4,400 5,348 5,508

CRIMINAL JUSTICE SPE­
CIALIST II (TECHNICAL)

KC12 5641 , E 4,833 5,874 6,050

CUSTOMER SERVICE SPE­
CIALIST, FRANCHISE TAX .

JI60 1009 2 A 2,817 3,426 3,529

BOARD
B 3,050 3,708 3,819
C 3,658 ,4,446 4,579

DIRECTOR, TELEVISION 
COMMUNICATIONS CEN­

MD45 5684 E 4,833 5,874 6,050

TER (SPECIALIST) .
DISABILITY EVALUATION KH46 5365 2 A 2,817 3,426 , 3,529
ANALYST

B 3,050 3,708 3,819 •
C 3,658 4,446 4,579 ,

DISABILITY EVALUATION 
ANALYST II

KH44 8392 . 2 4,009 .4,874 5,020

DISABILITY EVALUATION 
ANALYST III

KH42 5367 2 4,400 5,348 5,508

DISABILITY INSURANCE 
PROGRAM REPRESENTA­

WE65 ■9233 2 A 2,817 3,263 3,361

TIVE
' B ':' 3,050 3,708

(
: 3,819

C 3,503 4,256 4,384

DISABILITY INSURANCE WE85 9218 2 A 3,335 4,054 4,176
SPECIALIST I

B 4,009 4,874 5,020

DISABILITY INSURANCE 
SPECIALIST II

WE80 9227 2 4,400 5,348 5,508

DISABILITY INSURANCE 
SPECIALIST III

WE75 9228 2 4,833 5,874 6,050

DISASTER WORKER
STAFF SERVICES (VARI­
OUS DISASTERS)

UC40 8080 2 2,817 5,309 5,468

DISTRICT SALES REPRE­
SENTATIVE, CALIFORNIA 
STATE LOTTERY

KB20 1790 2
■

3,364 4,089 4,212

DRIVER SAFETY OFFICER VQ51 8727 2 A 2,804 - 3,408 3,510
B - 3,050 3,708 3,819
C 3,495 4,248 4,375

. D 4,009 4,874 5,020
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE
! ' ' ' ./ 07/01/2013
EDITORIAL AID MC27 5623 2 ) 2,746 3,339 3,439
EDITORIAL ASSISTANT 
DEPARTMENT OF EDUCA­
TION

MC25 5621 2 3,658 4,446 4,579

EDITORIAL TECHNICIAN LZ20 5602 2 3,001 3,647 3,756
EDUCATION AND OUT­
REACH SPECIALIST

MA10 7371 2 4,400
I

5,348 5,508

ELECTIONS SPECIALIST KA36 5354 2 4,833 5,874 6,050
EMPLOYMENT DEVELOP­ JW93 4511 _ E 5,309 6,451 6,645
MENT PLANNER III
EMPLOYMENT DEVELOP­
MENT SPECIALIST I

WB68 9204 2 A 3,335 4,054 4,176

B 4,009 4,874 ’ 5,020
EMPLOYMENT DEVELOP­
MENT SPECIALIST II

,WB66 9216 2 A 4,400 5,348 5,508

L 4,400 5,348 5,508
EMPLOYMENT DEVELOP­ WB64 9215 2 4,833 5,874 6,050
MENT SPECIALIST III r

EMPLOYMENT PROGRAM 
ASSISTANT

WB50 9232 - 2 A 2,193 2,666 2,746

- B 2,354 2,862 2,948
EMPLOYMENT PROGRAM 
COUNSELOR

WD45 9152 2 A 2,817 3,426 3,529

B 3,503 4,256 4,384
EMPLOYMENT PROGRAM 
REPRESENTATIVE

WB35 9194 2 A 2,817 3,263 3,361

B 3,050 CO Vi o 00 3,819
C ' 3,503 , 4,256 4,384

EMPLOYMENT PROGRAM 
TECHNICIAN

WB40 9231 2 2,590 3,148 3,242

ENVIRONMENTAL PLAN­
NER

JX30 4640 ' 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819
c 3,841 4,670 4,810

ENVIRONMENTAL PLAN­
NER (ARCHEOLOGY)

JX34 > 4617 2 A 3,106 3,425 3,528

B , 3,204 . 3,708 3,819
C 3,841 4,670 4,810

ENVIRONMENTAL PLAN- JX36 4618 2 A 3,106 3,425 3,528
NER (ARCHITECTURAL 
HISTORY)
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APPENDIX A-UNIT 1 SALARY SCHEDULE
i

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

B 3,204 3,708 . 3,819
C 3,841 4,670 4,810 .

ENVIRONMENTAL PLAN­
NER (NATURAL SCIENCES)

JX32 4635 2 A 3,106
\

3,425 3,528 ;

B 3,204 3,708 3,819 ,
- C 3,841 4,670 s 4,810

EQUAL EMPLOYMENT OP­
PORTUNITY ANALYST

KY91 5147 2 . 4,400 5,348 5,50,8 . '

EVENT COORDINATOR, 
DISTRICT AGRICULTURAL 
ASSOCIATION

ME30 ' 4903 2 3,658 4,446 4,579 :

EXAMINER IN BARBERING VU90 8828 2 3,424 4,115 4,238

EXHIBIT REPRESENTA­
TIVE I

ME76 ' 4840 2 2,579 3,136 3,230

EXHIBIT REPRESENTA­
TIVE II .

ME74 4838 2 3,050 . 3,708 3,819

EXPORT SPECIALIST AS 85 9566 2 3,658 4,446 4,579

FACILITY MARKETING 
REPRESENTATIVE, DIS­
TRICT AGRICULTURAL 1 
ASSOCIATION

ME68 2121 2 3,364 4,089 4,212 ;

FAIR EMPLOYMENT AND WR25 9513 2 A 2,817 3,426 3,529
HOUSING CONSULTANT 1

B 3,050 3,708 3,819
C 3,658 4,446 4,579

FAIR EMPLOYMENT AND 
HOUSING CONSULTANT II

WR20 9511 2 4,400 5,348 5,508

FAIR EMPLOYMENT AND 
HOUSING CONSULTANT III 
(SPECIALIST)

WR17 9547 2 4,833 5,874 6,050

FEED, FERTILIZER AND 
LIVESTOCK DRUGS IN­

AG84 0775 2 A 2,870 3,488 3,593

SPECTOR
B 3,262 3,967 4,086

FIELD EXAMINER 1, AGRI­
CULTURAL LABOR RELA­

WR60 9518 2 A 2,817 3,426 3,529

TIONS BOARD
B 3,658 4,446 4,579

FIELD EXAMINER II, AGRI­ WR55 9519 2 4,400 5,348 5,508
CULTURAL LABOti RELA­
TIONS BOARD ' i

FIELD EXAMINER III, AGRI- WR50 9520 2 4,833 5,874 6,050
CULTURAL LABOR RELA­
TIONS BOARD
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

FINANCIAL AID ANALYST JQ56 1963 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579
FINANCIAL INSTITUTIONS JA20 4101 2 A 3,106 4,012 4,132
EXAMINER ■ ■ -

B 4,009 4,875 5,021

C 4,833 5,876 6,052
FINANCING ASSbClATE, 
CALIFORNIA HOUSING 
FINANCE AGENCY

JV54 4538 2 4,400 5,348 5,508

FINANCING SPECIALIST, 
CALIFORNIA HOUSING 
FINANCE AGENCY

JV52 4539 E 4,833 5,874 6,050 -

FISH AND WILDLIFE RE­
SOURCES INFORMATION 
AND EDUCATION OFFICER

MA15 5614 E 4,833 5,874 6,050

FRAUD PREVENTION SPE­
CIALIST

JF34 4026 2 4,833 5,874 6,050

FREE VENTURE-PRIVATE 
INDUSTRIES SPECIALIST, 
DEPARTMENT OF YOUTH 
AUTHORITY

WU30 9550 2 4,833 5,874 6,050

FRUIT AND VEGETABLE 
QUALITY CONTROL IN­

AD50 0684 2 A 2,986 3,630 3,739

SPECTOR

B 3,262 3,967 4,086
GENERAL AUDITOR II JB50 4287 2 3,841 4,903 5,050
GENERAL AUDITOR III JB40 4285 2 4,619 ' 5,897 ’ J 6,074

GENETIC DISEASE PRO­
GRAM SPECIALIST I

KJ16 8450 2 3,658 4,446 4,579

GENETIC DISEASE PRO­
GRAM SPECIALIST II

KJ14 8451 '2 4,400 5,348 5,508.

GENETIC DISEASE PRO­
GRAM SPECIALIST III

KJ12 8452 2 4,833 5,874 6,050

GOVERNMENTAL AUDI­ JB30 4146 2 3,841 4,903 5,050
TOR II )

GOVERNMENTAL AUDI­ JB20 4144 2 4,619 5,897 , 6,074
TOR III

GUIDE I HISTORICAL 
MONUMENT

BU90 2794 2 2,928 3,559 3,666

GUIDE II, HISTORICAL 
MONUMENT (SPECIALIST)

BU86, 2740 2 3,185 3,870 3,986

GUIDE TRAINEE HISTORI­
CAL MONUMENT

KH14 4672 2 A 2,817 3,426 3,529

HEALTH ANALYST

B 3,050 3,708 3,819
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APPENDIX A-UNIT 1

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

HEALTH FACILITIES 
EVALUATOR I

SZ70 8001

HEALTH FACILITIES 
EVALUATOR II

C
D

NCO 8052

HEALTH FACILITIES EVAL­
UATOR SPECIALIST

SZ60 2246

HEALTH FACILITIES 
EVALUATOR TRAINEE

SZ72 8007

HEALTH FACILITY CON­
STRUCTION FINANCING 
ANALYST

KX68 5084

HEALTH FACILITY CON­
STRUCTION FINANCING 
SPECIALIST

KX63 5124

HEALTH PLANNING SPE­
CIALIST I

JW28 4666

HEALTH PLANNING SPE­
CIALIST II

JW26 4648

HEALTH PROGRAM AUDI­
TOR II, DEPARTMENT OF 
HEALTH SERVICES

JF20 4254

HEALTH PROGRAM AUDI­
TOR III, DEPARTMENT OF 
HEALTH SERVICES

JF18 4252

HEALTH PROGRAM AUDI­
TOR IV, DEPARTMENT OF 
HEALTH SERVICES

JF16 4249

HEALTH PROGRAM SPE­
CIALIST I

KH10 8338

HEALTH PROGRAM SPE­
CIALIST II

KH06 8336

HEALTH TRAINING CON­
SULTANT

LC80 5224

HOSPITAL COORDINATOR
OF FORENSIC SERVICES

KI55 5202

HOUSING AND COM­
MUNITY DEVELOPMENT 
REPRESENTATIVE I

VY27 9023

HOUSING AND COM- VY25 8962
MUNITY DEVELOPMENT 
REPRESENTATIVE II

)

SALARY SCHEDULE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

2 3,849 N 4,679 4,819

.2 4,400 5,348 , 5,508

2 4,833 5,874 6,050

2 2,817 . 3,426 3,529

2 A 2,817 3,426- 3,529 •

B 3,050 3,708 3,819
C 3,658 . 4,446 . 4,579

E 4,833 5,874 6,050

2 4,833 5,874 6,050

2 5,309 6,451 6,645

2 3,841 4,903 5,050

2 ■ 4,619 5,897 6,074

2 4,833 6,168 6,353

2 4,833 5,874 6;050

E 5,309 6,451 6,645

2 4,400 5,348 5,508

2 4,833 5,874 6,050

2 A 3,106 3,425 3,528

B 3,204 3,708 3,819
C 3,841 4,670 4,810

2 4,619 5,616 5,784
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE

HOUSING AND COM­
MUNITY DEVELOPMENT 
SPECIALIST I

SCHEMATIC
CODE

VY22

CLASS
CODE

9035

WWG

2

A/R MINIMUM
SALARY

4,833

MAXIMUM
SALARY

5,874

MAX 
WITH 3% 

INCREASE 
07/01/2013

6,050

HOUSING AND COM­
MUNITY DEVELOPMENT 
SPECIALIST II

VY20 9037 2 5,309 6,451 6,645

HOUSING FINANCE AS­
SISTANT (CONSTRUCTION 
SERVICES)

KX46 5254 2 3,658 4,446 4,579

HOUSING FINANCE ASSIS­
TANT (GENERAL)

. KX42 5227 2 3,658 4,446 4,579

HOUSING FINANCE ASSIS­
TANT (RENTAL)'

KX44 5252 2 3,658 , 4,446 4,579

HOUSING FINANCE AS­
SOCIATE (AFFIRMATIVE 
ACTION)

KX38 4821 2 4,400 5,348 5,508

HOUSING FINANCE AS­
SOCIATE (CONSTRUCTION 
SERVICES)

KX32 5236 2 4,400 5,348 5,508

HOUSING FINANCE ASSO­
CIATE (GENERAL)

KX30 5255 2 4,400 5,348 5,508

HOUSING FINANCE AS­
SOCIATE (MANAGEMENT 
SERVICES)

KX40 4835 . 2 4,400 5,348 , 5,508

HOUSING FINANCE ASSO­
CIATE (RENTAL)

KX36 5163 2 4,400 5,348 5,508

HOUSING FINANCE ASSO­
CIATE (SINGLE FAMILY)

KX34 5162 2 4,400 5,348 i 5,508
/

HOUSING FINANCE SPE­
CIALIST (AFFIRMATIVE 
ACTION)

' KX26 5240 2 4,833 5,874 . 6,050

HOUSING FINANCE SPE­
CIALIST (GENERAL)

KX20 5235 2 4,833 5,874 6,050

HOUSING FINANCE SPE­
CIALIST (MANAGEMENT 
SERVICES)

KX28 5452 2 4,833 5,874 6,050

HOUSING FINANCE SPE­
CIALIST (RENTAL)

KX24 5141 2 4,833 5,874 6,050

HOUSING FINANCE SPE­
CIALIST (SINGLE FAMILY)

KX22 5143 2 4,833 5,874 6,050

HOUSING FINANCE
TRAINEE (GENERAL)

KX50 5225 2 A 2,817 3,426 3,529

B 3,050 3,708 3,819
INDUSTRIAL RELATIONS 
REPRESENTATIVE

W045 9483 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

INFORMATION OFFICER I 
(SPECIALIST)

LZ17 5601 . 2 A 4,400 5,348 5,508

L 4,400 5,348 5,508

INFORMATION SYSTEMS 
TECHNICIAN

LN48 . 1360 2 A 2,480 2,870 2,956

B . 2,579 3,293 3,392
" C 2,928 3,737 3,849

L 2,480 2,870 2,956
M 2,579 3,293 3,392
N 2,928 3,737 3,849

INFORMATION SYSTEMS 
TECHNICIAN SPECIALIST I

LN45 1562 2 3,495 4,460 4,594

INFORMATION SYSTEMS 
TECHNICIAN SPECIALIST II

LN43 1557 2 4,199 5,360 5,521

INHERITANCE AND GIFT
TAX EXAMINER III

JK62 4488 2 4,619 5,897 6,074

INSTITUTION ARTIST/FA­
CILITATOR

FK46 5658 2 3,738 4,544 4,680

INSTRUCTIONAL DE­
SIGNER (TECHNOLOGY), 
COMMISSION ON PEACE 
OFFICER STANDARDS AND 
TRAINING

LC65 2947 E 4,833 5,874 6,050

INSTRUCTIONAL SYSTEMS 
ENGINEER, COMMISSION
ON PEACE OFFICER STAN­
DARDS AND TRAINING

LM26 2949 E 4,619 5,897 6,074

INSURANCE CLAIMS SPE­
CIALIST

JC24 4417 E 5,831 7,087 7,300

INSURANCE COMPLIANCE 
OFFICER, DEPARTMENT

VJ50 8564 2 A 3,204 3,856 3,972

OF INSURANCE
B 3,513 4,231 4,358
C 4,231 5,103 5,256

INSURANCE EXAMINER JC20 4420 2 A 3,106 3,596 3,704.
B 3,069 3,917 4,035
C 3,069 3,917 4,035
D 3,349 4,272 4,400
E 3,841 4,903 5,050
F 4,009 5,118 5,272
G 4,009 5,118 5,272
H 4,400 5,616 5,784
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX

>
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

INSURANCE RATE ANA­
LYST

JC40 4441 2 A 3,106 •> 3,425 3,528'

B 3,204 3,708 3,819
C 3,841 4,670 4,810
D 4,009 4,874 - 5,020

INVESTIGATIVE AUDITOR 
ALCOHOLIC BEVERAGE 
CONTROL

JE30 4286 E 4,833 6,168 6,353

INVESTIGATIVE AUDITOR
II, DEPARTMENT OF FOOD 
AND AGRICULTURE

JE14 9070 2 3,841 4,903 5,050

INVESTIGATIVE AUDI­
TOR II, DEPARTMENT OF 
JUSTICE

JE26 4203 2 3,841 4,903 5,050

INVESTIGATIVE AUDITOR
III, DEPARTMENT OF FOOD 
AND AGRICULTURE

JE12 9071 2 4,61.9 5,897 6,074

INVESTIGATIVE AUDI­
TOR III, DEPARTMENT OF 
JUSTICE

JE24 4215 2 4,619 5,897 ; 6,074

INVESTIGATIVE AUDITOR
IV (SPECIALIST), DEPART­
MENT OF JUSTICE

JE22 4224 E ■ 4,833 6,168 6,353

INVESTIGATIVE CERTIFIED 
PUBLIC ACCOUNTANT

JE36 6612 E 5,076 6,168 6,353

INVESTMENT OFFICER JV36 7338 2 A 3,185 3,870 3,986
I, CALIFORNIA STATE -
TEACHERS’ RETIREMENT 
SYSTEM ■

B 3,658 4,446 4,579
C 4,235 5,147 5,301
D 4,833 5,874 6,050

INVESTMENT OFFICER
I, PUBLIC EMPLOYEES’ RE­

JV26 4656 2 A 3,185 3,870 . = 3,986

TIREMENT SYSTEM
B 3,658 4,446 4,579
C 4,235 5,147 5,301
D 4,833 5,874 . 6,050

INVESTMENT OFFICER
II,CALIFORNIA STATE 
TEACHER’S RETIREMENT

JV31 7339 E 5,831 7,087 . , 7,300

INVESTMENT OFFICER
II, PUBLIC EMPLOYEES’ 
RETIREMENT SYSTEM

JV24 4671 E 5,831 ’ 7,087 7,300 .
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

INVESTMENT OFFICER JV17 7684 E 7,794 9,023 9,294
III, CALIFORNIA STATE 
TEACHERS’ RETIREMENT
SYSTEM
INVESTMENT OFFICER
III, PUBLIC EMPLOYEES’ 
RETIREMENT SYSTEM

JV61 4695 E - 7,794 9,023 9,294

JOB AGENT WD25 9155 2 3,841 4,670 4,810

JUNIOR AVIATION CON­
SULTANT

LZ89 5554 2 3,502 4,255 4;, 383

JUNIOR PROPERTY AGENT KW60 5094 2 2,817 3,263i 3,361

JUNIOR PROPERTY AP­
PRAISER

KT48 5014 2 2,817 3,263 3,361
I

JUNIOR SMALL BUSINESS KD20 5722 2 A 2,817 3,426 3,529
OFFICER

B 3,050 - 3,708 3,819

JUNIOR STAFF ANALYST JY25 5156 2 A 2,817 3,426 3,529
(GENERAL)

B 3,050 3,708 3,819
L 2,817 3,426 3,529
M 3,050 3,708 3,819

KEY ACCOUNTS SPECIAL­
IST, CALIFORNIA STATE 
LOTTERY

KB33 1787 2 4,400 5,348 5,508

LEGAL ANALYST JY62 5237 2 A 3,841 4,670 ' 4,810

• r L 3,841 4,670 4,810

LEGAL ASSISTANT JY66 1820 2 A ; 3,386 4,116 4,239
L ' 3,386 - 4,116 4,239

LEGISLATIVE COORDI­ KF77 5152 E 4,833 5,874 6,050
NATOR, SECRETARY OF 
STATE’S OFFICE-

—

LIMITED EXAMINATION
AND APPOINTMENT PRO­
GRAM CANDIDATE (IDEN­
TIFIED CLASS)

KC84 4687 2 0 15,143 15,597

LIMITED EXAMINATION
AND APPOINTMENT PRO­
GRAM CANDIDATE (IDEN­
TIFIED CLASS)

KC84 4687 2 0 1,514 1,560

LIMITED EXAMINATION
AND APPOINTMENT PRO­
GRAM CANDIDATE (IDEN­
TIFIED CLASS)

KC84 4687 2 0 151 156

LOAN OFFICER JT35 7480 2 4,400 5,348 5,508
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„ APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

MANAGEMENT SERVICES 
ASSISTANT

. JY42 5256 2 2,193 2,666 2,746

MANAGEMENT SERVICES 
TECHNICIAN

JY40 5278 ■ 2 A 2,495 3,034 .3,125

B 2,817 1 3,426 • 3,529
L 2,495 3,034 3,125
M 2,817 3,426 , 3,529

MARKETING ANALYST I, 
CALIFORNIA STATE LOT­

KB43 9067 2
\

A y 3,050 3,708 3,819

TERY

B 3,658 4,446 4,579
MARKETING ANALYST II, KB40 9068 2 4,400 5,348 5,508
CALIFORNIA STATE LOT­
TERY.

r

MARKETING SPECIALIST, 
CALIFORNIA MUSEUM OF 
SCIENCE AND INDUSTRY/ 
DISTRICT AGRICULTURAL 
ASSOCIATIONS

FJ45 0556 2 4,833 5,874 6,050

MARKETING SPECIALIST, 
CALIFORNIA STATE LOT­

KB30 9069 2 4,833 5,874 6,050

TERY
MEAT FOOD INSPECTOR AV75 0714 2 A 2,928 3,559 3,666

B 3,335 4,054 4,176
MEDICAL RECORD CON­
SULTANT

CW20 1863 2 A 4,569 5,556 5,723

S 4,576 5,563 5,730
MEDI-CALTECHNICIAN I SY96 8028 2 2,447 2,974 3,063
MEDI-CALTECHNICIAN II SY94 8032 2 2,756 3,351 3,452
MEDI-CAL TECHNICIAN III 
(SPECIALIST)

SY92 8036 2 3,001 3,647 3,756

MINERAL AND LAND AUDI­
TOR SPECIALIST II

JE48 4134 2 3,826 4,885 5,032

MINERAL AND LAND AUDI­ JE46 4135 2 4,611 5,882 : 6,058
TOR SPECIALIST III ■' * \
MINERAL AND LAND 
AUDITOR SPECIALIST IV 
(SPECIALIST)

JE42 4137 2 5,064 6,465 6,659

MORTGAGE INSURANCE 
REPRESENTATIVE I

KX85 7526 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579
MORTGAGE INSURANCE 
REPRESENTATIVE II

KX86 7527 2 4,400 5,348 5,508

MORTGAGE INSURANCE KX88 7645 2 ' 4,833 5,874 6,050
SPECIALIST
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

MORTGAGE LOAN AC­
COUNTANT

JN16 4952 2 2,870 3,488 3,593

MORTGAGE LOAN AC­
COUNTING OFFICER

JN14 4918 2 3,841 4,670 4,810

MOTION PICTURE PRO­
DUCTION ANALYST

MD80 5648 2 4,400 5,348 5,508

MOTION PICTURE SPE­
CIALIST

MD30 5583 2 4,400 - 5,348 5,508

MUSEUM EXECUTIVE AS­
SISTANT

' FJ50 1752 2 4,400 5,348 5,508

OCCUPATIONAL TECHNI­
CIAN (GENERAL)

JY70 5111 2 A 2,495 3,034 3,125

B 2,817 3,426 3,529
OPERATIONS RESEARCH 
SPECIALIST II

LQ02 5259 2 ,4,723 5,743 5,9T5

OPERATIONS RESEARCH 
SPECIALIST III

LQ01 5260 E 5,439 6,610 6,808

PARK AND RECREATION 
SPECIALIST

BV55 1068 2 A 2,817 3,263 3,361

,' B 3,495 4,248 . 4,375
C 4,199 5,105 5,258

PATIENT BENEFIT AND 
INSURANCE OFFICER I

VM86 8662 2 A , 3,922 4,767 4,910

S 3,925 4,770 4,913
PATIENT BENEFIT AND 
INSURANCE OFFICER II 
(SPECIALIST)

- VM83 8666 2 4,306 5,232 5,389

• \

PAYROLL AUDITOR, DIVI­
SION.OF LABOR STAN­
DARDS ENFORCEMENT

CU90 1782 2 2,720 3,306 3,405

PAYROLL SPECIALIST KY65 1311 2 A 2,602 3,162 3,257 ;
B 2,993 3,640 3,749
C 3,098 3,766 3,879
D 3,346 4,067 4,189

PENSION PROGRAM ANA­
LYST

JR32 5103 2 A 2,817 3,426 3,529.

B 3,050 3,708 3,819
C 3,658 4,446 4,579

PERSONNEL SPECIALIST KY45 1303 2 A 2,602 3,162 3,257
B 2,993 3,640 3,749

- C 3,098 3,766 3,879
D 3,346 4,067 4,189
L 2,602 3,162 3,257
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

N 3,098 3,766 3,879

O 3,346 4,067 4,189
PERSONNEL TECHNICIAN I KY98 5160 2 A 2,408 2,927 3,015

B 2,817 3,426 3,529

- L 2,408 2,927 3,015

' M 2,817 3,426 3,529
PERSONNEL TECHNICIAN
II (SPECIALIST)

KY97 5161 2 3,262 3,967 4,086 1

PESTICIDE USE SPECIAL­
IST

AH50 0471 2 A 3,058 3,714 3,825

-
- B 3,661 4,451, 4,585

PHOTOGRAPHER FK30 2845 2 3,050 3,708 3,819
, PHYSICAL TESTING AND 

EVALUATION SPECIALIST
LA75 4963 2 3,050 3,708 3,819

PLANNER JW16 4644 2 A 3,050 3,708 3,819

B , 3,658 . 4,446 4,579 ,
PLANNER I.- ENERGY FA­
CILITY SITING

JX84 4734 2 4,400 5,348 5,508

PLANNER ll-ENERGY FA­
CILITY SITING

JX82 4756 2 4,833 5,874 6,050

POLITICAL REFORM CON­
SULTANT I, FAIR POLITICAL 
PRACTICES COMMISSION

KB74 1805 2 4,400 5,348 5,508

POLITICAL REFORM CON­
SULTANT II, FAIR POLITI­
CAL PRACTICES COMMIS­
SION

KB72 1816 2 4,833 5,874 : ■ 6,050

POLITICAL REFORM PRO­
GRAM SENIOR SPECIAL­
IST

KA56 1824 2 4,833 5,874 6,050

i

POLITICAL REFORM PRO­
GRAM SPECIALIST

KA55 1822 2 4,400 5,348 5,508

PRINCIPAL COMPLIANCE 
REPRESENTATIVE, FRAN­
CHISE TAX BOAF^D ..

JI90 8622 2 4,833 5,874 6,050

PROCESSING FRUIT AND 
VEGETABLE INSPECTOR I 
(SEASONAL)

AC60 0054 2 14.41 15.90 16.38

PROCESSING FRUIT AND 
VEGETABLE INSPECTOR II 
(SEASONAL)

AC50 0052 2 15.69 17.29 17.81

PROCESSING FRUIT AND 
VEGETABLE INSPECTOR III 
(SEASONAL)

AC45 0051 2 17.07 18.83 19.39
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CLASSIFICATION TITLE Schematic
code

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

PROCESSING FRUIT AND 
VEGETABLE INSPECTOR
IV (PERMANENT INTER­
MITTENT)

AC65 3523 2 18.62 20.52 21.14

PRODUCTS MANAGEMENT 
SPECIALIST, PRISON IN­
DUSTRIES

RA50 7113 - E 5,328 6,477 6,671

PROGRAM EVALUATOR 
SPECIALIST (INFORMA­
TION SYSTEMS), CalPERS

JC65 4084 , 2 . 4,837 .6,173. 6,358

PROGRAM EVALUATOR, 
CalPERS

' JC45 4057 2 A 3,106 3,596 3,704

B 3,204 3,893 4,010
r) ■ •'

C 3,841 4,903 ‘ 5,050

PROGRAM SPECIALIST 
AGRICULTURAL CHEMI­
CALS

AGIO 0380 2 4,723 5,743 5,915

PROGRAM SPECIALIST I, 
FRANCHISE TAX BOARD

JI46 4364 2 5,076 6,476 6,670

PROGRAM SPECIALIST II, 
FRANCHISE TAX BOARD

JI42 4365 2
(

5,573 7,113 7,326

PROGRAM SPECIALIST III, 
FRANCHISE TAX BOARD

JI41 4366 E 6,775 7,842 8,077

PROGRAM SPECIALIST, 
FEED, FERTILIZER AND 
LIVESTOCK DRUGS

AG80 0355 2 4,723 5,743 5,915

PROGRAM SPECIALIST,
PEST MANAGEMENT

AG90 0381 2
,

4,828 5,869 . 6,045

PROGRAM SYSTEMS 
ANALYST

LM48 7736 2 A 3,106 3,596 3,704

B 3,204 3,893 4,010

C : . 3,841 4,903 5,050 .

PROGRAMMER APPREN­
TICE

/ LM36 1396 2 A 2,436 2,821 2,906

B 2,634 ' 3,048 3,139

C 2,870 3,323 3,423

\ D 3,185 3,686 3,797

PROGRAMMER I LM34 1382 2 A 3,262 3,777 3,890

i B . 3,364 4,087 ■j 4,210

L 3,262 3,777 ■ 3,890

M 3,364 4,087 4,210

PROGRAMMER II LM30 1383 2 4,033 5,147 5,301
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG Am MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

PROJECT MANAGER I, 
LITTLE HOOVER COMMIS­
SION

LQ08 5424 E A 4,833 5,874 6,050

B 5,309 . 6,451 6,645

PROJECT MANAGER II, 
LITTLE HOOVER COMMIS­
SION

LQ09 5431 . E 5,831 7,087 7,300

PROMOTIONAL SPECIAL­
IST, PRISON INDUSTRIES

MC40 5584 2 4,400 5,348 5,508

PROPERTY APPRAISER/IN­
VESTIGATOR (OFFICE OF 
REAL ESTATE APPRAIS­
ERS)

KS80 5457 2 4,736 5,755 5,928

PUBLIC LAND MANAGE­
MENT SPECIALIST I

KS64 4367 2 A 3,262 3,597 3,705

B 3,364 3,893 4,010

PUBLIC LAND MANAGE­
MENT SPECIALIST II

KS63 4368 2 3,841 4,670 4,810

PUBLIC LAND MANAGE­
MENT SPECIALIST III

KS62 4369 2 4,619 5,616 5,784

PUBLIC LAND MANAGE­
MENT SPECIALIST IV

KS61 4370 2 5,441 ^ 6,611 6,809

PUBLIC PARTICIPATION 
SPECIALIST, DEPARTMENT 
OF HEALTH SERVICES

MA08 5373 2 4,400 5,348 5,508

PUBLIC UTILITIES REGU­
LATORY ANALYST I

LT40 4592 2 A 2,939 3,572 3,679

. B 3,185 3,870 3,986

C 3,826 4,652 4,792
PUBLIC UTILITIES REGU­
LATORY ANALYST II

LT35 4593 2 4,611 5,602 5,770

PUBLIC UTILITIES REGU­
LATORY ANALYST III

LT30 4611 2 5,064 6,156 6,341

PUBLIC UTILITIES REGU­
LATORY ANALYST IV

LT25 4615 2 5,561 6,759 6,962

PUBLIC UTILITIES REGU­
LATORY ANALYST V

LT20 4616 2 6,110 7,425 , 7,648

PUBLIC UTILITY FINANCIAL 
EXAMINER II

JG26 4508 2 3,826 4,885 5,032

PUBLIC UTILITY FINANCIAL 
EXAMINER III

JG24 4502 2 4,611 5,882 6,058 .

PUBLIC UTILITY.FINANCIAL JG22' 4499 2 5,561 7,097 7,310
EXAMINER IV
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

PUBLICATIONS SPECIAL­
IST, DEPARTMENT OF 
JUSTICE

. MC05 5618 2 4,400 5,348 5,508 '

PURCHASING SPECIFICA­
TIONS ANALYST

KP50 4889 . 2 4,611 5,602 5,770

QUALITY ASSURANCE 
MANAGER, PRISON IN­
DUSTRIES \

QZ82 7145 2 4,723 5,743 5,915'

RAIL TRANSPORTATION 
ASSISTANT

JX68 3189 2 A 3,106 3,425 3,528 ,

B 3,204 3,708 3,819

C 3,841 4,670 4,810

RAIL TRANSPORTATION 
ASSOCIATE

JX66 3188 2 4,723 5,743 5,915

REAL ESTATE EXAMINA­
TION TECHNICIAN

LA55 4297 2 A 2,408 2,927 3,015

B 2,817 3,426 3,529

REAL ESTATE LICENSE 
EXAMINER I

LA50 4298 2 3,658 4,446 4,579

REAL ESTATE LICENSE 
EXAMINER II

LA45 4299 2 4,400 5,348 5,508

REAL ESTATE OFFICER KS74 9594 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 4,670 4,810 '

RECORDS MANAGEMENT 
ANALYST I

LE48 5250 2 3,658 4,446 4,579

RECORDS MANAGEMENT 
ANALYST II (SPECIALIST)

LE46 5265 2 4,400 5,348 5,508

RECYCLING SPECIALIST I KC74 4689 2 A 3,282 .3,989 ■ 4,109

B 3,889 4,727 4,669

RECYCLING SPECIALIST II KC72 4690 2 4,630 5,628 5,797

RECYCLING SPECIALIST III 
(TECHNICAL)

KC70 4696 2 5,065 6,155 6,340

REGIONAL INTERPRETIVE 
SPECIALIST

BU81 2788 2 4,199 5,105 ' 5,258

REGISTRAR OF INTER­
PRETIVE COLLECTIONS

BT20 2806 2 4,199 5,105 5,258

REGISTRATION SPECIAL­
IST (AGRICULTURAL 
CHEMICALS)

AG75 0113 2 A 2,870 3,488 3,593

B 3,262 3,967 4,086 ;

C 3,738 4,544 4,680
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CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX

' . ' l
CODE CODE SALARY SALARY WITH 3‘ 

INCREA! 
07/01/20

REINSURANCE SPECIAL­
IST

JC22 4416 2 A 4,619 5,616 5,784

B 4,833 5,874 6,050
RENTALAGENT KR75 8638 2 3,416 4,152 . 4,277
RESEARCH ANALYST I 
(DEMOGRAPHY)

LQ24 5807 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 4,670 ,4,810
RESEARCH ANALYST I 
(ECONOMICS)

LQ23 5791 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 ' 4,670 4,810
RESEARCH ANALYST I LQ25 7416 2 A 3,106 3,425 3,528
(GEOGRAPHIC INFORMA­
TION SYSTEMS)

f

B 3,204 3,708 3,819

C 3,841 4,670 4^810

RESEARCH ANALYST I 
(SOCIAL/BEHAVIORAL)

LQ22 5859 2 A 3,106 3;425 3,528

B 3,204 3,708 3,819

C 3,841 4,670 4,810
RESEARCH ANALYST I 
-GENERAL-

LQ20 5729 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,841 4,670 4,810
RESEARCH ANALYST II 
(DEMOGRAPHY)

, LQ14 5809 ,2 4,619 5,616 ,5,784

RESEARCH ANALYST II 
(ECONOMICS)

LQ13 5792 2 4,619 5,616 5,784

RESEARCH ANALYST II 
(GEOGRAPHIC INFORMA­
TION SYSTEMS)

’ LQ15 7417 2 4,619 5,616 5,784

- >'

RESEARCH ANALYST II 
-GENERAL-

LQ10 5731 2 A 4,619 5,616 5,784

, L 4,619 5,616 5,784
RESEARCH ANALYST II 
-SOCIAL/BEHAVIORAL-

LQ12 5732 2 4,619 5,616 ’ 5,784

RESEARCH PROGRAM 
SPECIALIST I

LQ80 5742 2 4,833 5,874 . 6,050

RESEARCH PROGRAM 
SPECIALIST I (DEMOGRA­
PHY)

LQ83 5833 ■ 2 4,833 5,874 6,050
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CLASSIFICATION TITLE SCHEMATIC' CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

RESEARCH PROGRAM 
SPECIALIST I (ECONOM­

LQ90 5830 2 A 4,833 5,874 . 6,050

ICS)

L 4,833 5,874 6,050

RESEARCH PROGRAM LQ91 5832 2 4,833 5,874 6,050
SPECIALIST I (FIRE AND 
FUELS)

i\

RESEARCH PROGRAM 
SPECIALIST I (GEO­
GRAPHIC INFORMATION 
SYSTEMS)

LQ93 7418 2 4,833 5,874 6,050

RESEARCH PROGRAM 
SPECIALIST I (HEALTH)

LQ88 5893 2 4,833 5,874 6,050

RESEARCH PROGRAM 
SPECIALIST I (MENTAL HE

LQ84 5619 2 4,833 . 5,874 6,050

ALTH)

RESEARCH PROGRAM 
SPECIALIST I -SOCIAL/ 
BEHAVIORAL-

LQ82 5756 2 4,833 5,874 6,050

RESEARCH PROGRAM 
SPECIALIST II

LQ70 5758 E ' 5,309 6,451 6,645

RESEARCH PROGRAM 
SPECIALIST II (DEMOGRA­
PHY)

LQ77. 5771 E 5,309 6,451 6,645

RESEARCH PROGRAM 
SPECIALIST II (ECONOM­

LQ73 5835 E A 5,309 6,451 6,645

ICS)

L 5,309 6,451 6,645

RESEARCH PROGRAM 
SPECIALIST II (FIRE AND 
FUELS)

LQ74 5836 ■ E 5,309 6,451 6,645

RESEARCH PROGRAM 
SPECIALIST II (GEO­
GRAPHIC INFORMATION 
SYSTEMS)

LQ79 7419 E 5,309 6,451 6i 645

RESEARCH PROGRAM 
SPECIALIST II (MENTAL HE

LQ76 5620 E 5,309 6,451 6,645

ALTH) ,

RESEARCH PRO­
GRAM SPECIALIST

LQ75 5723 E 5,309 . 6,451 6,645

II (OCCUPATIONAL
HEALTH PHARMACOLOGY/
TOXICOLOGY)

RESEARCH PROGRAM 
SPECIALIST II (SOIL ERO­
SION)

LQ71 6001 "E 5,309 6,451 6,645
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CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX

'
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

RESEARCH PROGRAM 
SPECIALIST II -HEALTH-

LQ78 5764 E 5,309 6,451. 6,645

RESEARCH PROGRAM 
SPECIALIST II -SOCIAL/ 
BEHAVIORAL-

LQ72 5767 E 5,309 6,451 6,645

RESEARCH PROGRAM 
SPECIALIST III (DEMOGRA­

LQ67 5770 E 5,831 7,087 7,300

PHY)

RESEARCH PROGRAM 
SPECIALIST III (GEO­
GRAPHIC INFORMATION 
SYSTEMS)

LQ66 7420 E 5,831 7,087 7,300

RESEARCH PROGRAM 
SPECIALIST III (RESOURCE 
ECONOMICAL OPERA­
TIONS RESEARCH)

LQ61 5861 E ' 5,831 7,087 7,300

RESEARCH PROGRAM 
SPECIALIST III (SOIL VEG­
ETATION)

LQ63 6012 E 5,831 7,087 7,300

RESEARCH PROGRAM 
SPECIALIST III (TRANS­
PORTATION ECONOMICS)

LQ65 5733 E 5',831 7,087 7,300

RESEARCH WRITER MC30 5617 2 4,400 5,348 5,508
RETIREMENT PROGRAM 
SPECIALIST I

JR30 5203 2 A 2,817 3,426 3,529

B 3,050 3,708 3,819

C 3,658 4,446 4,579

RETIREMENT PROGRAM 
SPECIALIST II (TECHNI­
CAL)

JR25 5188 2 4,400 5,348 '5,508

RIGHT OF WAY AGENT KR59 4959 2 A 3,106 3,597 3,705

B 3,841 4,670 4,810
ROUTE SALES REPRESEN­
TATIVE

KB30 1791 2 A 2,568 3,122 " 3,216

B 2,986 3,630 3,739
SAFETY SPECIALIST, CAL- 
TRANS

IH11 9807 2 A 3,050 3,708 3,819

B 3,658 4,446 4,579

C 4,400 5,348 5,508

I L 3,050 3,708 3,819

M 3,658 4,446 4,-579

N 4,400 5,348 5,508
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CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX

\ .

CODE CODE SALARY SALARY WITH 3% 
INCREASE 
07/01/2013

SALES REPRESENTATIVE, 
PRISON INDUSTRIES

QZ74 ■ 7149 2 4,948 - 6,015 6,195

SCHOOL FACILITIES PRO­
GRAM ANALYST I

iJP18 - 2710 2 A 2,817 3,426 3,529

B 3,050 3,708 3,819
- C 3,658 , 4,446 4,579

SCHOOL FACILITIES PROt 
GRAM ANALYST II

JP16 4244 2 4,400 5,348 5,508

SEISMIC SAFETY PLAN­
NING SPECIALIST

JW40 4743 E 5,309 6,451 6,645

SENIOR ACCOUNTING OF­
FICER (SPECIALIST)

JL22 4567 2 A 4,400 5,348 5,508 .

L 4,400 5,348 5,508 "

SENIOR ACTUARIAL AS­
SISTANT, CALPERS

LP63 5632 E 4,833 5,874 6,050 .

SENIOR ACTUARIAL STAT­
ISTICIAN

LP65 6079 2 A 4,833 5,874 6,050

B 5,309 6,451 6,645
SENiOR CASUALTY ACTU­ LP23 6085 E A 7,667 • 9,320 9,600
ARY

B' 8,373 10,177 , 10,482
SENIOR CHILD SUPPORT 
ANALYST, DEPARTMENT
OF CHILD SUPPORT SER­
VICES

JJ05 8625 2 4,619
i

5,616 5,784

SENIOR CLAIM AUDITOR . CU20 1765 2 3,094 3,760 3,873
SENIOR COMPLIANCE 
REPRESENTATIVE, FRAN­
CHISE TAX BOARD

JI94 8620 2
I

4,619 5,616 , 5,784

-
SENIOR CONSULTANT, 
STUDENT LOAN AND
GRANT PROGRAMS, 
CALIFORNIA STUDENT AID 
COMMISSION

JQ30 4652 E 5,831

I

7,087 7,300

SENIOR ELECTRONIC
DATA PROCESSING AC­
QUISITION SPECIALIST 
(TECHNICAL)

LL30 1368 E 5,571 7,109 7,322

SENIOR FINANCIAL INSTI­
TUTIONS EXAMINER

JA15 4102 2 5,561 7,097 ,7,310

SENIOR HEALTH FACILITY 
CONSTRUCTION FINANC­

KX61 5184 E 5,309 6,451 , 6,645

ING SPECIALIST \.
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APPENDIX A-UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SENIOR INFORMATION 
SYSTEMS ANALYST (SPE­
CIALIST)

LM82 1337 E A 5,571 7,109 7,322

L 5,571 7,109 7,322

SENIOR INSTRUCTIONAL 
DESIGNER (TECHNOL­
OGY), COMMISSION ON 
PEACE OFFICER STAN­
DARDS AND TRAINING

LC60 2948 E 5,309 6,451 6,645

SENIOR INSTRUCTIONAL 
SYSTEMS ENGINEER, 
COMMISSION ON PEACE 
OFFICER STANDARDS

LM24 2950 E 5,076 6,476 . 6,670

SENIOR INSURANCE COM­
PLIANCE OFFICER (SPE­
CIALIST), DEPARTMENT

VJ36 8607 2 ' 5,113 6,170 6,355

OF INSURANCE ,,
SENIOR INSURANCE EX­
AMINER (SPECIALIST)

JC16 4410 2 A 5,309 6,774 6,977

B 5,831 .7,442 7,665

C 5,831 7,442 7,665

D 6,404 8,173 8,418

SENIOR INSURANCE RATE JC34 4435 2 A 5,309 6,451 6,645
ANALYST

i. I

B 5,831 7,087 7,300

SENIOR LAND AGENT 
l(SPECIALIST)

KS45 4998 ? 5,441 6,613 = 6,811

SENIOR LEGAL ANALYST JY60 5333 2 A 4,619 5,616 5,784

L 4,619 5,616 5,784

SENIOR LIFE ACTUARY LP33 6086 E A 7,667 9,320 9,600

, B 8,373 10,177 10,482

SENIOR MARKETING 
SPECIALIST, CALIFORNIA 
STATE LOTTERY

KB25 9073 2 5,328 6,477 6,671

SENIOR OPERATIONS 
SPECIALIST, FRANCHISE 
TAX BOARD

JY80 . 5346 E 5,309 6,451 . 6,645

SENIOR PAYROLL SPE­
CIALIST

KY60 , 1315 2 , 3,658 4,446 4,579

SENIOR PENSION ACTU­
ARY

LP56 5461 E 8,511 10,344 10,654

SENIOR PERSONNEL SPE­ KY36 1317 2 A 3,658 4,446 4,579
CIALIST

L 3,658 4,446 4,579 -

SENIOR PESTICIDE USE AH40 0472 2 4,404 5,352 5,513
SPECIALIST
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CLASSIFICATION TITLE SCHEMATIC CLASS . WWG A/R MINIMUM MAXIMUM MAX
;CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SENIOR PHOTOGRAPHER FK25 2843 2 3,495 4,248 4,375

SENIOR PLANNER {SPE­
CIALIST)

JW10 4636 E 5,309 ' 6,451 6,645

SENIOR PROGRAM SYS­
TEMS ANALYST (SPECIAL­
IST)

LM40 7740 2 5,309 6,774 6,977

SENIOR PROGRAMMER LM12 1583 E A 5,571 7,109 7,322
ANALYST (SPECIALIST)

L 5,571 '7,109 7,322

SENIOR PROPERTY AP­ KT42 5010 E A 5,309 6,451 6,645
PRAISER

S 5,311 6,455 6,649

SENIOR PROPERTY AP­
PRAISER/INVESTIGATOR 
(OFFICE OF REAL ESTATE 
APPRAISERS)

KS85 5458 . 2 , 5,441 • 6,612 6,810

SENIOR REAL ESTATE OF­
FICER (SPECIALIST)

KS69 9602 E 5,576 - 6,727 6,929

SENIOR SAFETY SPECIAL­ IH12 : 9808 E A 5,076 6,168 6,353
IST, CALTRANS

L 5,076 6,168 6,353

SENIOR SPECIALIST 
PROPERTY APPRAISER 
(BOARD OF EQUALIZA­
TION)

KT54 5449 . 2 5,309 . 6,451 6,645

SENIOR SPECIALIST 
PROPERTY AUDITOR

KT60 5453 2 5,309 6,774 6,977

APPRAISER (BOARD OF 
EQUALIZATION)' , , -

SENIOR TAX COMPLIANCE 
REPRESENTATIVE (SPE­
CIALIST)

JJ64 8687 2 4,619 5,616 5,784 .

SENIOR WORKERS’ 
COMPENSATION CLAIMS 
ADJUSTER

WH69 9326 2 4,619 5,616 5,784

SENIOR WORKERS’COM­
PENSATION COMPLIANCE 
OFFICER

WO03 9339 2 4,833 5,874 6,050

SENIOR WORKERS’ COM­
PENSATION INSURANCE 
REPRESENTATIVE

WH72 9328 2 4,619 5,616 5,784

SENIOR WORKERS’ WH67 9324 2 4,237 5,406 5,568
COMPENSATION PAYROLL 
AUDITOR
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

SMALL BUSINESS ASSIS­
TANT I

KD30 5719 2 ■ 2,229 2*710 2,791

SMALL BUSINESS ASSIS­
TANT II

KD25 ' 5718 2 2,354 2,862 2,948

SPACE PLANNER KK45 4771 2 A 3,106 3,425 3,528

B ' 3,204 3,708 3,819

C 3,841 4,670 4,810'

STAFF DEVELOPMENT 
SPECIALIST, CALIFORNIA 
TRADE AND COMMERCE 
AGENCY

KD71 6271 2 5,076 6,168 6,353

STAFF ELECTRONIC DATA 
PROCESSING ACQUISI­
TION SPECIALIST

LL40 1361 2 5,065 6,466 6,660

STAFF HEALTH CARE SER­
VICE PLAN ANALYST

KI74 8406 2 4,833 5,874 6,050

STAFF INFORMATION SYS­
TEMS ANALYST (SPECIAL­
IST)

LM86 1312 2 A 5,065 6,466 6,660

L 5,065 6,466 6,660

STAFF LOAN OFFICER 
(SPECIALIST)

JT30 7481 2 5,076 6,168 6,353

STAFF LOAN OFFICER 
(TRADE FINANCE)

JT20 7483 2 5,076 6,168 6,353

STAFF MANAGEMENT 
AUDITOR (SPECIALIST), 
STATE CONTROLLER’S 
OFFICE

LE25 4155 2 4,833 6,168 6,353

STAFF MENTAL HEALTH 
SPECIALIST

KI44 8325 E 4,833 , 5*874 ■ '.6,050

STAFF OPERATIONS SPE­
CIALIST, FRANCHISE TAX 
BOARD

JY82 5335 2 4,833 5,874 6,050

STAFF PROGRAM EVALU­
ATOR SPECIALIST (IN­
FORMATION SYSTEMS), 
CalPERS

JC60 4085 2 5,332 6,806 7,010

STAFF PROGRAM EVALUA­
TOR, CalPERS

JC30 4061 2 : 4,833 6,168 6,353

STAFF PROGRAM SYS- LM44 7738 2 4,833 6,168 6,353
TEMS ANALYST (SPECIAL­
IST)
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APPENDIX A - UNIT 1 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

STAFF PROGRAMMER 
ANALYST (SPECIALIST) '

LM16 1581 2 A 5,065 6,466 6,660

L 5,065 6,466 6,660
STAFF REAL ESTATE OF­
FICER

KS72 9596 2 4,833 . 5,874 6,050

STAFF SERVICES ANALYST 
(GENERAL)

JY20 5157 2 A 2,817 3,426 3,529

B 3,050 3,708 3,819

C 3,658 4,446 4,579

L 2,817 3,426 3,529

M 3,050 3,708 3,819

N 3,658 4,446 4,579
STAFF SERVICES ANA­ KB85 5697 2 A 2,817 3,426, 3,529
LYST, FAIR POLITICAL 
PRACTICES COMMISSION

B: . . 3,050 3,708 3,819
C 3,658 4,446 4,579
L 2,817 3,426 3,529

M 3,050 3,708 3,819

* N 3,658 . 4,446 .4,579
STAFF SERVICES MAN­
AGEMENT AUDITOR

LE30 5841 2 A 3,106 3,596 3,704

B 3,204 3,893 4,010

C 3,841 4,903 5,050
STAFF SPACE PLANNER KK20 4716 2 4,833 5,8/4 6,050

STAFF TAX AUDITOR, 
EMPLOYMENT DEVELOP­

JJ35 4341 2 4,833 6,168 6,353

MENT DEPARTMENT

STATE FINANCIAL EXAM­
INER II

JA60 4136 2 3,841 4,903 5,050

STATE FINANCIAL EXAM­
INER III

JA50 4133 2 4,619 5,897 6,074

STATE HISTORIAN I BU70 2801 2 3,495 4,248 4,375

STATE HISTORIAN II BU60 2800 2 4,409 5,358 5,319

STATE PARK INTERPRET­
ER ASSISTANT (PERMA­
NENT INTERMITTENT)

BU48 2825 2 14.39 17.51 18.04

STATE PARK INTERPRET­
ER I

BU46 2826 2 3,495 4,248 4,375

STATE PARK INTERPRET­
ER II

BU44 - 2827 ■ 2 ' 4,009 4,874 5,020
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CLASSIFICATION TITLE SCHEMATIC
CODE

,CLASS 
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

STATE PARK LAND OFFI­
CER (SPECIALIST)

KS21 5109 2 4,833 5,874 6,050

STATISTICAL METHODS 
ANALYST I

LX34 . ■ 5556 2 . 3,069 3,731 3,843

STATISTICAL METHODS 
ANALYST II

LX32 5555 2 3,826 4,652 4,792

STATISTICAL METHODS 
ANALYST III

LX30 5553 2 4,611 5,602 5,770

SURPLUS PROPERTY OF­
FICER

KQ30 4917 2 4,009 4,874 5,020

SYSTEMS SOFTWARE 
SPECIALIST I (TECHNICAL)

LM60 1587 2 A 5,064 6,465 6,659

L 5,064 6,465 6,659

SYSTEMS SOFTWARE 
SPECIALIST II (TECHNI­
CAL)

LM55 1373 E A 5,561 7,097 7,310

L 5,561 ' 7,097 7,310

SYSTEMS SOFTWARE 
SPECIALIST III (TECHNI­
CAL)

LM50 1367 E 6,110. 7,796 8,030

TAHOE CONSERVANCY 
PROGRAM ANALYST I

JW84 2087 ■ 2 3,658 . .4,446 4,579

TAHOE CONSERVANCY 
PROGRAM ANALYST II

JW82 . 2088 . 2 . 4,400 5,348 5,508

TAX AUDITOR, BOARD OF 
EQUALIZATION

JH53 4267 2 A 3,106 3,966 4,085

B 3,841 4,903 -5,050

TAX AUDITOR, EMPLOY­
MENT DEVELOPMENT 
DEPARTMENT

JJ49 4336 ■ 2. A ' 3,106 3,966 4,085

B. 3,841 4,903 5,050

TAX AUDITOR, FRANCHISE 
TAX BOARD

JI61 4362 2 A 3,106 3,966 4,085

B 3,841 4,903 5,050

TAX COMPLIANCE REPRE­
SENTATIVE

JJ66 ,8695 ; 2 A 3,106 3,425 3,528

B 3,204 3,708 3,819

C 3,8,41 • 4,670 4,810

TAX RESEARCH SPECIAL­
IST I

LQ06 5023 E 4,833 5,874 6,050

TAX RESEARCH SPECIAL­
IST II

LQ05 ■ 5030 E 5,309 6,451 6,645
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CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

TAX RESEARCH SPECIAL­
IST III

LQ04 5036 E 5,831 7,087 7,300

TAX TECHNICIAN, FRAN­
CHISE TAX BOARD

JI98 7505 2 A 2,495 3,034 3,125

B 2,817 3,426 3,529

TELECOMMUNICATIONS LE92 5170 2 A 2,817 3,597 3,705
SYSTEMS ANALYST I

B 3,050 3,893 4,010

C 3,658 4,669 4,809

L 2,817 3,597 3,705

M 3,050 3,893. 4,010

N 3,658 4,669 4,809

TELECOMMUNICATIONS 
SYSTEMS ANALYST II

LE90 5171 2 - 4,400 5,616 5,784

TELECOMMUNICATIONS 
SYSTEMS MANAGER I 
(SPECIALIST)

LE86 5135 2 4,833 6,168 6,353

4,579TELEVISION ASSISTANT MD40 5574 2 3,658 4,446

TELEVISION SPECIALIST MD35 5571 2 4,400 5,348 5,508

TEST VALIDATION AND DE­
VELOPMENT SPECIALIST l

LA35 5183 2 3,658 4,446 4,579

TEST VALIDATION AND LA30 5168 2 4,400 5,348 5,508
DEVELOPMENT SPECIAL­
IST II

TOTALISATOR SYSTEMS 
EXAMINER

JE70 4141 E 4,833 6,168 6,353

TRAINING OFFICER I
> ' • I

LC30 5197 , 2 A 4,400 5,348 5,508

S 4,402 5,350 5,511 ■

TRANSLATOR MC85 5624 2 3,050 3,708 3,819
TRANSPORTATION ANA­ JG40 4513 2 A 3,106 3,425 3,528
LYST ' ;" ’

B 3,204 3,708 3,819

C 3,841 4,670 4,810

TRANSPORTATION ANA­
LYST, DEPARTMENT OF 
GENERAL SERVICES

JG75 4465 2 3,658 4,446 4,579

TRANSPORTATION PLAN­ JX77 4768 2 A 3,106 3,425 3,528
NER . '

B 3,204 3,708 3,819

C 3,841 4,670 4,810

TRANSPORTATION RATE JG78 4464 2 A 2,817 3,426 3,529
SPECIALIST, DEPARTMENT 
OF GENERAL SERVICES

B 3,050 3,708 3,819
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

VETERANS CLAIMS REP­
RESENTATIVE I

XU62 9973 2 A 2,817 3,263 3,361

B 3,050 3,708 3,819

VETERANS CLAIMS REP­
RESENTATIVE II

' XU60 9967 2 3,826 4,652 4,792

- (
VICTIM. COMPENSATION 
SPECIALIST

WF70 9247 2 A 2,850 3,463 3,567'
1 .

B 3,221 3,917 4,035'

C 3,504 4,259 4,387

VOCATIONAL RESOURCE 
SPECIALIST

WD40 9150 2 3,658 4,446 4,579

WELFARE FRAUD PRE­
VENTION COORDINATOR

JP50 4228 E 4,833 5,874 6,050

WORKERS’ COMPENSA­
TION ASSISTANT

WF40 , 9491 2 A 2,817 3,426 V 3,529

B 3,050 3,708 3,819

C 3,658 4,446 4,579

WORKERS’ COMPENSA­
TION CLAIMS ADJUSTER

WH68 9325 2 A 3,106 3,425 3,528

B 3,204 3,893 . 4,010

C 4,237 5,148 5,302

WORKERS’ COMPENSA­
TION COMPLIANCE OF­
FICER

W004 9338 2 4,619 5,616 5,784

WORKERS’ COMPENSA­
TION CONSULTANT

WF35 9210 2 4,619 5,616 ; 5,784

WORKERS’ COMPENSA­
TION INSURANCE REPRE­
SENTATIVE

WH71 9327 2 A 3,106 3,425 3,528

, B 3,204 3,893 . 4,010

C 4,237 5,148 5,302

WORKERS’ COMPENSA­
TION INSURANCE TECHNI­
CIAN

WH80 9336 2 A 2,568 3,122 3,216

B 2,986 3,630 3,739

WORKERS’ COMPENSA­
TION PAYROLL AUDITOR

WH66 9323 2 A 3,106 3,596 3,704

B 3,364 4,294 r" 4,423

WORKERS’ COMPENSA­
TION REHABILITATION 
CONSULTANT

WO07 9514 2 4,400 5,348 5,508

366



Appendix B - Unit 1 Side Letters
Side Letter 6.1 - Joint Labor Management IT Training Committee, Signed April 24, 2001 
Side Letter 7.1 - IT Reclassification Proposal 
Side Letter 8.1 - EDD Tax Tools October 19, 2000 
Side Letter 9.1 - EDD Quality Assurance Review (QAR)
Side Letter 10.1 - Extended Travel, Department of Insurance
Side Letter 11.1- The CalPERS Telework Program Agreement Dated February 2, 2000 
Side Letter 12.1 - California Environmental Protection Agency (CalEPA) Agreement dated October 2000 
Side Letter 13.1 - Joint Labor Management Committee - Employment Development Department (EDD) 

Workforce Services Branch (WSB) Job Service Field Division (JS) and Unemployment 
Insurance Branch (UIB) Employment Program Representatives (EPR) and Disability 
Insurance Branch (DIB) Disability Insurance Program Representatives (DIPR)

Side Letter 14.1 - CDCR-Bridging Program

Side Letter 6.1: Joint Labor Management IT Training Committee, Signed April 24,2001
The IT Training Committee will consist of six (6) members, three (3) management members selected 
by DPA and three (3) Union members selected by the Union. The purpose of the committee is to 
review training programs for IT classifications, (e.g., entry-level, career development and project ^ 
management). Training will encompass both internal/external department-specific and outside 
vendor sources.

The committee will research all available sources for IT training, review the program for appropriate 
usage and make recommendations to State departments for their use.

The committee will meet every two (2) months for one year, upon adoption of the revised MQs of all IT 
classifications. Members of the committee will be granted state release time for all committee 
meetings. The committee will discuss the option to extend the committee by mutual agreement.

Side Letter 7.1: IT Reclassification Proposal
Negotiations between the parties will continue under the provisions of the article 14.1.

Side Letter 8.1: EDD Tax Tools October 19,2000
The Employment Development Department Field Audit Compliance Division Audit Program 
Supervising Tax Auditor Tools Package agreement of October 19, 2000 shall remain in effect.

Side Letter 9.1: EDD Quality Assurance Review (QAR)
The EDD Quality Assurance Review (QAR) agreement of February 28, 2001 shall remain in effect.

Side Letter 10.1: Extended Travel, Department of Insurance
The Union arid the Department of Insurance agree that, as an incentive for Unit 1 employees that are 
on a temporary travel assignment, the State shall pay short-term per diem for long-term travel. 
Continuation of this section shall be in accordance with all applicable Federal and State tax laws.

Side Letter 11.1: The CalPERS Telework Program Agreement Dated February 2,2000 ,
The CalPERS Telework Program agreement dated February 2, 2000 shall remain in effect.

Side Letter 12.1: California Environmental Protection Agency (CalEPA) Agreement dated October 2000 
The October 2000 agreement between the State and the Union regarding the CalEPA headquarters 
office building and related Boards, Departments and Offices (BDO) moves shall remain in effect.

Side Letter 13.1: Joint Labor Management Committee - Employment Development Department (EDD) 
Workforce Services Branch (WSB) Job Service Field Division (JS) and Unemployment Insurance 
Branch (UIB) Employment Program Respresentatives (EPR) and Disability Insurance Branch (DIB) 
Disability Insurance Program Representatives (DIPR)

The purpose of the Joint Labor Management Committee (JLMC) shall be to provide a forum for EDD 
(State) and Service Employees International Union Local 1000 (Union) to discuss workload concerns 
and promote quality customer service.
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The Committee shall meet at a minimum of at least once per quarter. The State and the Union shall 
each be entitled to select a maximum of five (5) representatives. The State and Union shall each 
select its own representatives. No more than two (2) Union representatives shall be from the same 
branch. The Co-Chairs of the Joint Committee shall be one (1) individual selected by the Union and 
one (1) individual selected by the EDD. The State agrees that the Union representatives who are 
EDD employees will serve and participate on the Committee without loss of compensation.

The Committee by mutual agreement shall determine its meeting schedule, ground rules and agenda. 
The State and Union shall finalize the agenda a minimum of fourteen (14) days in advance of the 
meeting. The Union shall provide the State with any information requests a minimum of fourteen (14) 
days in advance of the meeting. EDD shall respond to the information requested before each 
scheduled meeting date.

The Joint Committee may mutually agree to develop written reports after concerns are discussed.
The written reports may include, but are not limited to, a discussion of the concern and any joint 
recommendations.

This article does not abridge nor limit the exercise of management’s rights as articulated in Article 4, 
State’s Rights.

Side Letter 14.1: CDCR-Bridging Program
The CDCR agrees to abide by the Bridging Agreement of August 2004. Should the Union request, 
the State further agrees to meet and discuss suggested changes to the Agreement. If the State 
desires to make changes or reopen the Agreement, the State will notice and meet and confer with the 
Union pursuant to the provisions of the entire Agreement section, section 24.1 of the contract.
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APPENDIX C - UNIT 3 SALARY SCHEDULE

Unit 3- Professional Educators and Librarians 

Salary Schedules

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

LIBRARIAN (CORRECTION­
AL FACILITY)

FM55 2952 ' E A 3925 5262 5420

F 3270.83 4385 4517

T 2943.75 3946.5 4065

1 3597.92 4823.5 4968

LIBRARIAN (RESIDENTAL 
CARE CENTERS)

FM56 7548 E A 3925 5262 5420

T 2943.75 3946.5 4065

1 3597.92 4823.5 4968

SENIOR LIBRARIAN (COR­
RECTIONAL FACILITY)

FM45 2945 E A 4312 5776 5949

F 3593.33 4813.33 4958

\ T 3234 4332 4462

1 3952.67 5294.67 5454

SENIOR LIBRARIAN (SPE­
CIALIST) (RESIDENTIAL 
CARE CENTERS)

FM44 7546 E A 4312 5776 5949

T 3234 4332 4462

1 3952.67 5294.67 5454

Alternate Range criteria for the BU3 librarian classifications listed above:

Range A is for full time service

Range F is for service under the 10/12 pay plan

Range T is for service under the 9/12 pay plan

Range 1 is for service under the 11/12 pay plan
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APPENDIX C - UNIT 3 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SUBSTITUTE TEACHER, 
SCHOOL FOR THE BLIND

NE05 9149 SE A 129.6 142.88 147.17

B 86.4 95.25 98.11
SUBSTITUTE TEACHER, NE10 9178 SE A 129.6 142.88 147.17
SCHOOL FOR THE DEAF

B 86.4 95.25 98.11
TEACHER SPECIALIST, NE15 9200 7 5275 7066 7278
DIAGNOSTIC CENTER

7 302.88 405.73 417.9
TEACHER SPECIALIST, NE05 9153 SE A 4885 6550 6747
SCHOOL FOR THE BLIND

A 302.18 405.17 417.33

B 201.45 270.11 278.21
TEACHER SPECIALIST, NE10 9191 SE A 4885 6550 6747
SCHOOL FOR THE DEAF

A 302.18 ' 405.17 417.33

B 201.45 270.11 278.21
TEACHER, SCHOOL FOR 
THE BLIND

NE05 9151 SE A 3252 5840 6015

A 212.11 380.85 392.28

B 141.41 253.9 261.52
TEACHER, SCHOOL FOR 
THE DEAF

NE10 9180 SE A 3252 5840 6015

A 212.11 380.85 392.28

B 141.41 253.9 261.52

Alternate Range criteria for classifications listed above:

Range A is for service during the regular school year, as defined in the MOU (monthly and daily rates). 

Range B is the daily rate for service during the extended school year (summer school programs).



APPENDIX C - UNIT 3 SALARY SCHEDULE
Ranges A-F are for full-time positions. Ranges J-P are for 10/12 plans. Ranges T-Y are for 9/12

plans. Ranges 1-6 are for 11/12 plans.

Alt Range

Current
Minimum
Salary

Current
Maximum
Salary

Maximum
7/1/2013 Alt Range

Current
Minimum
Salary

Current
Maximum
Salary

Maximum
7/1/2013

A $3,825.00 $4,879.00 $5,025.00 T, $2,868.75 $3,659.25 $3,769.00
B $4,001.00 $5,105.00 $5,258.00 U $3,000.75 $3,828.75 $3,944.00
C $4,193.00 $5,348.00 $5,508.00 V $3,144.75 $4,011.00 $4,131.00
D $4,390.00 $5,603.00 $5,771.00 w $3,292.50 $4,202.25 $4,328.00
E $4,598.00 $5,864.00 $6,040.00 X $3,448.50 $4,398.00 $4,530.00
F $4,819.00 $6,454.00 $6,648.00 Y $3,614.25 $4,840.50 $4,986.00
J $3,187.50 $4,065.83 $4,188.00 '1 $3,506.25 $4,472.42 $4,607.00
K $3,334.17 $4,254.17 $4,382.00 '2 $3,667.58 $4,679.58 $4,820.00
L $3,494.17 $4,456.67 $4,590.00 ”3 $3,843.58 $4,902.33 $5,049.00
M $3,658.33 $4,669.17 $4,809.00 '4 $4,024.17 $5,136.08 $5,290.00
N $3,831.67 $4,886.67 $5,033.00 "5 . $4,214.8,3 $5,375.33 $5,537.00
P $4,015.83 $5,378.33 $5,540.00 is $4,417.42 $5,916.17 $6,094.00

This table shows the salaries for the classifications listed below:
SCHEMATIC CLASS j WWG

CLASSIFICATION TITLE CODE CODE |

INSTRUCTOR, MILITARY DEPARTMENT EJ50 2840 j . SE
•TEACHER (BUSINESS EDUCATION) EB30 2340 ! SE
[TEACHER (HIGH SCHOOL EDUCATION) EB50 2312 i SE
iTEACHER (MENTALLY RETARDED DEAF CHILDREN) EC10 2326 1 SE
I TEACHER (EMOTIONALLY HANDICAPPED) EC30 2335 SE
I TEACHER (HOME ECONOMICS) EB60 2376 SE
• TEACHER (MENTALLY RETARDED CHILDREN) EC20 2338 SEj
ITEACHER (RECREATION AND PHYSICAL EDUCATION) EB70 2496 SE
[TEACHER (SPEECH DEVELOPMENT AND CORRECTION) EB90 2318 SE
I TEACHER[ ORIENTATION AND MOBILITY FOR THE BLIND EC40 2329 SE
.TEACHER, ORiENTAT1 ON CENTER FOR THE BLIND (TYPING AND 
BRAILLE)

. EC50 2328 SE

TEACHER, STATE HOSPITAL (ADULT EDUCATION) EC36
TEACHER, STATE HOSPITAL (COMMUNICATION HANDICAPPED) EC15 2337 SE
TEACHER, STATE HOSPITAL (SPEECH DEVELOPMENT AND 
CORRECTION)

EB93 2334
'

SE

TEACHER, STATE HOSPITALS (LEARNING HANDICAPPED, 
DEVELOPMENTALLY DISABLED)

EC59 2271 SE

TEACHER, STATE HOSPITALS. (LEARNING HANDICAPPED, MENTALLY 
DISABLED)

EC28 2273 SE

TEACHER, STATE HOSPITALS (SEVERELY HANDICAPPED- 
DEVELOPMENTALLY DISABLED-SAFETY)

EC3.1 2277 SE

TEACHER, STATE HOSPITALS (SEVERLY HANDICAPPED,
DEVELOPMENTALLY DISABLED)

EC27 2272 SE

VOCATIONAL INSTRUCTOR (BARBERSHOP PRACTICES) ED78 7583 SE
VOCATIONAL iNSTRUCTOR (BUILDING MAINTENANCE) ED83 7584 „SE
VOCATIONAL INSTRUCTOR (CARPENTRY) ED93 7585 SE
VOCATIONAL INSTRUCTOR (CARPENTRY-SAFETY) ED94 7593 SE
VOCATIONAL INSTRUCTOR (COMPUTER AND RELATED 
TECHNOLOGIES)

EF03 7586 SE '

VOCATIONAL INSTRUCTOR (CULINARY ARTS) EF23 7587 SE
[VOCATIONAL INSTRUCTOR (INDUSTRIAL ARTS)
.VOCATIONAL INSTRUCTOR (JANITORIAL SERVICE)

EG30
.........EG53..........

2372
7589

SE
-..SE.....

VOCATIONAL INSTRUCTOR (LANDSCAPE GARDENlNG-SAFETY) EG61 2436 SE
VOCATIONAL INSTRUCTOR (MILL AND CABINETWORK) EH33 7590 SE
VOCATIONAL 1NSTR UCTOR (PRINTING/G RAPH1C ARTS) EH84 7592 SE
VOCATIONAL INSTRUCTOR (UPHOLSTERING-SAFETY) EI81 2407 SE
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UNIT 3 CREDENTIALED CLASSIFICATIONS IN CORRECTIONAL FACILITIES
The classifications listed below are subject to regional salary schedules with 7 ranges and 13 steps each.

The seven regional salary schedules follow this list. On 7/1/2013 a 3% salary increase will apply to all employees 
who have been in St^p 6 or higher for at least 12 pay periods.

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

A/R

LANGUAGE, SPEECH AND HEARING SPECIALIST FF35 2727 7
REENTRY PROGRAM INSTRUCTOR, CALIFORNIA DEPARTMENT OF 
CORRECTIONS

ED18 7581 7

RESOURCE SPECIALIST, SPECIAL EDUCATION FF30 . 2734 7
SCHOOL PSYCHOLOGIST XM50 9854 7
SUBSTITUTE ACADEMIC TEACHER (CORRECTIONAL FACILITY) EC70 3082 7
TEACHER (ELEMENTARY-MULTIPLE SUBJECTS) (CORRECTIONAL 
FACILITY)

EB42 2287 7

TEACHER (EMOTIONALLY/LEARNING HANDICAPPED) (CORREC­
TIONAL FACILITY)

EC32 2288 7

TEACHER (ENGLISH LANGUAGE DEVELOPMENT) (CORRECTIONAL 
FACILITY)

EB10 3075 7

TEACHER (HIGH SCHOOL-ARTS AND CRAFTS) (CORRECTIONAL 
FACILITY)

EB22 2284 7

TEACHER (HIGH SCHOOL-ENGLISH/LANGUAGE ARTS) (CORREC­
TIONAL FACILITY)

EB33 3074 7

TEACHER (HIGH SCHOOL-FOREIGN LANGUAGE) (CORRECTIONAL 
FACILITY)

EB35 3076 7
1

TEACHER (HIGH SCHOOL-GENERAL EDUCATION) (CORRECTIONAL 
FACILITY)

EB51 2290 7

TEACHER (HIGH SCHOOL-MATHEMATICS) (CORRECTIONAL FACIL­
ITY)

EB37 3077 7

TEACHER (HIGH SCHOOL-MUSIC) (CORRECTIONAL FACILITY) EB82 2294 ■ 7
TEACHER (HIGH SCHOOL-PHYSICAL EDUCATION) (CORRECTIONAL 
FACILITY) ,

EB72 2295 7

TEACHER (HIGH SCHOOL-SCIENCE) (CORRECTIONAL FACILITY) EB39 3078 7
TEACHER (HIGH SCHOOL-SOCIAL SCIENCE) (CORRECTIONAL FA­
CILITY)

EB41 3079 7

TEACHER (LIBRARIAN) (CORRECTIONAL FACILITY) EB67 2298 7
VOCATIONAL INSTRUCTOR (AUTO BODY AND FENDER REPAIR) 
(CORRECTIONAL FACILITY)

ED52 2396 7

VOCATIONAL INSTRUCTOR (AUTO MECHANICS) (CORRECTIONAL 
FACILITY)

ED62 2398 7

VOCATIONAL INSTRUCTOR (BARBERSHOP PRACTICES) (CORREC­
TIONAL FACILITY)

ED77 2441 7

VOCATIONAL INSTRUCTOR (BUILDING MAINTENANCE) (CORREC­
TIONAL FACILITY)

ED82 2854 7

(
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CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

A/R

VOCATIONAL INSTRUCTOR (CARPENTRY) (CORRECTIONAL FACIL- 
|TY)

ED92 2417 7

VOCATIONAL INSTRUCTOR (COMPUTER AND RELATED TECHNOLO­
GIES)

EF03 7586 7

VOCATIONAL INSTRUCTOR (COMPUTER AND RELATED TECHNOLO­
GIES) (CORRECTIONAL FACILITY)

EF02 2855 7

VOCATIONAL INSTRUCTOR (COSMETOLOGY) (CORRECTIONAL 
FACILITY)

EF12 2420 7

VOCATIONAL INSTRUCTOR (CULINARY ARTS) (CORRECTIONAL 
FACILITY)

EF22 2422 •7

VOCATIONAL.INSTRUCTOR (DOG GROOMING AND HANDLING) 
(CORRECTIONAL FACILITY)

ED27 2423, 7

VOCATIONAL INSTRUCTOR (DRY CLEANING WORK) (CORRECTION­
AL FACILITY)

EF42 2425 7

VOCATIONAL INSTRUCTOR (DRYWALL INSTALLER/TAPER) (COR­
RECTIONAL FACILITY)

EF47 2857 7

VOCATIONAL INSTRUCTOR (ELECTRICAL WORK) (CORRECTIONAL 
FACILITY)

EF52 2426 7

VOCATIONAL INSTRUCTOR (ELECTRONICS) (CORRECTIONAL FACIL­
ITY)

EF62 2428 7

VOCATIONAL INSTRUCTOR (EYEWEAR MANUFACTURING) (COR­
RECTIONAL FACILITY)

EF64 2688 7

VOCATIONAL INSTRUCTOR (HOUSEHOLD APPLIANCE REPAIR) 
(CORRECTIONAL FACILITY)

EG22 2597 7

VOCATIONAL INSTRUCTOR (JANITORIAL SERVICE) (CORRECTIONAL 
FACILITY)

EG52 2600 7

VOCATIONAL INSTRUCTOR (LANDSCAPE GARDENING) (CORREC­
TIONAL FACILITY)

EG62 2601 7

VOCATIONAL INSTRUCTOR (MACHINE SHOP PRACTICES) (CORREC­
TIONAL FACILITY)

EG82 2614 7

VOCATIONAL INSTRUCTOR (MACHINE SHOP-AUTOMOTIVE) (COR­
RECTIONAL FACILITY)

EG85 2878 7

VOCATIONAL INSTRUCTOR (MASONRY) (CORRECTIONAL FACILITY.) EG92 2615 7

VOCATIONAL INSTRUCTOR (MILL AND CABINETWORK) (CORREC­
TIONAL FACILITY)

EH32 2630 7

VOCATIONAL INSTRUCTOR (OFFICE MACHINE REPAIR) (CORREC­
TIONAL FACILITY)

EI72 2674 7

VOCATIONAL INSTRUCTOR (OFFICE SERVICES AND RELATED 
TECHNOLOGIES) (CORRECTIONAL FACILITY)

EH47 2849 7

VOCATIONAL INSTRUCTOR (PAINTING) (CORRECTIONAL FACILITY) EH52 2644 7

VOCATIONAL INSTRUCTOR (PLUMBING) (CORRECTIONAL FACILITY) EH72 2661 7

VOCATIONAL INSTRUCTOR (PRINTING GRAPHIC ARTS) (CORREC­
TIONAL FACILITY)

EH83 2852 7

VOCATIONAL INSTRUCTOR (REFRIGERATION AND AIR CONDITION­
ING REPAIR) (CORRECTIONAL FACILITY)

EH92 2668 7
\
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CLASSIFICATION TITLE SCHEMATIC CLASS
CODE CODE

VOCATIONAL INSTRUCTOR (ROOFER) (CORRECTIONAL FACILITY) EI02 2850
VOCATIONAL INSTRUCTOR (SHEET METALWORK) (CORRECTIONAL 
FACILITY)

EI22 2670

VOCATIONAL INSTRUCTOR (SMALL ENGINE REPAIR) (CORRECTION­
AL FACILITY)

EI47 2851

VOCATIONAL INSTRUCTOR (STOCKKEEPING AND WAREHOUSING) 
(CORRECTIONAL FACILITY)

EI52 2673

VOCATIONAL INSTRUCTOR (UPHOLSTERING) (CORRECTIONAL 
FACILITY)

EI82 2675

VOCATIONAL INSTRUCTOR (WELDING) (CORRECTIONAL FACILITY) EI92 2677
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

Sacramento, Solano, Del Norte and Lassen Counties

Education Service Branch 
Sacramento Parole School 

Office of Correctional Education 
Folsom State Prison

California State Prison-Sacramento 
California State Prison-Solano 

California Medical Facility 
Pelican Bay State Prison

High Desert State Prison 
California Correctional Center

Academic - BA & BA+12& BA+24& BA+36 or BA+48 or BA+60 or BA+72
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & & MA or

Credential Credential fessional Professional Professional MA+36 &
Credential Credential Credential Professional

Steps Range A Range B Range C Credential
Range D Range E Range F

Range G

1 $247.65 $256.32 : $265.29 $274.57 $284.18 $294.13 $304.43

2 $256.32 $265.29 $274.57 $284.18 $294.13 $304.43 $315.08

3 $265.29 $274.57 $284.18 $294.13 $304.43 $315.08 $326.11

4 $274.57 $284.18 $294.13 $304.43 $315.08 . $326.11 $337.52

5 $284.18 $294.13 $304.43 $315.08 $326.11 $337.52 $349.33

6 $294. jl 3 $304.43 $315.08 $326.11 $337.52 $349.33 $361.56

7 S315.08 $326.11 . $337.52 . $349.33 $361.56 $374.22

8 ; $326.11 $337.52 $349.33 $361.56 $374.22 $387.31

9 $349.33 S361.56 $374.22 $387.31 $400.87

10 S374.22 $387.31 $400.87 $414.90

15 $400.87 $414.90 $429.42

20 $414.90 $429.42 $444.45

25 ■' ■■■ $429.42 $444.45 $460.01

Vocational BA1 & BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 & BA+60 & BA+72
Preliminary Professional Professional professional Professional Professional and MA &
Credential Credential Credential Credential Credential Credential Professional

Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experience 
totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1,2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

Amador County

Mule Creek State Prison, James A. Wieden HS at Preston Youth Correctional Facility 
and Pine Grove Youth Conservation Camp

Academic BA& BA+12& BA+24& BA+36 or BA+48 or BA+60 or BA+72 & MA
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A Range B Range C
Range D Range E Range F Range G

1 $246.15 $254.77 $263.68 $272.91 $282.46 $292.35 $302.58
2 $254.77 $263.68 $272.91 $282.46 $292.35 $302.58 $313.17
3 $263.68 $272.91 $282.46 $292.35 $302.58 $313.17 $324.13
4 $272.91 $282.46 $292.35 $302.58 $313.17 $324.13 $335.48
5 $282.46 $292.35 $302.58 $313.17 $324.13 $335.48 $347.22
6 $292.35 $302.58 $313.17 $324.13 $335.48 $347.22 $359.37
7 $313.17 $324.13 $335.48 $347.22 $359.37 $371.95

8 $324.13 $335.48 $347.22 $359.37. $371.95 $384.97
9 fliftilfiilaiii#! S347.22 $359.37 $371.95 $384.97 $398.44

10 $371.95 $384.97 $398.44 $412.39
15 $398.44 $412.39 $426.82
20 ■! i|| 'if # $412.39 $426.82 $441.76
25 $426.82 $441.76 $457.22

Voca- BA+72
tional BA1 & BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 & BA+60 & and MA &

Preliminary Professional Professional professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential , Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1, 2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 
San Joaquin and Tuolumne Counties

N. A. Chaderjian HS and Youth Correctional Facility 
1 Johanna H. Boss HS at O. H. Close Youth Correctional Facility

Deuel Vocational Institute 
Sierra Conservation Center

Academic BA& BA+12& BA+24 & BA+36 or BA+48 or BA+60 or BA+72 & MA
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A Range B Range C
Range D Range E Range F Range G

1 $254.21 $263.11 $272.32 $281.85 $291.71 $301.92 $312.49

2 $263.11 $272.32 $281.85 $291.71 $301.92 $312.49 $323.43

3 $272.32 $281.85 $291.71 $301.92 $312.49 $323.43 $334.75

4 $281.85 " $291.71 $301.92 $312.49 $323.43 $334.75 $346.46

5 $291.71 $301.92 $312.49 $323.43 $334.75 $346.46 $358.59

6 $301.92 $312.49 $323.43 $334.75 $346.46 $358.59 $371.14

7 S323.43 $334.75 $346.46 $358.59 $371.14 $384.13

8 $334.75 $346.46 $358.59 $371.14 $384.13 $397.57

- 9 S358.59 S371.14 $384.13 $397.57 $411.49

10 S384.13 $397.57 $411.49 $425.89

15 $411.49 $425.89 $440.80

20 $425.89 $440.80 $456.22

25 $440.80 $456.22 $472.19

Voca- ; BA+72
tional BA1 & BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 & BA+60. & and MA &

Preliminary Professional Professional professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1, 2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)

;
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

San Luis Obispo and Monterey Counties

California Men’s Colony 
Correctional Training Facility 
Salinas Valley State Prison

Academic BA& BA+12& BA+24& BA+36 or BA+48 or BA+60 or BA+72 & MA
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A Range B Range C
Range D Range E Range F Range G

1 $240.10 $248.50 $257.20 $266.20 $275.52 $285.16 $295.14

2 $248.50 $257.20 $266.20 $275.52 $285.16 $295.14 $305.47

3 $257.20 $266.20 $275.52 $285.16. $295.14 $305.47 $316.17

4 $266.20 $275.52 $285.16 $295.14 $305.47 $316.17 $327.23

5 $275.52 $285.16 $295.14 $305.47 $316.17 $327.23 $338.68

6 $285.16 $295.14 $305.47 $316.17 $327.23 $338.68 $350.54

7 $305.47 $316.17 $327.23 $338.68 $350.54 $362.81

8 S316.17 $327.23 $338.68 $350.54 $362.81 $375.51

9 $338.68 $350.54 $362.81 $375.51 $388.65

10 $362.81 $375.51 $388.65 $402.25

15 $388.65 $402.25 $416.33

20 $402.25 $416.33 $430.90

25 $416.33 $430.90 $445.98

Voca- BA+72
tional BA1 & BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 & BA+60 & and MA &

Preliminary Professional Professional professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1, 2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

Ventura County

Mary B. Perry HS at Ventura Youth Correctional Facility

Academic BA & BA+12& BA+24& BA+36 or BA+48.or BA+60 or BA+72 & MA
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A Range B Range C
Range D Range E Range F Range G

1 $236.99 $245.28 $253.87 $262.76 $271.95 $281.47 $291.32

2 $245.28 $253.87 $262.76 $271.95 $281.47 $291.32 $301.52

3 $253.87 $262.76 $271.95 $281.47 $291.32 $301.52 $312.07

4 $262.76 $271.95 $281.47 $291.32 $301.52 $312.07 $322.99

5 $271.95 $281.47 $291.32 $301.52 $312.07 $322.99 $334.30

6 $281.47 $291.32 $301.52 $312.07 $322.99 $334.30 $346.00

7 $301.52 S312.07 S322.99 $334.30 $346.00 $358.11

8 • $312.07 $322.99 $334.30 $346.00 $358.11 $370.64

9 $334.30 $346.00 $358.11 . $370.64 $383.61

10 $358.11 $370.64 $383.61 $397.04

15 $383.61 $397.04 $410.94

20 $397.04 $410.94 $425.32

25 $410.94 $425.32 . $440.21

Voca- BA+72
tional BA1 & BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 & BA+60 & and MA &

Preliminary Professional Professional Professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1,2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

Los Angeles, Kings, Fresno, Kern and Madera Counties
Jack B. Clarke HS at Southern Youth Correctional North Kern State Prison

Reception Center and Clinic Pleasant Valley State Prison
California State Prison - Los Angeles County California Correctional Institution

Avenal State Prison Wasco State Prison
California State Prison - Corcoran Valley State Prison for Women

California Substance Abuse Treatment Facility - Corcoran Central California Women’s Facility
Kern Valley State Prison

Academic BA& BA+12& BA+24& BA+36 or BA+48 or BA+60 or BA+72 & MA
Credential Preliminary Professional MA & Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A ^ Range B Range C
Range D Range E Range F Range G

1 $265.67 $274.97 $284.59 $294.55 $304.86 $315.53 $326.58

2 • $274.97 $284.59 $294.55 $304.86 $315.53 $326.58 $338.01

3 $284.59 $294.55 $304.86 $315.53 $326.58 $338.01 $349.84

4 $294.55 $304.86 $315.53 $326.58 $338.01 $349.84 $362.08

5 $304.86 $315.53 $326.58 $338.01 $349.84 $362.08 $374.75

6 $315.53 $326.58 $338.01 $349.84 $362.08 $374.75 $387.87

7 S338.01 $349.84 $362.08 $374.75 $387.87 $401.45

8 S349.84 $362.08 $374.75 $387.87 $401.45 $415.50

9 $374.75 $387.87 $401.45 $415.50 $430.04

10 S401.45 $415.50 $430.04 $445.09

15 $430.04 $445.09 $460.67

20 $445.09 $460.67 $476.79

25 $460.67 $476.79 $493.48

Voca- BA+72
tional BA1 & . BA1 +12 & BA1 +24 & BA1 +36 & BA1 + 48 &. BA+60 & and MA &

Preliminary Professional Professional professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1,2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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CDCR-Adult and Juvenile, Unit 3 Salary Schedule (2007-08)2 for Instructional
Staff on the 220-Day Academic Year 

San Bernardino, Riverside, San Diego and Marin Counties
California Institution for Men Chuckawalla Valley State Prison Centinela State Prison

California Institution for Women Ironwood State Prison R. J. Donovan Correctional Facility
California Rehabilitation Center Calipatria State Prison San Quentin State Prison

Academic BA& BA+12 & BA+24& BA+36 or BA+48 or BA+60 or BA+72 & MA
Credential Preliminary Professional MA&,Pro- MA+12& MA+24 & or MA+36 &

Credential Credential fessional Professional Professional Professional
Credential Credential Credential Credential

Steps Range A Range B Range C
Range D Range E Range F

Range G

1 $267.26 $276.61 $286.30 $296.32 $306.69 $317.42 $328.53

2 $276.61 $286.30 $296.32 $306.69 $317.42 $328.53 $340.03

3 . $286.30 $296.32 $306.69 $317.42 $328.53 $340.03 $351.93.

4 $296.32 $306.69 $317.42 $328.53 $340.03 $351.93 $364.25

- 5 $306.69 $317.42 $328.53 $340.03 $351.93 $364.25 $377.00

6 $317.42 $328.53 $340.03 $351.93 $364.25 $377.00 $390.19

7 | $340.03 $351.93 $364^25 $377.00 $390.19 $403.85

8 $351.93 $364.25 $377.00 $390.19 $403.85 $417.98

9 $377.00 $390.19 $403.85 $417.98 $432.61

10 $403.85 $417.98 $432.61 $447.75

15 llliltlillllliB I81||l!|!|| III $432.61 $447.75 $463.43

20 llillllllllljllllllllllllllll $447.75 $463.43 $479.64

25 ! $463.43 $479.64 $496.43

Voca- BA+72
tional BA1 & BA1 +12& BA1 +24 & BA1 +36 & BA1 + 48 & BA+60 & and MA &

Preliminary Professional Professional professional Professional Professional Professional
Credential Credential Credential Credential Credential Credential Credential

1. For employees in vocational instructor classifications the combination of college work and in-trade work experi­
ence totaling seven years will be accepted as equivalent to the Bachelor’s Degree in Range A through E.

2. Effective July 1, 2013, CDCR BU3 employees who work an academic calendar and have been at step 6 or higher 
(at any range) for a minimum of 12 qualifying pay periods or have been at any step higher than 7 (at any range), 
shall receive a 3 percent (3%) salary increase, which shall be considered part of the employee’s base pay for the 
purpose of retirement contributions. (Article 11.1)
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APPENDIX D - UNIT 3 SIDE LETTERS
Side Letter 6.3 - CDCR-DJJ Temperature Control Agreement
Side Letter 7.3 - Coaching Differential
Side Letter 8.3 - Bridging Program

Side Letter 6.3 CDCR-DJJ Temperature Control Agreement
In order to maintain and promote the health and safety of staff and students, minimize physical 
discomfort and maximize educational opportunity for students in the education programs, each high 
school shall have in place a local temperature policy and procedure developed by the local health and 
safety committee. The local policy shall be consistent with the Branch policy. The facility 
superintendent and the Deputy Director Education Services Branch will approve each local 
temperature policy and procedures.

For academic and "clean” (i.e., Office Services Technology or Computer Technology) vocational 
classrooms the temperature shall be maintained within the range of a high of eighty-five (85) degrees 
F and low of sixty (60) degrees F. Other vocational programs shall attempt to meet the same 
temperature standard.

The procedure shall include: monitoring of the classroom temperature by the facility and high school 
management, a process to report when temperatures are outside the policy limits including; a 
redirection of students and staff to an alternative location; or reassignment of staff to alternative 
education activities or tasks consistent with MOUs; and a reporting process for repairs when this is 
the concern.

A. Deputy Director

1. Ensure each high school has a temperature policy and procedure in place that have been 
developed by the local health and safety committee and approved by the facility 
superintendent.

B. Deputy Director/Joint Labor Management Temperature Controls Committee

1. Review and approve each local temperature policy and procedure.

C. Principal

1. Work with the local health and safety committee to develop a temperature policy and 
procedure.

2. Submit the policy to the facility superintendent for review and approval.
3. Submit the locally approved policy and procedure to the Deputy Director/Joint Labor 

Management Temperature Controls Committee for review and approval.
4. Implement the approved local policy and procedure.
5. Serve as the designated representative at the high school to whom issues and concerns 

related to application of the policy are to be addressed by employees and the Union.

D. Regional Administrator

1. Review application of each high school’s temperature policy and procedure.
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Side Letter 7.3 Coaching Differential
The Department of Education may establish an “arduous pay” program to provide additional 
compensation to FLSA exempt employees assigned to WWG E while performing coaching functions 
when there is no other way to recognize the performance of additional duties and responsibilities 
which clearly exceed the normal demands of an employee’s classification/position.

Class A-$1,550
Football - Varsity Head Coach

Class B - $1,350
Basketball - Varsity Head Coach, Boys
Basketball - Varsity Head Coach, Girls
Track - Head Coach, Boys
Track - Head Coach, Girls
Wrestling - Head Coach
Football - Junior Varsity Head Coach
Drama - Head Coach
Baseball - Varsity Head Coach
Softball - Varsity Head Coach
Cheerleading - Varsity Head Coach
Music - School for the Blind, Fremont

Class C - $1,150 
Cross Country - Head Coach 

Swimming - Head Coach 
Badminton Special Olympics - Head Coach 
Basketball - Junior Varsity Head Coach, Boys 
Basketball - Junior Varsity Head Coach, Girls 
Volleyball - Head Coach 
Football - Assistant Coach 
Wrestling-Assistant Coach 
Track - Assistant Coach, Boys 
Track - Assistant Coach, Girls
Yearbook - Head Coach, California School for the Deaf 
Drama - Assistant Coach
Cheerleading - Junior Varsity Head Coach, California School for the Deaf, Fremont 

Class D - $950
Cross Country - Assistant Coach 
Swimming - Assistant Coach 
Basketball - Assistant Coach, Boys 
Basketball - Assistant Coach, Girls 
Volleyball - Assistant Coach 
Baseball - Assistant Coach 
Softball - Assistant Coach 
Cheerleading - Assistant Coach
Golf - Head Coach, California School for the Deaf, Riverside.

Side Letter 8.3 Bridging Program
The CDCR agrees to abide by the Bridging Agreement of August 2004. Should the Union request, 
the State further agrees to meet and discuss suggested changes to the Agreement. If the State 
desires to make changes or reopen the Agreement, the State will notice and meet and confer with the 
Union pursuant to the provisions of the Entire Agreement clause, Article 24.1 of the Contract.
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APPENDIX E - UNIT 4 SALARY SCHEDULE

Unit 4 - Office and Allied Workers 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC CLASS
CODE CODE

ACCOUNT CLERK II CU70 1733

ACCOUNTING TECHNICIAN CU80 1741

APPEALS ASSISTANT CW85 1831

ASSISTANT CLERK CA73 1123

BENEFIT PROGRAM 
SPECIALIST (CALPERS)

JR56 6410

CASE RECORDS TECHNI­
CIAN

XS95 1155

CASE SERVICE ASSIS­
TANT, DEPARTMENT OF 
REHABILITATION

CW80 1832

CLERK, CALIFORNIA CON­
SERVATION CORPS

CA25 1125

CONSUMER ASSISTANCE 
TECHNICIAN

CA50 1109

CONTROL CASHIER 1 (MO­
TOR VEHICLE SERVICES), 
DEPARTMENT OF MOTOR 
VEHICLES

CX34 8736

CONTROL CASHIER 1 
(VEHICLE REGISTRATION), 
DEPARTMENT OF MOTOR 
VEHICLES

CX36 8738

CONTROL CASHIER II (MO­
TOR VEHICLE SERVICES), 
DEPARTMENT OF MOTOR 
VEHICLES /-

CX35 8737

CONTROL CASHIER II 
(VEHICLE REGISTRATION), 
DEPARTMENT OF MOTOR 
VEHICLES

CX37 8739

CORPORATION DOCU­
MENTS EXAMINER

CW75 1827

DISPATCHER-CLERK CR50 1660

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

2 2364 2876 2962

2 A 2638 3209 3305

L 2638 3209 3305

2 2951 3588 3696

2 1852 2251 2319

2 A 2280 2770 2853

B 2450 2975 3064

C 2638 3209 3305

2 A 2394 2909 1 2996

B 2573 3124 3218

C 2770 3369 3470

2 2450

1

2975 3064

2 A 2638 3209 3305

B 2742 3331 3431

2 2638 3209 3305

2 2846 3457 3561

2 2846 3457 3561

2 3064 3727 3839

2 3064 3727 3839

2 3356 4079 4201

2 2771 3368 3469
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE
J

SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

DISPATCHER-CLERK, CAL- 
TRANS

CR49 3710 2 2771 3368 3469

EXAMINATION PROCTOR, 
DEPARTMENT OF INSUR­
ANCE

CG75 1877 2 A 2456 2549 2625

B 2728 2835 2920

EXECUTIVE ASSISTANT CD40 1728 2 A 3288 3996 4116

L 3288 3996 '4116

EXECUTIVE SECRETARY 1 CD60 1247 2 A 3020 3672 3782

L 3020 3672 3782

EXECUTIVE SECRETARY II CD50 1245 2 A 3288 3996 4116

L 3288 3996 4116

HEALTH RECORD TECHNI­
CIAN 1

CW45 1869 2 A 2638 3209 3305

P 3367 3680 3790

, R 3367 3680 3790

T 3207 3505 3610

HEALTH RECORD TECHNI­
CIAN II (SPECIALIST)

CW40 1872 2 A 2951 3588 3696

P 3700 4044 4165

T 3524 3851 3967

HEARING REPORTER CD20 1229 2 4771 5798 5972

HEARING REPORTER 
PUBLIC UTILITIES COM­
MISSION

CD11 1221 2 4771 5798 5972

HEARING TRANSCRIBER- 
TYPIST

CC35 1193 2 2638 3209 3305

INTERAGENCY MESSEN­
GER

CA90 1697 2 2280 2770 2853

KEY DATA OPERATOR CJ50 1419 2 - A 2153 2376 2447

B 2450 2975 3064

LAW INDEXER CX20 2957 2 A 2848 3384 3486

B 3083 3699 3810

C 3699 4445 4578

L 2848 3384 3486

M 3083 3699 3810

N 3699 4445 4578

LEGAL DOCUMENTS EX­
AMINER

CW65 1829 2 A 3356 4079 4201

L 3356 4079 4201
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

LEGAL HEARING TYPIST, 
UNEMPLOYMENT INSUR­

CC47 1058 2 A 2589 3148 3242

ANCE APPEALS BOARD

B 2894 3516 3621
LEGAL SECRETARY CE20 1282 2 A 3038 3692 3803

B 3190 3878 3994

L 3038 3692 3803

M 3190 3878 3994

LEGISLATIVE CLERK CF55 1323 2 A 2074 2519 2595

B 2280 2770 2853

L 2074 2519 2595

M 2280 2770 2853

LIBRARY TECHNICAL AS­
SISTANT (SAFETY)

CG95 1318 2 2771 3369 3470

LIBRARY TECHNICAL AS­ CG90 1307 2 A 2771 3369 3470
SISTANT 1

L 2771 3369 3470

S 2772 3371 3472
LOTTERY TICKET SALES 
SENIOR SPECIALIST

JY48 9079 2 2951 3588 3696

LOTTERY TICKET SALES 
SPECIALIST

JY50 9078 2 2638 3209 3305

MAILING MACHINES OP­ CK03 1779 2 A 2280 2770 2853
ERATOR 1

B 2468 2998 3088
MAILING MACHINES OPER­
ATOR II

CK04 1780 2 2649 3216 3312

MEDICAL SECRETARY, 
CORRECTIONAL INSTITU­

CC50 9551 2 A 2894 3516 3621

TION

L 2894 3516 3621
MEDICAL STENOGRAPHER CE80 1179 2 2589 3148 3242
MEDICAL TRANSCRIBER CC58 1177 2 A 2589 3148 3242

L 2589 3148 3242

P 2751 3354 3455
MICROFILM TECHNICIAN 1 CL40 1480 2 A 2116 2568 2645

B 2356 2861 2947
MICROFILM TECHNICIAN II CL45 1481 2 2533 3077 3169
MOTOR VEHICLE ASSIS­ CZ91 1898 2 A 2280 2770 2853
TANT

B 2450 2975 3064
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
( CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

MOTOR VEHICLE FIELD CZ90 1897 2 A 2280 2770 2853
REPRESENTATIVE

B 2450 2975 3064

C 2638 3209 3305

MOTOR VEHICLE TECHNI­ CZ92 1899 2 A 2450 2975 3064

CIAN
B 2638, 3209 3305

MUSEUM ASSISTANT 1 CB20 2862 2 1415 1722 1774

MUSEUM ASSISTANT II CB30 2863 2 1722 2092 2155

NOSOLOGIST CW52 3231 2 2772 3368 3469

NOSOLOGIST TRAINEE CW50 3230 2 2392 2906 2993

OFFICE ASSISTANT (GEN­ CA55 1441 2 '' A 2074 2519 2595

ERAL)
B 2280 2770 2853

L 2074 2519 2595

M 2280 2770 2853

OFFICE ASSISTANT (TYP­ CA52 1379 2 A 2143 2606
(

2684

ING)
B 2324 2826 2911

L 2143 2606 2684

M 2324 2826 2911

OFFICE OCCUPATIONS CL 
ERK

CA71 1107 2 2008 2442 2515

OFFICE OCCUPATIONS 
TRAINEE

CA74 1242 2 1868 2059 2121

OFFICE SERVICES SUPER­
VISOR 1 (GENERAL)

CA38 1141 2 A 2638 3210 3306

S 2690 3263 3361

OFFICE SERVICES SUPER­
VISOR 1 (TYPING)

CA36 1148 2 A 2638 3210 3306

S 2690 3263 3361

OFFICE TECHNICIAN CA48 1138 2 A 2638 3209 3305 -

(GENERAL)
L 2638 3209 3305

OFFICE TECHNICIAN (TYP­ CA46 1139 2 A 2686 3264 3362

ING)
L 2686 3264 3362

PENSION PROGRAM REP­
RESENTATIVE

CZ08 9777 2 A 2280 2975 3064

B 2638 3209 3305

PERSONNEL SELECTION CG74 6291 2 A 2280 2770 2853

TECHNICIAN
B 2638 3209 3305
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG Am MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

PROGRAM TECHNICIAN CZ81 9927 2 . A 2280 2975 3064
L 2280 - 2975 3064

PROGRAM TECHNICIAN II CZ82 9928 ' 2 2638 3209 3305
PROGRAM TECHNICIAN III CZ83 9929 2 A 2951 3588 3696

' L 2951 3588 3696
PROPERTY CONTROLLER 1 CO80 1550 2 2902 3527 3633
PROPERTY CONTROLLER
1 (CORRECTIONAL FACIL­
ITY)

C085 1793 2 3158 3836 3951

PROPERTY CONTROLLER
II

CO70 1549 2 A 3297 4005 4125

L 3297 4005 4125
PROPERTY CONTROLLER
II (CORRECTIONAL FACIL­
ITY)

C075 1794

1

2 3618 4396 4528

PROPERTY INSPECTOR 
(SPECIALIST)

CO60 1547 2 3454 4196 4322

RACING LICENSE TECHNI­
CIAN 1

CW92 1920 2 2450 2975 3064

RACING LICENSE TECHNI­
CIAN II

CW93 1921 2 2638 3209 3305

SCOPIST, PUBLIC UTILI­
TIES COMMISSION

CC36 1192 2 2638 3209 3305

SEASONAL CLERK CA85 1120 2 1418 1620
SECRETARY CD30 1176 2 A 2686 3265 3363

L 2686 3265 3363
SENIOR ACCOUNT CLERK CU60 1730 2 2638 3209 3305
SENIOR BENEFIT PRO­
GRAM SPECIALIST (CALP- 
ERS)

JR52 6412 2 2951 3588 3696

SENIOR LEGAL TYPIST CC45 3224 2 A 2589 3148 3242
B 2894 3516 3621
L 2589 3148 3242
M 2894 3516 3621

SENIOR MEDICAL STE­
NOGRAPHER

CE70 1180 2 A 2894 3516 3621

L 2894 3516 3621
SENIOR MOTOR VEHICLE 
TECHNICIAN

CZ89 1890 2 2951 3588 3696

SENIOR PENSION PRO­
GRAM REPRESENTATIVE

CZ09 9778 2 2951 3588 3696
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SENIOR STENOGRAPHER CD80 1257 2 A 2686 3266 3364

L 2686 3266 3364

S 2687 3268 3366

SENIOR TELEPHONE OP­
ERATOR

CQ85 1638 2 2638 3209 3305

SENIOR WORD PROCESS­ CC80 1213 2 A 2742 3333 3433
ING TECHNICIAN

S 2745 3334 3434

SERVICE ASSISTANT (DMV 
OPERATIONS)

CZ25 1844 2 2280 2770 2853

SERVICE ASSISTANT (DU­
PLICATING)

CL58 1484 2 2090 2537 2613

SERVICE ASSISTANT (KEY 
DATA OPERATIONS)

CK60 1465 2 1978 2128 2192

SERVICE ASSISTANT (SO­
CIAL SERVICES)

CL57 1461 2 2017 2251 2319

SERVICE ASSISTANT 
-WAREHOUSE AND STOR
ES-

CN70 1510 2 2151 2613 2691

STATISTICAL CLERK CX10 1806 2 2638 3209 3305

STENOGRAPHER CD85 1262 2 A 2239 2718 2800

B 2407 2924 3012

STOCK CLERK CN60 1509 2 2420 2942 3030

SUPPORT SERVICES AS­ CM70 1432 2 A 2074 2519 2595
SISTANT (GENERAL)

B 2214 2688 2769

TAX PROGRAM ASSISTANT CA57 1474 2 A 1852 2251 2319

B 2074 v 2519 2595

C 2280 2770 2853

TAX PROGRAM TECHNI­
CIAN 1, FRANCHISE TAX 
BOARD

CX92 9587 2 2638 3209 3305

TAX PROGRAM TECHNI­
CIAN II, FRANCHISE TAX 
BOARD

CX93 9588 2 2951 3588 3696

TAX TECHNICIAN 1, BOARD CX85 1973 2 A 2280 2770 2853
OF EQUALIZATION

i
B 2450 2975 3064

TAX TECHNICIAN II,
BOARD OF EQUALIZATION

CX86 1974 2 2638 3209 3305

TAX TECHNICIAN III,
BOARD OF EQUALIZATION

CX87 1975 2 2951 3588 3696
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APPENDIX E - UNIT 4 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

TECHNICAL ASSISTANT 1, 
POLITICAL PRACTICES 
COMMISSION

CX40 1803 2 2638 3209 3305

TECHNICAL ASSISTANT CX41 1804 2 2951 3588 3696
II, POLITICAL PRACTICES 
COMMISSION ■

TELEPHONE OPERATOR CR25 1635 2 2280 2770 2853
TELETYPEWRITER OPERA­
TOR

CQ40 1651 2 2450 2975 3064

TOLL COLLECTOR CS50 1707 2 2705 v 3285 3384
WORD PROCESSING 
TECHNICIAN

CC85 1181 2 A 2324 2826 2911

B 2450 2975 3064

L 2324 2826 2911

M 2450 2975 3064
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APPENDIX F - UNIT 4 SIDE LETTERS
Side Letter 6.4 - California State Lottery (CSL) Scratcher Sales Bonus
Side Letter 7.4 - Department of Transportation (CaiTrans) Toll Collectors’ Night Shift
Side Letter 8.4 - Post and Bid Program for Department of Transportation (Caltrans) District 4 (S.F. Bay
Area) Toll Bridges
Side Letter 9.4 - Employee Recognition and Morale Program - FTB and BOE
Side Letter 10.4 - California Environmental Protection Agency (CalEPA) Agreement dated October 2000
Side Letter 11.4 - Auditor and/or Accountant Upward Mobility Program
Side Letter 12.4 - Department of Motor Vehicles (DMV) - Motor Vehicle Field Representative PI
Side Letter 13.4 - Flexible Work Hours
Side Letter 14.4 - Case Records Technician Side Letter - CDCR

Side Letter 6.4 - California State Lottery (CSL) Scratcher Sales Bonus
CSL reserves the right to manage the variety and quantity of Scratcher products offered for sale in
order to stay within its budgetary and legal mandates

The classifications of Lottery Ticket Sales Specialist (LTSS) and Lottery Ticket Sales Senior
Specialist (LTSSS) shall be eligible to receive sales bonuses as governed by the following provisions:

A. The sales bonus shall be based solely on sales of Scratcher products. Scratcher product sales 
are defined as only those packs that have been financially settled by retailers. Prior to the 
beginning of each new quarter of the fiscal year, the CSL Director or designee shall set a

^ statewide sales goal for Scratcher products. The statewide sales goal is then broken down into 
“market shares” for each individual “retailer assignment.” Individual achievement for bonus 
eligibility is measured against the “marked share” established for the individual retailer 
assignment.

B. CSL Sales Department shall issue a quarterly report showing the percentage of statewide sales 
(commonly referred to as “market share”) for Scratcher products for each retailer assignment.
The market share of each sales area is defined as the percentage contribution of the employee’s 
retailer assignment to actual statewide sales during the quarter ending one quarter prior to the 
“goal quarter,” also identified as the "quarter before last.”

Example: The goal of Quarter 1 of FY 99-00 is based upon market share from Quarter 3 of 98/99.

C. Upon completion of each quarter and a qualifying period as defined in subsection G, if the retailer 
assignment achieves at least the first level sales goal in Scratcher products, the eligible employee 
receives the appropriate bonus award for that level. Subsequent awards are based upon 
achieving greater sales levels for the Scratcher-only products.
Example: If a retailer assignment achieves Level 1 goal in Scratcher sales, the participant 
receives Level 1 bonus.

D. Bonus levels and corresponding dollar awards attributable to each level are listed below:
BONUS LEVEL LEVEL 1 LEVEL 2 LEVEL 3 LEVEL 4
% OF SALES GOAL ACHIEVEMENT 102% 105% 108% 112%
Lottery Ticket Sales Specialist $300 $600 $900 $1,200
Lottery Ticket Sr. Sales Spec. $300 $600 $900 $1,200

E. Each eligible employee described below shall be required to work a qualifying period as defined 
in subsection (F) to be eligible for a bonus.
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1. A full-time employee who works a qualifying period and who works a single regular 
retailer assignment during the quarter shall be eligible for the appropriate level bonus 
achieved by that retailer assignment during that quarter.

2. An intermittent employee who works a qualifying period and who works a single regular 
retailer assignment during the quarter shall be eligible for the appropriate level bonus 
achieved by that retailer assignment during that quarter.

3. An. intermittent employee who works a qualifying period and who works more than one 
retailer assignment in either the North or the South region during the quarter shall be 
eligible for the appropriate level bonus achieved by that region.

4. An intermittent employee who works a qualifying period and who works more than one 
retailer assignment in both the North and South regions during the quarter shall be 
eligible for the appropriate level bonds achieved by the State.

5. A part-time employee who works a qualifying period shall be eligible for a percentage of 
the bonus dollar amount consistent with the employee’s time base. The qualifying period 
as defined in subsection F shall be prorated to the time base.

Example: A three quarter (%) time employee who work’s a qualifying period and who achieves 
Level 1 sales shall be eligible to receive three quarter (%) of the dollar amount for that level. The 
qualifying period for eligibility is proportionately reduced by twenty-five percent (25%).

F. For purposes of this bonus provision, the following definitions shall apply:

1. “Qualifying period” is defined as actually working a regular retailer assignment no less 
than sixty-five percent (65%) of actual available work hours in a quarter, excluding 
holidays and weekends.

Formula: Thirteen (13) weeks (91) days less weekends (26 days) multiplied by eight (8) 
hours a day less holiday hours multiplied by sixty-five percent (65%) equals a qualifying 
period.

Example: A qualifying period in a thirteen (13) week quarter with no holidays would 
require the participant to work a regular retailer assignment three hundred thirty-eight 
(338) hours. A qualifying period in a quarter that has one holiday would require the 
participant to work a regular retailer assignment of three hundred thirty-three (333) hours.

2. “Retailer assignment" is defined as a preassigned group of retailers for which the 
employee has Scratcher inventory management responsibilities either through the use of 
a Scratcher inventory management system or through regular retailer telephone activity. 
Retailer assignment does not include activity with retailers which are redirected to an 
employee because of coworker absences.

G. Bonus payments shall be made quarterly within sixty (60) days after the end of the quarter.
H. Bonuses paid pursuant to this section are excluded from compensation for retirement purposes.
I. Bonuses paid pursuant to this section are considered compensation for taxation purposes.

Side Letter 7.4 - Department of Transportation (CalTrans) Toll Collectors’ Night Shift 
Caltrans only: Toll Collectors’ Night Shift Differential

Caltrans will pay a night shift differential to Toll Collectors whose regularly scheduled shifts include at 
least three (3) hours on the night shifts as defined in section 11.8 (A) of the current Unit 4 MOU. In all 
other respects, the provisions in section 11.8 (A) and (B) will continue to apply to Caltrans Toll 
Collectors.

Side Letter 8.4 - Post and Bid Program for Department of Transportation (Caltrans) District 4 (S.F. Bay 
Area) Toll Bridges

The Department of Transportation (Caltrans) and SEIU Local 1000 agree to a Post and Bid Program 
for all District 4 employees in the Toll Collector classification.
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Vacancy/Shift Assignment shall be deemed to exist when a position is unoccupied as a result of 
retirement, transfer, termination, reassignment, or new funding and the Department elects to fill the 
position based on the following criteria:

A. Eligibility to participate:

1. Employees must have permanent civil service status.' Permanent status is when the 
employee has successfully passed his/her probationary period in the class.

2. Any employee appointed under the terms of this side letter must possess the requisite 
skills and abilities required of the position. Any employee who has sustained a 
disciplinary action or received a substandard performance report within the twelve (12) 
months preceding the occurrence of the vacancy, may, at the discretion of management, 
not be eligible for transfer.

B. Criteria to participate:
There will be a thirty (30) calendar day open Post and Bid period semi-annually as follows:

1. October 15 through November 14 (January through June)
2. April 15 through May 14 (July through December)

' 3. The Post and Bid Vacancy/Shift Assignment requests shall be kept on file for the
qualifying six (6) months.

C. Toll Collector vacant positions will be filled in the following order:

1. Permanent full-time Toll Collectors who are currently assigned to the toll bridge where the 
vacancy exists and who have a valid Post and Bid Request on file shall be offered first 
right of refusal to the vacancy in seniority order. Seniority is based on total months of 
State service. In cases of tied seniority, the decision will be made by lot.

2. Any permanent full-time Toll Collector with a valid Post and Bid Request on file shall be 
offered first right of refusal to the vacancy in seniority order. Seniority is based on total 
months of State service. In cases of tied seniority, the decision will be made by lot.

3: PI toll collectors who meet either 1) SPB rule 277 on the date of the vacancy, or 2) are 
reachable on a permanent full-time eligible list, and who have a valid post and bid request 
on file shall be offered first right of refusal to a permanent full-time vacancy in seniority 
order. Seniority is based on total months of State service. In cases of tied seniority, the 
decision will be made by lot.

4. Any Permanent Intermittent (PI) toll collector who has a valid Post and Bid Request on file 
shall be offered first right of refusal for a lateral transfer to a vacant permanent 
intermittent position in seniority order based on total months of State service. In cases of 
tied seniority, the decision will be made by lot.

5. If no Toll Collector with a valid Post and Bid Request accepts the position or if there is no 
valid Post and Bid Request on file, the employer may then fill the vacancy by any other 
available means.

D. Time frames to accept and move to a new position:

1. Employees selected under the terms of this side letter shall have a maximum of five (5)
workdays in which to accept or reject a job offer unless otherwise agreed by the hiring 
supervisor. Once the five (5) workdays have expired without response from the 
employee being considered for reassignment, the employer shall consider it a refusal of 
the job offer. f

2. If a job offer is accepted, the employee will report when the department has completed 
the Post and Bid process. If a transfer reasonably requires a relocation in accordance
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with section 12.2 of the MOU the employee has a maximum of thirty (30) calendar days to 
report to the new work location unless extended by the hiring supervisor.

3. Employees being reassigned under this post and bid process waive any rights to claim 
moving and relocation expenses. This does not preclude payment of such expenses, at 
management’s discretion.

4. This side letter does not preclude management from transferring employees for verifiable 
security, safety, or clearly articulated operational reasons.

Side Letter 9.4 - Employee Recognition and Morale Program - Franchise Tax Board (FTB) and Board of 
Equalization (BOE)
A. The FTB and the BOE agree to establish an Employee Recognition and Morale Program to 

recognize individual employees and/or a group of employees for outstanding contributions on the 
job. All Unit 4 employees are eligible for recognition under the program.

B. Recognition given under this program will be in the form of either monetary or non-monetary 
awards. Neither the amount of cash nor the value of a non-monetary award shall exceed fifty 
dollars ($50) per employee. Cash awards under this section are excluded from compensation for 
the purposes of retirement.

C. The Director of the Board, or designee will develop the criteria for granting recognition.
D. This section is not subject to article 6 of this Contract.

Side Letter 10.4 - California Environmental Protection Agency (CalEPA) Agreement dated October 2000 
The October 2000 Agreement between the State and the Union regarding the CalEPA headquarters 
office building and related Boards, Departments and Offices (BDO) moves shall remain in effect.

Side Letter 11.4 - Auditor and/or Accountant. Upward Mobility Program
The State agrees to an upward mobility training program for Unit 4 employees who are currently 
employed by the EDD, BOE or FTB. In accordance with article 13.11.4, this program is to provide 
preference for upward mobility into the auditing or accountant classifications which has been 
identified and approved in the employee’s annual Individual Development Plan. This section is 
subject to available training resources.

Side Letter 12.4 - Department of Motor Vehicles (DMV) - Motor Vehicle Field Representative PI
Permanent Intermittent (PI) employees in Motor Vehicle Field Representative (MVFR) classification, 
in the DMV, shall be provided the opportunity to change time base as follows:
A. When DMV decides to fill a vacant full-time permanent position, fifty percent (50%) of the 

available positions are subject to this procedure, and will be advertised in the same manner as 
other post and bid announcements utilizing the Opportunity Bulletin.

B. DMV shall after permitting intradepartmental transfers within the class and prior to appointing an 
employee from an eligible list, select from the most senior Permanent Intermittent (PI) employee, 
within the department and the class, with the highest State Service seniority who meets the 
eligibility criteria for a time base change as defined by State Personnel Board (SPB) rule 277.

1. The employee must:

a. have passed probation in the MVFR class;
b. have not received an Adverse Action in the past twelve (12) months;
c. have an overall rating of satisfactory in their most recent performance appraisal;
d. have no negative documentation in their official personnel file in the past twelve 

(12) months;
e. apply for the vacant position

C. The appointment shall be made within a departmentally defined geographic/organizational area: 
DMV may combine geographic/organizational areas.

D. Seniority shall be defined as one point for each month of qualifying State Service as used for the 
purpose of determining leave (e.g. vacation) accrual.

E. An employee who applies for and is selected for a time base change pursuant to this section, and 
refuses the appointment shall be removed from future consideration under this section. An
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employee may remove their name from the list of most senior employees prior to interview. 
Employees applying and selected under this section waive any rights to claim moving and 
relocation expenses. This does not preclude payment of such expenses, at management's 
discretion. -

F. Dispute Resolution:
Employees who dispute the appropriateness of the bid award for the posted position may file a 
written protest pursuant to section 20.2.4.

G. Each appointing authority shall maintain sufficient data to track and verify compliance with the 
provision. Such information shall be maintained by the appointing power for three (3) years and 
shall be made available to the Union upon request.

Side Letter 13.4 - Flexible Work Hours
The Department of Personnel Administration (DPA) will reissue the Personnel Management Liaison 
(PML) letter which will encourage departments to seriously consider flexible work hours pursuant to 
section 19.8, Flexible Work Hours of the Bargaining Unit 4 Memorandum of Understanding.

Side Letter 14.4 - Case Records Technician Side Letter - CDCR
The agreements entered into by the parties on January 11,2008 concerning the Case Records 
Technician classification, including class specifications, alternate range criteria, salaries, and pay 
differentials, shall remain in full force and effect. In the event of a dispute on the terms of the 
agreements, the language in the agreement signed by the parties on January 11,2008 is controlling.
A summary of those agreements is as follows:

A. Effective the March 2009, pay period the 5% recruitment and retention differential will be rolled 
into the base salary of the above classification and, concurrently the pay differential will expire.

B. Agreement to this salary proposal amends the current agreement between the State and the 
SEIU and supersedes Article 11, Section 11.1 of the BU 4 MOU; the salary increases provided to 
the Case Records Technician classification in this agreement are full compensation thru June 30, 
2009.

C. Pursuant to DPA Rule 599.679, current incumbents in the Office Technician (Typing) 
classification shall be entitled to the same rate received in the class left until such time as the 
maximum of the new class salary equals or exceeds this rate.

D. The newly created CRT class shall be incorporated into by reference, and^made a part of, the Unit 
4 contract.

E. The parties agree to meet no later than 180 days following the reallocation of the affected 
employees to determine if the provisions have been fully complied with. Upon mutual agreement 
this implementation agreement shall sunset.

F. Within 90 days of employees’ reallocation to the Case Records Technician (CRT) class CDCR 
shall provide DPA and the Union a list by institution of each reallocated employee’s prior and 
current class, range and pay.

G. Duty Statements: Within 120 days of SPB’s approval of the CRT class, CDCR shall create and 
provide each reallocated employee with a current and accurate duty statement.

H. Differentials: CDCR employees shall continue to receive the following pay differentials in their 
new classification if they otherwise meet the criteria set forth in the differential: Institutional 
Worker Supervision Pay, Bilingual Pay, Recruitment and Retention pay (various prisons).

I. Training: DPA shall recommend that CDCR review its training program to determine if the 
program has the following elements:

1. Training manuals for each work process;
2. Ongoing statewide training;
3. On-the-job training (OJT) and in-service training (1ST) for newly hired and/or promoted 

employees;
4. Annual review of desk procedures to include new instructional and administrative 

bulletins;
5. Timely notice of training of new and/or revised policies and procedures.
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APPENDIX G - UNIT 11 SALARY SCHEDULE

Unit 11 - Engineering and Scientific Technicians 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

AGRICULTURAL BIOLOGI­
CAL TECHNICIAN

ST50 7891 . 2 A 2746 3339 3439

B 3119 3789 3903
AGRICULTURAL LABORA­
TORY MICROSCOPIST

ST55 4002 2 3335 4050 4172

AGRICULTURAL MARKET­
ING TECHNICIAN

AQ80 0656 2 A 2274 2764 2847

B 2542 3086 3179
AGRICULTURAL PEST 
CONTROL SPECIALIST

BG25 0647 2 A 2870 3488 3593

B 3119 3789 3903

C 2986 3627 3736

D 3119 3789 3903

E 3262 3963 4082
I

F 3416 4152 4277
AIR QUALITY REPRESEN­
TATIVE I, DEPARTMENT OF 
CONSUMER AFFAIRS ,

QR10 9261 2 3050 3658 3768

AIR QUALITY REPRESEN­
TATIVE II, DEPARTMENT
OF CONSUMER AFFAIRS

QR11 9358 2 3658 4400 4532

AIR RESOURCES FIELD 
REPRESENTATIVE I

IB84 3935 2 3738 4544 4680

AIR RESOURCES FIELD 
REPRESENTATIVE II

IB82 3937 2 . 4103 4986 5136

AIR RESOURCES TECHNI­
CIAN I

IB92 3872 2 A 2098 2548 2624

B 2447 2972 3061
AIR RESOURCES TECHNI­
CIAN II

IB90 3873 2 2746 3339 3439

ANIMAL TECHNICIAN I ST32 7872 2 2119 2335 2405
ANIMAL TECHNICIAN II ST31 7873 2 2447 2972 3061
ANIMAL TECHNICIAN III ST30 7871 2 2634 3200 3296
AQUATIC PEST CONTROL 
SPECIALIST, DEPARTMENT 
OF BOATING AND WATER­
WAYS

BB10 0515 2 A 2870 3488 3593

B 3576 4346 4476
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

AQUATIC PEST CONTROL 
TECHNICIAN, DEPART­
MENT OF BOATING AND

BB05 0514
i

2 A 2043 2482 2556

WATERWAYS

B ■ 2274 2764 2847

C 2542 3086 3179
ARCHEOLOGICAL AID 
-SEASONAL-

BT90 1023 2 10.74 12.41 12.78

ARCHITECTURAL ASSIS­ IN60 4012 2 A 3503 ' 4054 4176
TANT

B 3922 4766 4909
ARCHITECTURAL ASSOCI­
ATE

IN50 4009 2 4960 6027 6208

ARCHITECTURAL PROJ­
ECT PRODUCTION ANA­
LYST

IR40 4116 2 4400 5343 5503

ASSISTANT ESTIMATOR
OF BUILDING CONSTRUC­
TION

IV70 4069 2 4103 4986 5136

ASSISTANT ESTIMATOR, 
CALIFORNIA HOUSING 
FINANCE AGENCY

IT92 , 4572 2 3922 4766 4909

ASSISTANT STEEL IN­
SPECTOR

GY10 3390 2 3922 4766 4909

ASSOCIATE DESIGN OFFI­
CER, CALIFORNIA HOUS­
ING FINANCE AGENCY

IR56 4121 2 4960 6027 6208

ASSOCIATE ESTIMATOR
OF BUILDING CONSTRUC­
TION

IV40 4066 2 4960 6027 6208

ASSOCIATE ESTIMATOR, 
CALIFORNIA HOUSING 
FINANCE AGENCY

IT93 4573 2 4960 6027 6208

ASSOCIATE RAILROAD IH42 3934 •• 2 4960 ' 6027 6208
EQUIPMENT INSPECTOR, 
PUBLIC UTILITIES COM­
MISSION

ASSOCIATE RAILROAD 
TRACK INSPECTOR,
PUBLIC UTILITIES COM­
MISSION

IH44 3941 2
<

4960 6027 6208

ASSOCIATE SIGNAL AND 
TRAIN CONTROL INSPEC­
TOR

IH43 3947 2 4960 6027 6208

ASSOCIATE STEEL IN­
SPECTOR

GX90 3387 2 4960 6027 6208
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

ASSOCIATE TRANSPORTA­
TION OPERATIONS SU­
PERVISOR PUBLIC UTILI­
TIES COMMISSION

IH40 3923 ' 2 4960 6027 6208

AUTOMOTIVE EMISSION 
TEST SPECIALIST I

QQ87 6957 2 A 2634 3200 3296

2870 3488 3593

AUTOMOTIVE EMISSION 
TEST SPECIALIST II .

QQ92 6953 2 3416 4152 4277

AUTOMOTIVE EMISSION 
TEST SPECIALIST III

QQ95 6954 2 3738 4544 4680

BOUNDARY DETERMINA­
TION TECHNICIAN

GA30 3005 2 A 2274 2764 2847

B 2746 3339 3439

C 3262 3963 4082

BRIDGE ARCHITECTURAL 
ASSISTANT

GM90 3203 2 3922 4766 4909

BRIDGE ARCHITECTURAL 
ASSOCIATE

GM80 3202 2 4960 6027 6208

BRIDGE ARCHITECTURAL 
TRAINEE

GM95 3204 2 3503 4054 4176

CIVIL ENGINEERING AS­
SOCIATE

GH70 3124 2 4960 6027 6208

CIVIL ENGINEERING TECH­
NICIAN II

GI20 3129 2 3738 4544 4680

CONSTRUCTION INSPEC­
TOR TECHNICIAN, WATER 
RESOURCES

HA65 3453 2 A 2746 3339 3439

B 3262 3963 4082

CONSTRUCTION INSPEC­
TOR WATER RESOURCES

HA60 3449 2 382.6 4650 4790

CONSTRUCTION SUPERVI­
SOR I WATER RESOURCES

HA50 3448 2 4960 6027 6208

DAIRY LABORATORY - 
TECHNOLOGIST

ST40 7874 2 3495 4246 4373

DELINEATOR GC30 3026 2 3119 3789 3903

DISASTER ASSISTANCE 
PROGRAMS SPECIALIST I

UA40 8025 2 A 3475 4224 4351

B 3816 4643 ( 4782

DISASTER ASSISTANCE 
PROGRAMS SPECIALIST II

UA45 8030 2 4519 5453 5617

DISASTER WORKER SPE­
CIALITY SERVICES (VARI­
OUS DISASTERS)

UC30 8079 2 2817 6404 6596

DISASTER WORKER SPE­
CIALITY SERVICES (VARI­
OUS DISASTERS)

UC30 8079
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A^ MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

DISASTER WORKER SPE­
CIALITY SERVICES (VARI­
OUS DISASTERS)

UC30 8079 2 2817 6404 6596

DOCUMENT PRESERVA­
TION TECHNICIAN'

CL25 1477 2 2725 3309 3408

DRAFTING SERVICES AID GC81 1767 2 A 2274 2764 2847
- B 2746 3339 3439

ELECTRICAL CONSTRUC­
TION INSPECTOR

HB40 3462 2 3826 4650 4790

ELECTRICAL CONSTRUC­
TION SUPERVISOR I

HB30 3461 2 4960 6027 6208

ELECTRICAL ENGINEER­
ING TECHNICIAN I

HK40 3629 2 3262 3963 4082

ELECTRICAL ENGINEER­
ING TECHNICIAN II

HK30 3627 2 3922 4766 4909

ELECTRICAL ENGINEER­
ING TECHNICIAN III

HK20 3626 2 4306 5231 5388

ELECTRICAL ESTIMATOR I IW20 4076 2 4103 4986 ; 5136

ELECTRICAL ESTIMATOR II IW10 4075 2 4723 5740 5912

ELECTRICAL INSPECTOR I mo 4035 2 3738 4544 4680

ELECTRICAL INSPECTOR II IS90 4034 2 4503 5473 5637

ENVIRONMENTAL TECHNI­
CIAN

BH64 s 3524 2 A 2746 3339 3439

■ B 3262 3963 4082

FISH AND WILDLIFE SCI­
ENTIFIC AID

BQ75 0835 2 11.58 13.34 13.74

FISH AND WILDLIFE SEA- 
SONAL AID

BO90 0790 2 9.76 10.35 10.66

FISH AND WILDLIFE TECH­
NICIAN

BQ80 0916 2 ' A 2779 3216 3312

B 2884 3506 3611

FISH HABITAT ASSISTANT ■ BO40 0780 2 3136 3808 3922

FISH HABITAT SPECIALIST BO30 0777 2 3587 4359 4490

GEOLOGICAL DRAFTING 
TECHNICIAN

GC10 3097 2 3262 , 3963 4082

INSTRUMENT TECHNI­
CIAN, AIR QUALITY

QQ70 6927 2 A 3262 3963 4082

B 3738 4544 4680

/ C 4103 4986 5136

JUNIOR ENGINEERING 
TECHNICIAN

GA25 3008 2 A 2274 2764 2847

B 2746 1 3339 3439

LABORATORY ASSISTANT SU05 7884 2 A 2153 2613 2691

B 2312 2807 2891
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE , SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

LABORATORY ASSISTANT, 
CORRECTIONAL FACILITY

SV06 9265 2 A 2153 2613 2691 ,

B 2312 2807 2891

LABORATORY TECHNICIAN 
-CHEMICAL ANALYSIS-

ST60 7877 2 A 3050 3706 3817

B 3335 4050 4172

LABORATORY TECHNICIAN 
-CRIMINALISTICS-

ST65 7868 2 3050 3706 3817

LABORATORY TECHNICIAN
II -ANIMAL PATHOLOGY-

ST10 7869 2 3658 4444 4577

LANDSCAPE TECHNICIAN . IM97 1769 2 A 3262 3963 4082

B 3738 4544 4680

LEAD STRUCTURAL STEEL 
INSPECTOR (NONDE­
STRUCTIVE TESTING)

GY21 3380 2 5233 6360 6551

MATERIALS AND RE­
SEARCH ENGINEERING 
ASSOCIATE (SPECIALIST)

GX40 3381 2 4960 6027 6208

MECHANICAL AND TECH­
NICAL OCCUPATIONAL 
TRAINEE

GA55 9993 2 1935 2132 2196
i

MECHANICAL CONSTRUC­
TION INSPECTOR

HB70. 3468. 2 3826 4650 4790

MECHANICAL CONSTRUC­
TION SUPERVISOR l

HB60 3466 2 4960 6027, 6208

MECHANICAL ENGINEER­
ING TECHNICIAN I

HI50 3595 2 3262 .3963 . 4082

MECHANICAL ENGINEER­
ING TECHNICIAN II

HI40 3594 2 3922 4766 4909

MECHANICAL ENGINEER­
ING TECHNICIAN III

HI30 3593 ... 2 4306 5231 5388

MECHANICAL ESTIMATOR
II

IW40 4079 . 2 4960 6027 . 6208

MECHANICAL INSPECTOR
I

IT30 4030 2 3738 4544 4680

MECHANICAL INSPECTOR
II

IT20 4037 2 4503 5473 5637

MEDICAL SUPPLY TECHNI­
CIAN

SU07 8015 . 2 A 2153 2613 2691.

B 2312 2807 2891
MINERAL RESOURCES EN­
GINEERING TECHNICIAN I

GA35 4081 2 2274 2764 2847

MINERAL RESOURCES EN­
GINEERING TECHNICIAN II

GA40 4082 2 2746 3339 3439

MINERAL RESOURCES EN­
GINEERING TECHNICIAN III

GA45 4083 2 3262 3963 4082
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A^ MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

MINERAL RESOURCES VU15 9004 2 A 3273 3977 , 4096
INSPECTOR I

B 3755 4563 4700

MINERAL RESOURCES 
INSPECTOR II

VT90 8856 2 4125 5010 5160

MUSEUM TECHNICIAN BS80 2870 2 A 2480 3014 3104

B 2804 3407 3509

OIL AND GAS TECHNICIAN
I

HV38 3799 ' 2 2274 2764 2847

OIL AND GAS TECHNICIAN 
||

HV40 3797 2 2746 3339 3439

OIL AND GAS TECHNICIAN
III

HV42' 3788 2 3262 ( 3963 4082

PATHOLOGY ASSISTANT ST95 7875 2
I

2746 3339 ■ 3439

PLANT QUARANTINE IN­ BA72 0615 2 A 2870 3488 3593
SPECTOR

B 3119 3789 3903

PUBLIC HEALTH LABO­
RATORY TECHNICIAN I. 
-CHEMICAL ANALYSIS-

ST83 7886 2 3050 3706 3817

PUBLIC HEALTH LABO­
RATORY TECHNICIAN,! 
-MICROBIOLOGY-

ST86 7887 2 3050 3706 3817

QUALITY CONTROL 
TECHNICIAN, PRISON 
INDUSTRIES (CLEANING 
PRODUCTS)

ST58 3080 2 4099 4940 5088

RESEARCH ASSISTANT I SS90 7866 2 2804 , 3092 3185
-VARIOUS STUDIES- J

RESEARCH ASSISTANT II 
-VARIOUS STUDIES-

SS80 7865 2 3050 3706 3817

RESEARCH ASSISTANT III 
-VARIOUS STUDIES-

SS70 7864 2 3658 4444 4577

RESEARCH ASSISTANT IV 
-VARIOUS STUDIES- .

SS60 7863 2 4199 5104 5257

RESEARCH ASSISTANT V 
-VARIOUS STUDIES-

SS50 7862 2 4611 5600 5768

SAFETY ENGINEERING IF25 3906 2 A 2274 2764 2847
TECHNICIAN

B 2746 3339 3439

C 3262 3963 4082

SANITARY ENGINEERING HY80 3826 2 4960 6027 6208
ASSOCIATE i.

SANITARY ENGINEERING HZ35 3782 2 A 3416 4152 4277
TECHNICIAN

401 B 3922 4766 4909
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS
CODE CODE

SANITARY ENGINEERING HZ40 3839
TECHNICIAN TRAINEE

SCIENTIFIC AID AR65 1931

SEISMOLOGICALINSTRU- QQ15 6991
MENT TECHNICIAN I

SEISMOLOGICAL INSTRU- QQ20 6992
MENT TECHNICIAN II

SEISMOLOGICAL INSTRU- QQ25 6993
MENT TECHNICIAN III

SENIOR AGRICULTURAL ST52 7892
BIOLOGICAL TECHNICIAN

SENIOR DELINEATOR GC20 3023

SENIOR DESIGN OFFICER, IR55 4119
CALIFORNIA HOUSING 
FINANCE AGENCY

SENIOR ESTIMATOR OF IV30 4063
BUILDING CONSTRUCTION

SENIOR ESTIMATOR, IT94 4576
CALIFORNIA HOUSING 
FINANCE AGENCY

SENIOR GEOLOGICAL GB90 3093
DRAFTING TECHNICIAN

SENIOR LABORATORY AS- ST90 7878
SISTANT

SENIOR LABORATORY AS- SV09 9266
SISTANT, CORRECTIONAL
FACILITY

SENIOR TRANSPORTA- IH30 3921
TION OPERATIONS SU­
PERVISOR PUBLIC UTILI- 
TIESCOMMISSION

SPECIFICATION WRITER I 1050 4090

SPECIFICATION WRITER II IO40 4087

STRUCTURAL DESIGN GB60 3038
TECHNICIAN I

STRUCTURAL DESIGN GB50 3037
TECHNICIAN II

STRUCTURAL DESIGN GB40 3036
TECHNICIAN III

STRUCTURAL STEEL IN- GY20 3389
SPECTOR (NONDESTRUC­
TIVE TESTING)

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

2 A 2274 2764 2847

B 2746 3339 3439

2 11.58 13.34 13.74

2 3262 3963 4082

2 3576 4345 4475

2 3925 4772 4915

2 3635 4414 4546

2 3738 4544 4680

E 5439 .6606 6804

E 5439 6606 6804

E 5439 6606 6804

2 3738 4544 4680

2 2495 3031 3122

2 2495 3031 3122

E 5439 6606 6804

2 3922 4766 4909

2 4503 5473 5637

2 3262 3962 4081

S

2 3922 4767 4910

2 4305 5230 5387

2 A 4521 5493 5658

4983
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APPENDIX G - UNIT 11 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS 
CODE 7

WWG A/R MINIMUM MAXIMUM MAX
CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

STUDENT ASSISTANT - MF30 4871 2 A 2002 2209 2275
ENGINEERING AND ARCHI­
TECTURAL SCIENCES-

B 2151 2368 2439

C 2312 2549 2625

D 2406 2652 2732

E 2497 2755 2838

F 2599 2864 2950

G 2717 2996 3086

STUDENT ENGINEERING
AID

GA50 3012 2 1889 . 2295 2364

SUPERVISING LABORA­
TORY ASSISTANT I

ST80 7890 2 2684 3262 3360

TEXTILE TECHNICIAN I TG50 8084 2 2542 3086 3179 .

TEXTILE TECHNICIAN II TG55 8082 2 2986 3627 3736 '

TRANSPORTATION ENGI­ GK80 3175 2 A 2746 3339 3439
NEERING TECHNICIAN

B 3262 3963 4082

C 3922 4766 4909

WATER RESOURCES 
ENGINEERING ASSOCIATE 
(SPECIALIST)

GP20 3042 2 4960 ■ 6027 6208

WATER RESOURCES 
TECHNICIAN I

GP40 3044 2 3262 3963 4082

WATER RESOURCES 
TECHNICIAN II

GP30 3043 2 3922 4766 4909

WILDLIFE HABITAT ASSIS­ BQ57 0904 2 3136 3808 3922
TANT

\

WILDLIFE HABITAT SUPER­
VISOR I

BQ56 0903 2 3587 4359 4490
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APPENDIX H - UNIT 11 SIDE LETTERS 
Side Letter 6.11 - Fish and Wildlife Specialist (Lead)

Side Letter 6.11 - Fish and Wildlife Specialist (Lead)
A. The DPA will conduct a classification study for the establishment of a lead person classification.
B. Upon completion of the study, the State shall provide the Union with a copy of the study. The 

State shall meet with the Union regarding the results of the study. The State agrees that the 
Union will have two (2) representatives who will serve and participate on the committee without , 
loss of compensation. Management will have an equal number of representatives on the 
committee.

C. The committee will review the study and present recommendations and alternatives within six (6) 
months from the time the study is received by the Union.

D. Any recommendations resulting from this study are subject to approval by both parties. Should
there be an agreement to establish a new classification; the parties shall follow the procedures 
outlined in article 14.1 for the establishment of the new classification. ,

i
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APPENDIX I - UNIT 14 SALARY SCHEDULE

Unit 14 Printing Trades 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

BOOKBINDER I RM48 7404 2 1374 1374 1415

BOOKBINDER II RM46 7402 2 3354 3354 3455

BOOKBINDER III RM44 740-1 2 3772 3772 3885

BOOKBINDER IV RM42 7399 2 4189 4189 4315

COPYHOLDER RI10 7266 2 2735 2735 2817

DIGITAL COMPOSITION 
SPECIALIST I

RH88 7255 2 A 2757 3352 3453

B 3227 3922 4040

DIGITAL COMPOSITION 
SPECIALIST II

RH86. 7256 2 A 3705 4503 4638 .

L 3705 4503 4638

DIGITAL COMPOSITION 
SPECIALIST III

RH84 7258 2 4076 4954 5103

DIGITAL PRINT OPERA­
TOR I

CL35 1411 2 A 2607 3169 3264

L 2607 3169 3264

DIGITAL PRINT OPERA­
TOR II

CL30 1412 2 2867 3485 3590

EXHIBIT DESIGNER/COOR­
DINATOR

MB05 2814 2 4629 5583 5750

EXHIBIT DESIGNER-IN­
STALLER

MB15 2812 2 3364 4035 4156

EXHIBIT SPECIALIST MB10 2811 2 3678 4420 4553

EXHIBIT TECHNICIAN MB20 2813 2 3227 3853 3969

GRAPHIC DESIGNER I GC75 2884 2 A 3227 3922 4040

L 3227 3922 4040

GRAPHIC DESIGNER II GC70 2885 2 A 3705 4503 4638

L 3705 4503 4638

GRAPHIC DESIGNER III GC65 2886 2 A 4367 5309 5468

L 4367 5309 5468

LITHOGRAPHIC NEGATIVE 
ASSEMBLER

RK10 7326 2 4735 4735 4877

LITHOGRAPHIC PLATE
maker

RJ90 7325 - 2 4735 4735 4877

LITHOGRAPHIC PRE- RJ20 7305 2 3467 3467 3571
PRESS ASSISTANT
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APPENDIX I - UNIT 14 SALARY SCHEDULE

CLASSIFICATION TITLE

OFFSET PRESS ASSIS­
TANT

SCHEMATIC
CODE

RJ55

CLASS
CODE

7335

WWG

2

A/R

)

MINIMUM
SALARY

(
V.

3894

|

MAXIMUM
SALARY

3894

MAX 
WITH 3% 

INCREASE 
07/01/2013

4011

OFFSET PROCESS CAM­
ERA OPERATOR

RJ40 7313 2 4789 4789 4933

OFFSET PROCESS CAM­
ERA OPERATOR MASTER 
PHOTOGRAPHER

RJ30 7915 2 5018 5018 5169

PHOTOCOMPOSITION 
KEYBOARD OPERATOR

RH75 7250 2 4091 4091 4214

PRINTER I, STATE COM­
PENSATION INSURANCE 
FUND

RP10 7442 2 4043 4079 4201

PRINTER II, STATE COM­
PENSATION INSURANCE 
FUND

RO90 7441 2 5260 5295 5454

PRINTING OPERATIONS 
ASSISTANT

RF90 7233 , 2 3177 3816 3930

PRINTING PLANT MACHIN­
IST

RO20 7431 2 , - 4794 4794 4938

PRINTING PROCESS AND 
OPERATIONS PLANNER

RF70 7230 2 A 3816 4590 4728

B 4183 5046 5197
PRINTING TRADES ASSIS­
TANT I

RO60 7438 2 2731 2731 2813

PRINTING TRADES ASSIS­
TANT II

RO50 7437 2 3153 3153 3248

PRINTING TRADES PRO­
DUCTION COORDINATOR

CL90 1473 2 2986 3576 3683

PRINTING TRADES SPE­
CIALIST I (GENERAL)

CL65 1487 2 A 2274 2648 2727

B 2447 2877 2963
PRINTING TRADES SPE­
CIALIST III (GENERAL)

CL83 1511 2v A 2662 3155 3250

B 2938 3477 3581
PRINTING TRADES SPE­
CIALIST TRAINEE (GEN­
ERAL)

CL60 1485 , 2 2043 2369 2440

PROOFREADER, RH90 7265 2 4091
r*

4091 4214
SHEETFED OFFSET
PRESS OPERATOR I

RJ99 7323 2 2607 3169 3264

SHEETFED OFFSET
PRESS OPERATOR II

RJ97 7324 2 2933 3565 3672

SHEETFED OFFSET RJ95 7327 2 . 3624 4405 4537
PRESS OPERATOR III
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APPENDIX I - UNIT 14 SALARY SCHEDULE
r

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE

SHEETFED OFFSET
PRESS OPERATOR IV

RJ85 7329

SHEETFED OFFSET
PRESS OPERATOR V

RJ65 7330

WEBFED OFFSET PRESS 
OPERATOR I

RL85 7322

WEBFED OFFSET PRESS 
OPERATOR II

RL65 7331

WEBFED OFFSET PRESS 
OPERATOR III

RL75 7332

WEBFED OFFSET PRESS 
OPERATOR IV-

RL55 7333

SALARY SALARY WITH 3% 
INCREASE 
07/01/2013

2 4018 4885 5032

2 4150 5046 5197

l»

2 3165 3846 3961

2 3796 4614 4752

2 4014 4879 5025

2 4259 5175 5330

/ /

407



APPENDIX J - UNIT 14 SIDE LETTERS
Side Letter 6.14 - Digital Print Operator II Class Study
Side Letter 7.14 - Multi Media Specialist

Side Letter 6.14 - Digital Print Operator II Class Study
During the term of this agreemeht, the California Department of Transportation and the Department of 
General Services will conduct a joint classification review of the Digital Print Operator II (DPO II) 
classification.

When the review is completed, a copy of the written report will be provided to the Union and the 
Department of Personnel Administration.

Any Classification changes will be handled consistent with section 14.1 of this MOU.

Side Letter 7.14 - Multi Media Specialist
At the Union’s request, the State agrees to meet with the Union to review Union informatioh on a 
potential Multi Media Specialist class.

Prior to the meeting the Union will provide the State with possible class specification language Such 
as: - ;

- Typical tasks
- Minimum qualifications
- Essential functions ' -
- Class definition

The Union may also provide suggested eXam planning and Sample duty statements.

r
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PAY DIFFERENTIAL 121 , ;
PRINTER I, STATE COMPENSATION INSURANCE FUND SKILL PAY - UNIT 14

Effective: 8/1/89

Revised: 7/1/99

CLASS TITLE CLASS
CODE

CjB/ID RATE EARNINGS
ID

DEPARTMENT

Printer I, SCIF ; 7442 R14 $ .85 per 
hour

8F3 , SCIF

CRITERIA

Employees who are assigned to operate, the Heidelberg Printmaker QM 46-2 press, or Ryobi 3302M. 
Press, eleven (11) or more, working days in the pay period, the differential rate will be paid for the entire 
pay period, including periods of paid leave. Employees assigned to the press less than eleven (11) 
working days will be paid the differential rate for only those days they operated the press. Employees will 
be eligible for assignment to the press and differential pay from the date they are found qualified to 
operate the press independently.

IF APPLICABLE, SHOULD PAY DIFFERENTIAL BE: ,
PRORATED No
SUBJECT TO QUALIFYING PAY PERIOD No
ALL TIME BASES AND TENURE ELIGIBLE Yes
SUBJECT TO PERS DEDUCTION Yes

INCLUSION IN RATE TO CALCULATE THE FOLLOWING BENEFIT PAY
OVERTIME Yes
IDL No
EIDL No
SDI No
LUMP SUM VACATION No
LUMPSUM SICK No
LUMP SUM EXTRA No

PAY DIFFERENTIAL 201
SHEETFED OFFSET PRESS OPERATOR II DIFFERENTIAL - UNIT 14

Established: 2/1/00

CLASS TITLE CLASS CB/ID < RATE EARNINGS DEPARTMENT
CODE ID

Sheetfed Offset Press 7324 R14 $250 8SOP All Departments
Operator II - per

month f

CRITERIA

Employees in the above classification who are permanently assigned to operate envelope specialty 
presses for more than fifty percent'(50%) of their work time are entitled to receive a pay differential of 
two hundred fifty dollars ($250) per month prorated according to their time base.
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IF APPLICABLE, SHOULD PAY DIFFERENTIAL BE:
PRORATED Yes
SUBJECT TO QUALIFYING PAY PERIOD No
ALL TIME BASES AND TENURE ELIGIBLE Yes
SUBJECT TO PERS DEDUCTION Yes

INCLUSION IN RATE TO CALCULATE THE FOLLOWING BENEFIT PAY
OVERTIME Yes
IDL Yes
EIDL Yes
SDI 1 Yes
LUMP SUM VACATION Yes
LUMP SUM SICK Yes
LUMP SUM EXTRA Yes

PAY DIFFERENTIAL 202
SATELLITE WORK LOCATION PAY DIFFERENTIAL - UNIT 14

Established: 2/1/00

CLASS TITLE CLASS
CODE

CB/ID RATE EARNINGS
ID

DEPARTMENT

Digital Print Operator I 1411 R14 $150 per 
month

8SWL All Departments

Digital Print Operator II 1412

CRITERIA

Employees in the above classifications who are permanent employees, and have a time base of 
three-fourths (%) or more shall receive the differential of one hundred fifty ($150) per month provided 
that all five (5) of the following criteria are met:

• The incumbent is permanently assigned to a satellite work location and his/her immediate 
supervisor does not provide technical guidance and support and;

• The incumbent is the individual who is assigned to maintain the effective and efficient 
operation of the work location, and;

• The operation of the work location routinely entails customer contact and frequent 
accommodation of unexpected changes in work priorities or workload increases, and;

• The incumbents cannot refer to or consult with the immediate supervisor or other 
knowledgeable staff regarding day to day decisions regarding the operations of the work 
location on a timely and effective basis, and;

• Other staff at the location are not knowledgeable about the incumbent’s assigned duties and 
' responsibilities sufficient to contribute to the effective and efficient completion of the ,

incumbent’s assignment.

IF APPLICABLE, SHOULD PAY DIFFERENTIAL BE:
PRORATED Yes
SUBJECT TO QUALIFYING PAY PERIOD No
ALL TIME BASES AND TENURE ELIGIBLE No
SUBJECT TO PERS DEDUCTION Yes
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INCLUSION IN RATE TO CALCULATE THE FOLLOWING BENEFIT PAY
OVERTIME Yes
IDL Yes
EIDL Yes
SDI , Yes
LUMP SUM VACATION Yes
LUMP SUM SICK Yes
LUMP SUM EXTRA Yes

PAY DIFFERENTIAL 192 
M 1000 SKILL PAY DIFFERENTIAL (UNIT 14)

Established: 10/1/99 
Revised: 02/01/01

CLASS TITLE CLASS
CODE

RATE CB/ID DEPARTMENT

Webfed Offset Press Operator
III*

7332 A R14 Department of General
ServicesI

WOPO III, IV 7333 A
B

RATE EARNINGS ID
A 10% per pay period 8WP1
B 20% per pay period 8WP2

CRITERIA

• Webfed Offset Press Operators lll/IV whose assignment are the duties of second operators of 
. the Heidelberg-Harfis M 1000 Webfed Offset Press at the OSP will receive skill pay

differentials of ten percent (10%).
• Webfed Offset Press Operators IV whose permanent assignment are the duties of lead 

operators of the Heidelberg-Harris M 1000 Webfed Offset Press at the OSP will receive skill 
pay differentials of twenty percent (20%).

IF APPLICABLE, SHOULD PAY DIFFERENTIAL BE:
PRORATED , No
SUBJECT TO QUALIFYING PAY PERIOD No
ALL TIME BASES AND TENURE.ELIGIBLE Yes
SUBJECT TO PERS DEDUCTION Yes

INCLUSION IN RATE TO CALCULATE THE FOLLOWING BENEFIT PAY
OVERTIME Yes
IDL Yes
EIDL Yes
SDI Yes
LUMP SUM VACATION Yes
LUMP SUM SICK Yes
LUMP SUM EXTRA Yes

* Please see Pay Differential 86 for employees’ entitled to Night Shift Differential
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APPENDIX K - UNIT 15 SALARY SCHEDULE

Unit 15 Allied Service Workers 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC CLASS
CODE CODE

ARMORY CUSTODIAN I DA40 1956

ARMORY CUSTODIAN II DA30 1953

ARMORY CUSTODIAN III DA20 1950

ASSISTANT SEAMER DE60 2079

BAKER I DJ90 2223

BAKER I -CORRECTIONAL DJ95 2224
FACILITY-

BAKER II DJ80 2220

BAKER II -CORRECTIONAL 
FACILITY-

DJ85 2221

BARBER -CORRECTIONAL 
FACILITY-.

DE85 2086

BARBERSHOP MANAGER DE70 2083

BEAUTY SHOP MANAGER DF10 2091

BUTCHER-MEAT CUTTER II 
-CORRECTIONAL FACILITY-

DK15 2245

COOK SPECIALIST I DJ40 2185

COOK SPECIALIST I (COR­
RECTIONAL FACILITY)

DJ45 2187

COOK SPECIALIST II DJ30 2184

COOK SPECIALIST II (COR­
RECTIONAL FACILITY)

DJ35 2186

COOK, CALIFORNIA CON­ DJ38 2189
SERVATION CORPS

CORRECTIONAL SUPER-' 
VISING COOK (CORREC­
TIONAL FACILITY)

DJ25 2183

CUSTODIAN DC40 2011

CUSTODIAN (CORREC­ DC45 2006
TIONAL FACILITY)

CUSTODIAN LIMITED DC50 2017
SERVICE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

2 2252 2737 2819

2 2425 2944 3032

2 2832 3441 3544 .

2 2215 2693 2774

2 A 2659 3233 3330

F 2215.83 2694.17 . 2775

2 2659 3233 3330

2 2899 3524 3630

2 2899 3524 3630

2 2471 3002 3092

2 2659 3233 3330

2 2659 3233 3330

2 2899 3524 3630

2 A 2378 2891 2978

F 1981.67 2409.17 2481

2 2378 2891 2978

2 A 2659 3233 3330

F 2215.83 2694.17 2775

2 2659 3233 3330

2 2559 3108 3201

2 A 2899. 3526 3632

C , 3200 . 3892 . ■ 4009 .

S 2901 3528 , , 3634

U 3203 3894 4011

2 A 2098 2549 2625

F 1748.33 2124.17 2188

2 2098 2549 2625

2 2098 2549 2625

412



APPENDIX K- UNIT 15 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS, WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

ELEVATOR OPERATOR , DD70 . 2034 2 2098 2549 2625

EXECUTIVE RESIDENCE 
HOUSEKEEPER, DEPART­
MENT OF GENERAL SER­
VICES

DC60 2049 2 2215 2693 2774

FACILITY ENVIRONMENTAL 
AUDIT TECHNICIAN

DC69 2097 2 2504 3047 3138

FOOD SERVICE SUPERVI­ DK40 2258 2 A 2471 3002 3032

SOR l >
f

S 2473 3005 3095

FOOD SERVICE TECHNI­ DK60 2194 2 A 2065 2507 2582

CIAN I

F 1720.83 2089.17 2152

FOOD SERVICE TECHNI­
CIAN I (CORRECTIONAL

DK65 2196 2 2065 2507 2582

FACILITY) ■ ■
FOOD SERVICE TECHNI­ DK50 2193 2 A 2215 2693 2774
CIAN II

F 1845.83 2244.17 2311

FOOD SERVICE TECHNI­
CIAN II (CORRECTIONAL 
FACILITY)

DK55 2195 2 2215 2693 2774

FOOD SERVICE WORKER I DK61 2198 2 A 2065 2507. 2582
(SAFETY)

F 1720.83 2089.17 2152

FOOD SERVICE WORKER DK51 2199 2 A 2215 2693 2774
ll/SF

F 1845.83 2244.17 2311

FORESTRY COOK I DJ60 2203 2 2297 2792 2876

FORESTRY COOK II DJ50 2202 2 2471 .3002 3092

HOSPITAL WORKER TN80 8141 2 2134 2591 . 2669

HOSPITAL WORKER 
(SAFETY)

TN81 8146 2 - 2134 2591 2669

HOUSEKEEPER DD20 2043 2 A 2098 2549 2625

/ F 1748.33 2124.17 2188

LAUNDERER DG50 2119 2 2215 2693 2774

LAUNDERER ASSISTANT DG60 2122 2 2065 2507 2582

LAUNDRY SUPERVISOR I DG35 2114 2 A 2559 3109 3202
-CORRECTIONAL FACILITY-

S 2560 3113 3206

LAUNDRY,SUPERVISOR II 
-CORRECTIONAL FACILITY-

DG25 2111 2 A , 3016 3668 3778
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APPENDIX K - UNIT 15 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

i
S 3018 3670 3780

LAUNDRY WORKER DG40 2116 2 2297 2792 2876

LAUNDRY WORKER -COR­
RECTIONAL FACILITY-

DG45 2117 2 2297 2792 2876

LEAD CUSTODIAN DC30 2003 2 2252 2737 2819

LEAD CUSTODIAN (COR­
RECTIONAL FACILITY)

DC35 2005 2 2252 2737 . 2819

LEAD SECURITY GUARD DB40 1984 2 2252 2737 2819

MAINTENANCE AND 
SERVICE OCCUPATIONAL 
TRAINEE

DD60 9992 2 1899 2092 2155

MOTION PICTURE OPERA­
TOR

'i

MD90 2888 2 15.35 16 16.48

MUSEUM CUSTODIAN DC85 2042 2 A 2173 2639 2718

B 2335 2835 2920

SEAMER DE50 2076 2 A 2559 3108 3201

F 2132.5 2590 2668

SEAMER -CORRECTIONAL 
FACILITY-

DE55 2077 2 2559 3108 3201

SECURITY GUARD DB50 1985 2 2173 2639 2718

SECURITY GUARD, DE­
PARTMENT OF DEVELOP­
MENTAL SERVICES

VC39 1939 2 2253 2737 2819

SERVICE ASSISTANT (CUS­
TODIAN)

DC55 2016 2 ■ 1965 2388 2460

SERVICE ASSISTANT (FO
OD)

DK68 2197 2 1909 2320 2390

SERVICE ASSISTANT 
(HOSPITAL)

TM25 8256 2 1965 2388 2460

SERVICE ASSISTANT DG70 2124 2 1909 2320 2390
(LAUNDRY)
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APPENDIX L - UNIT 15 SIDE LETTERS
Side Letter 6.15 - Maintenance and Service Occupational Trainees (MSOTs) Class Code 9992
Side Letter 7.15 - Custodian Classification Study
Side Letter 8.15 - Call In Procedures
Side Letter 9.15 - Grievances Related to Old Section 14.8.15

Side Letter 6.15 - Maintenance and Service Occupational Trainees (MSOTs) Class Code 9992
The State and the Union agree that the Maintenance Service Occupation Trainees - Class Code 9992 
are Civil Service employees and that Bargaining Unit 15 is their exclusive representative pursuant to 
the California Constitution - article 7, section 1 (a), Government Code sections 3513 (c) and 19815 
and PERB Regulation 32781.

Side Letter 7.15 - Custodian Classification Study
The State agrees to establish a Joint/Labor management Committee to study the Janitor 
classifications. Topics include but shall not be limited to duties performed, equipment operated, 
cleaning methods utilized, and individual custodial cleaning requirements unique to individual 
worksites. The committee shall have an equal number of representatives from the State and the 
Union and shall convene within no less than one hundred twenty (120) days of the ratification of the 
contract by both parties. Union representatives who are State employees shall suffer no loss in 
compensation and shall be provided a reasonable amount of State paid release time. Any 
recommendations resulting from this study are subject to'approval from both parties.

Side Letter 8.15 - Call In Procedures
Employees will call in to their immediate supervisor, or if unreachable, the designee of the immediate 
supervisor. Department call-in procedures shall be submitted, in writing, to all employees. Written 
procedures must include the phone number of the designee for any time of the day.

Side Letter 9.15 - Grievances Related to Old Section 14.8.15
All grievances filed prior to July 1,2003 related to section 14.8.15 in the 2002-2003 contract will be 
remanded back to the department for resolution in accordance with the Settlement Agreement 
reached August 29, 2003 between the DGS and the Union.

\

\
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APPENDIX M - UNIT 17 SALARY SCHEDULE

Unit 17 - United Registered Nurse 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

HEALTH FACILITIES 
EVALUATOR NURSE

SZ95 8011 2 4917 6269 6457

HEALTH SERVICES SPE­
CIALIST

TI65 8160 2 A 4916 6269 6457

T 6938 8030 8271
HEALTH SERVICES SPE­
CIALIST (SAFETY)

TI66 9699 2
ak

4916 6269 6457

T 6938 8030 8271
INFECTION CONTROL 
SPECIALIST

TJ95 8201 2 5803 7315 7534

MENTAL HEALTH NURSE I TJ25 8199 2 4656 6030 6211
NURSE CONSULTANT I TJ35 8197 E A 4998 6399 6591

P 8677 10549 10865
S 7463 10047 10348
T 8264 10047 10348

NURSE CONSULTANT II TJ30 8195 E A 5455 6991 7201
P 8763 10653 10973
S 7889 10146 10450
T 8346 10146 10450

NURSE CONSULTANT III 
(SPECIALIST)

TJ20 8181 E A 5953 7644 7873

P 8849 10756 11079
T 8429 10244 10551

NURSE EVALUATOR I, 
HEALTH SERVICES

TN95 8143 2 4072 5261 5419

NURSE EVALUATOR II, 
HEALTH SERVICES

. TN90 8144 2 4917 6269 6457

NURSE INSTRUCTOR TI55 8154 2 A 5446 6877 7083
B 5923 7498 7723
T 6914 8404 8656

NURSE INSTRUCTOR, 
CORRECTIONAL FACILITY

TI57 9353 2 A 5443 6877 7083 .

B 5926 7498 7723
J 7260 8824 9089
K 8003 9728 10020
R 7260 8824 9089
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APPENDIX M - UNIT 17 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE

t
SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

NURSE PRACTITIONER TJ91 8212 2 A 6256 7850 8086
'; i ' ' • *

' B 6779 8526 8782 '

, T 8632 9474 9758

NURSE PRACTITIONER 
(SAFETY)

TJ94 9700 2 A 6256 7850 8086

B 6779 8526 8782

T ' 8632 9474 9758

NURSE PRACTITIONER, 
CORR ECTION AL FAC ILITY

TJ93 9278 2 A 6256 7850 8086

B 6779 8526 8782

J ■ 9064 9948 , 10246
r

K 9064 10329 10639
r' 9064 9948 .10246

NURSE PRACTITIONER, 
DEPARTMENTS OF MEN­

TJ92 8227 2 A 6256 7850 8086

TAL HEALTH AND DEVEL­
OPMENTAL SERVICES

1. ■ B 6779 8526' 8782

T 8632 9474 9758

NURSE-ANESTHETIST TN60 8136 2 A 6275 7876. . 8112

B 6800 8554 8811

NURSE-ANESTHETIST, 
CORRECTIONAL FACILITY

TN65 9273 2 A 6275 7876 8112

B , 6800 8554 8811
■ J 7885 9583 9870

K 8692 10564 10881

PRE-REGISTERED NURSE TH50 'r 8140 2 3638 ■ 4275 ' 4403

PREtREGISTERED NURSE, 
DEPARTMENTS OF MEN­
TAL HEALTH AND DEVEL­
OPMENTAL SERVICES

TH51 8170 2 3638 4275 .4403 i-

PUBLIC HEALTH NURSE I TK20 8213 . 2 A 4916 6269 , ■■ 6457

B 5361 6847 7052

T 6632 8062 8304

PUBLIC HEALTH NURSE I, 
CORRECTIONAL FACILITY

TK16, 9274 2 A 4916 6269 6457

B 5361 6847 7052

J 6964 8465 8719

K 7676 9331 9611

PUBLIC HEALTH NURSE I, TK18. 8297 2 , A 4916 6269 6457
DEPARTMENTS OF MEN­
TAL HEALTH AND DEVEL­
OPMENTAL SERVICES

T 6632417 8062 8304



APPENDIX M - UNIT 17 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

PUBLIC HEALTH NURSE II TK10 8210 2 A 5351 6837 7042
B 5840. 7472 7696
T 7079 8604 8862

PUBLIC HEALTH NURSE II, 
CORRECTIONAL FACILITY

TK13 9345 2 A 5351 6837 7042

B 5840 7472 7696
J 7433 9034 9305

V K 8193 9959 10258
REGISTERED NURSE TI90 8165 2 A 4654 5865 6041

B 4932 6239 . 6426
C 5064 6390 6582
D 5367 6804 7008
F 3878.33 4887.5 5034
G 4110 5199.17 5355
S 5604 8030 8271
T 6938 8030 8271

REGISTERED NURSE 
(SAFETY)

TH55 8094 2 A 4654 5865 6041

B 4932 6239 6426
C 5064 6390 6582
D 5367 6804 7008
T 6938 8030 8271
U 7648 8853 9119

REGISTERED NURSE, TI80 9275 2 A 4654 5865 6041
CORRECTIONAL FACILITY -

B 4932 6239 6426
C 5064 6390 6582
D 5367 6804 7008
F 3878.33\ 4887.5 5034
G 4110 5199.17 5355
J 7285 8431 8684
K 8030 9296 9575
R 7285 8431 8684

SURGICAL NURSE I TN50 8135 2 A 4959 6259 6447
B 5401 . 6828 7033
T 6419 7801 8035
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APPENDIX M - UNIT 17 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

SURGICAL NURSE I, COR­
RECTIONAL FACILITY

TN54 9277 2 A 4959 6259 6447

B 5401 . 6828 7033

J 6740 8191 8437

K 7429 9030 9301

SURGICAL NURSE I, DE­
PARTMENTS OF MENTAL 
HEALTH AND DEVELOP­
MENTAL SERVICES

TN51 8130 2 A 4959 6259 6447

B 5401 6828 7033

T 6419 7801 ' 8035

SURGICAL NURSE II TN40 8134 2 A '5367 6804 7008

B 5848 7427 7650 .

SURGICAL NURSE II, COR­
RECTIONAL FACILITY

TN52 9329 2 A 5367

i

6804 7008

\ B 5848 7427 7650

J 7178 8725 8987

K 7913 9619 9908

;

<
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APPENDIX N - Unit 17 SIDE LETTERS AND APPENDICES
Side Letter 6.17 - Recruitment apd Retention Differential
Side Letter 7.17 - Activation of Correctional Treatment Centers (CTC's)
Side Letter 8.17 - Organ Donation

Side Letter 6.17 - Recruitment and Retention Differential
The DMH may apply the provisions of section 11.17.17 to specific positions: Other departments may 
be afforded this provision by mutual agreement of the parties.

Side Letter 7.17 - Activation of Correctional Treatment Centers (CTC’s)
Except as directed by the courts, the provisions of the CDCR/SEIU Local 1000 agreement regarding 
activation of CTC’s (June 99) shall continue during the term of this agreement. CDCR and SEIU 
Local 1000 shall, upon request of either party, meet and confer over the impact of court directives.

CTC Activatjon Agreement

1. CDCR management agrees to provide training to. CTC RNs who are involved in the 
Keyhea process and updates annually, if needed. It is understood that this training may 
be provided on an on-the-job basis.

2. CDCR management agrees to offer training in sexualassault to CTC RNs assigned to the 
Emergency Room. The training shall include the following:

• Psychosocial Aspects
• Physical Assessment Techniques
• Legal Aspects
• Evidence Collection

It is understood that this training may be provided on an on-the-job basis. SEIU Local 
1000 will be provided a copy of the training program within thirty (30) days of completion.

3. CDCR management agrees to offer training in treatment of pepper sjsray patients to 
newly hired Registered Nurses who will respond to emergencies. It is understood that 
this training may be provided on an on-the-job basis.

4. Unit 17 nurses assigned to Standby Emergency Medical Services (SEMS) shall be given 
twenty-four (24) hours of on-the-job practical trauma training or Basic Trauma Life 
Support training based upon a nationally recognized curriculum. Training will be on State 
time and at State expense. An employee assigned to the first (1st) or third (3rd) watch 
may have his/her shift adjusted to coincide with the time of the course. The Health Care 
Services Division (HCSD) will endeavor to develop the training program within six (6) 
months. CDCR will attempt to implement the program within twelve (12) months. SEIU 
Local 1000 shall be given a copy of the training program sixty (60) days prior to its 
implementation.

5. The State agrees that Advanced Cardiac Life Support (ACLS) is not required as a 
condition of employment for RNs working in the CTC. Should CDCR management 
determine that in the future, ACLS training will be required for RNs, the Union will be 
notified, and this provision shall be reopened at SEIU Local 1000’s request to meet and 1 
confer over this provision.
Prior to requiring the performances of ACLS procedures, management agrees to provide 
standardized procedures and competency validation process.

~\
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6. Management will staff the CTC’s in accordance with the guidelines found in Title 22. s
7. Bargaining Unit 17 RNs shall not provide dietary services other than meal serving, patient 

feeding, and food tray pick-up unless ah emergency condition exists, or as otherwise 
provided in the CTC policies and procedures. The following sections of the CTC’s 
Policies and Procedures will be modified:
Restraint and Seclusion: , ‘

Will include requirement of a physician’s order (change to psychiatrist). 
Delete reference to Medial Technical Assistant placing patients in 
restraints.
Corrected. .
Delete: “And physician’s order is received" changed July 15,

1997Covered in 17.1.2! Standby Emergency Medicai Services.
Bullets 9 and 10: change 60mg percent to,60mg per del.
Delete reference to completing SCIF Form 3301 and 3067.

Delete provision re: endotracheal intubation. Central Supply section 
38 Infection Control Manual
Delete: “...andsoaked in Cidexor equivalent for a minimum often (10)

, minutes or steam sterilized...”
Change to: Muslin wrap shall be used in sterilization or other 
commercial wrap that is available that is>better and more cost 
effective.

The above sections of the Side Letter will expire upon providing the revised policies and 
procedures to SEIU Local 1000.

Page 17.1 - 
Page 17.1 -

Page 17.2- 
Page 17.3 (8) - ,

Page 22 - 
Page 9.1 and 
9.2-
Page 14; 1 -

Page 38.3 
(bullet 2)- 
Page 38.4 
(bullet 7) -
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Side Letter 8.17 - Organ Donation
Effective January 1,2003, AB 1825 provides that employees who donate organs or bone marrow are 
eligible for paid leave. The following leave is extended to those employees who become an organ, or 
bone marrow donor:

1. Employees who donate an organ(s) to another person shall be eligible for up to thirty (30) 
workdays of paid leave (Donor Leave) in any one year period. Empfoyees who donate 
bone marrow to another person shall be eligible for up to five (5) work days of paid leave 
(Donor Leave) in any one year period.

2. The one-year period is the twelve (12) month period measured forward from the date an 
employee’s first leave begins.

3. The one-year period for an organ donor is separate from the one year period for bone 
marrow donation.

4. An employee must first exhaust all sick leave balance to qualify for Donor Leave.
5. Employees without a sick leave balance, including employees in the annual leave 

program, are immediately eligible for paid leave (Donor Leave).
6. Employees must provide written verification to the appointing power that a medical 

necessity exists for the donation.
7. Donor Leave taken for donations is not a break in continuous service, relative to salary 

adjustments, leave accrual, or seniority normally accrued on paid leave.
8. Employees wishing to become a donor may be required to undergo medical, 

psychological or other tests. Absences for such purposes must be requested in advance 
in the same manner as required to use sick or annual leave. The time an employee is 
approved to be absent for such purposes shall be deducted from the employee’s accrued 
leave balance.

9. If the donor employee is temporarily unable to return to work after exhausting Donor 
Leave, the employee may, subject to medical verification, use any paid or unpaid leave 
available to the employee until able to return to work. Such leave may include, but is not 
limited to, sick, vacation, annual, personal, CTO, Family Medical, catastrophic, SDI, and 
medical leave.

10. If the donor employee is permanently unable to return to work following the donation, the 
employee will be separated and paid for any leave balances including but not limited to 
vacation, annual leave and/or CTO current balances. The payment for such balances 
shall be computed by projecting the accumulated time on a calendar basis as though the 
employee were taking time off. If during the period of projection, the employee is able to 
return to work, the employee will have a mandatory right to be reinstated to his/her former 
position.
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Appendix 1.17 - Departmental Approved Courses and Application Procedures for Educational Differential 

CALIFORNIA DEPARTMENT OF CORRECTIONS AND REHABILITATION, DJJ

A. Programs
1. Courses included in programs leading to A.D.N., B.S., B.A., M.A., or Ph.D. in nursing, 

sociology, psychology, management or administration that are obtained after being 
employed as an RN II.

2. Courses included in programs leading to “Expanded Practice” credentials (see California 
Nurse Practice Act), such as

a. Nurse Practitioner
b'. Certified Emergency Nurse

3-Teaching credential courses
4. University of California Human Services Certificate Programs

B. Specific Courses
Upper Division Physical or Behavioral Sciences
Technical Writing
Medical Records Documentation
Statistics v
Computer Sciences 
Time, Management 
Stress Management 
Supervision/Management 
Human Sexuality/Sex Education 

1 Psychiatric Nursing 
Rehabilitative Nursing 
Neuroiogical/Nefirosurgical Nursing
Orthopedically Handicapped Nursing-directly related to activities of daily living 
Abnormal Psychology 
Psychiatric Treatment Modalities:

Behavior Modification 
Reality Therapy 

J .Transactional Analysis 
Assertive Discipline 

Pharmacology 
Crisis Intervention
Group Dynamics r
Family Therapy (child abuse, family in crisis, problem families)
Diabetic Care and Control 
Substance Abuse 
Patient Teaching
Ethnic/Cultural Sociology (including deaf/blind) ^
Legal Aspects of Nursing 
Medical/Nursing Ethics 
Interpreting Laboratory Reports 
Growth and Development 
Genetics
Physical Assessment 
Psychological Assessment 
Hearing and Speech Disorders
Screening Procedures (sickle cell, scoliosis, hypertension)
Audiology 
Vision Testing 
Sports Injuries
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Nutrition
Respiratory Therapy 
Infection Control 
Leadership Training 
Suicide Prevention 
Neurosciences
Advanced Cardiac Life Support 
Critical Care Core Curriculum 
Burn Care
Emergency Room Nursing 
Oncology Nursing
Second Language, e.g. Spanish, up to 6 units 
The Criminal Justice System, up to 4 units

C. Courses must have been completed after September 1, 1984 to qualify.

Department of Corrections and
State of California Rehabilitation

Institution:
Address:

APPLICATION FOR EDUCATIONAL DIFFERENTIAL FOR REGISTERED NURSE II

Name: Date:
Address: Social Security #:

Work Phone:

Courses: Units:*

Course
Number Course Title School Semester Quarter
1.
2.
3.
4. ; ' ■ ; '
5.
6.

Total
*Each semester Unit =1 Units
Each quarter unit = 2/3 of a 
semester unit

x1 x2/3
. , ■■

Official transcript must be sent from each college or university for which qualifying units are listed. 
The transcript must be mailed from school to the Chief of Nursing Service at the institution to 
attach to the application.

Signature of Applicant Date
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Approval: Chief, Nursing Services Date

Approval: Chief, Health Services Date

PROCEDURE FOR APPLYING FOR RN II EDUCATIONAL DIFFERENTIAL
V

Provided for in Section 11.58.17 of Bargaining Unit 17 MOU.

1. Submit completed application to Chief of Nursing Service at your institution making sure that 
courses listed meet the requirements stated for eligibility.

2. Chief of Nursing Servjce reviews with employee that eligibility requirements are met.
3. Applicant arranges for college or university to mail official transcript to the Chief of Nursing 

Service.
4. Official transcript is reviewed by Chief of Nursing Service to establish courses do meet criteria 

and applicant successfully completed course.
5. Chief of Nursing Service signs and dates approval and then sends application with attached 

official transcript to Chief, Health Services, Sacramento, California for final approval.
6. When final approval made, the signed application is returned to Chief of Nursing Services at 

local institution to submit to Personnel Office for the salary increase ($50.00 per month).

State of California
Department of Corrections and Rehabilitation, DJJ

PERSONNEL UNIFORM PROCEDURES Number
DRAFT

Subject Date Issued
Education Differential Pay 6/12/03
Unit 17 and Excluded,Employees

EFFECTIVE: July 1, 1985
' )

BACKGROUND ,
: Pay Differential #43 provides for the payment of $50.00 per pay period to employees in specified 

classifications meeting the listed criteria.

Courses established by the Department of Corrections and Rehabilitation, DJJ as meeting this criteria 
are: ■ -v. ■
• Courses included in programs leading to AND, Associate of Arts, Bachelor of Science, Bachelor 

of Arts, MA, MS or PHD in nursing, sociology, psychology, management or administration.
• Courses leading to “expanded practice” credentials, for example, Nurse Practitioner, school 

nursing and emergency nursing.
• Courses improving job-related skills such as:

Nursing care skills ■ ■
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Medical related technology 
Health promotion and prevention of disease 
Management, supervision, records and reporting 
Therapies 

Behavioral 
Social
Psychological 

Special patient situations 
Language
Understanding criminal personality 
Substance abuse

Electronic medical records skills training

PROCEDURES

Employee: Submit copy of transcripts indicating completion of appropriate coursework to
Chief Medical Officer.

Chief Medical Officer: Review transcript for completion of appropriate coursework. If coursework
complies with courses approved by the Department, approve transcript and 
forward to Personnel Office. If coursework does not comply with course 
approved by the Department, disapprove transcript and return to employee 
with cover memo explaining decision.

Personnel Office: Upon receipt of approved transcript from Chief Medical Officer, review pay
differential #43 and determine if employee’s classification qualifies for 
payment. If appropriate, process request for payment using code 9N 
effective with the pay period in which the transcript was received in the 
Personnel Office from the Chief Medical Officer. Payment cannot be locked 
in on Personnel Action Request (PAR) therefore, payment must be 
requested each pay period.

DEPARTMENT OF DEVELOPMENTAL SERVICES

Lanterman Developmental Center
Lanterman Developmental Center
Administrative Directive

Personnel - 346: Educational Differential for Registered Nurses

Approved: Originally Signed by____________
Lou Sarrao, Executive Director

June 15, 2001 THIS IS A NEW DIRECTIVE

POLICY
V

Educational Differential is proved to Registered Nurses Range B, and Health Services Specialists 
who successfully complete the equivalent of 15 qualifying semester units of collegiate level job- 
related courses in a college or university of recognized standing shall be given an educational 
differential of $50.00 per month.

QUALIFICATION FOR EDUCATIONAL DIFFERENTIAL

2.1 Candidate must be in a permanent position to be eligible for Educational Differential.

i

426



2.2 Candidate must be at the level of Registered Nurse Range B or Health Service Specialist 
(HSS) to be eligible for Educational Differential.

2.3 Fifteen qualifying semester units or 23qualifying quarter unit of job-related courses in an 
accredited college or university are required for Educational Differential.

2.3.1 Only units completed within the previous five years shall qualify towards education 
differential.

2.3.2 The candidate’s transcripts must show a letter grade of “C” or better for each qualifying 
course or a ranking of “Pass” in a Pass/Fail ranking.

2.3.3 A current list of qualifying courses is available in the Training and Staff Development
Office.

RESPONSIBILITY

3.1 Applicant
3.1.1 Obtain the list of qualifying coursed from the Training and Staff Development office.
3.1.2 Arrange and pay charges for official transcripts of college credits to be mailed directly to the 

Director of Training and Staff Development.
3.2 Director of Training and Staff Development
3.2.1 Maintain a current list of approved college courses and subject areas.

3.2.2 Discuss with applicant the college unit requirements and courses needed.
3.2.3 Determine whether the applicant’s college units qualify. r
3.2.4 Notify applicant if requirements are not met.
3.2.5 Forward approved transcripts to Coordinator of Nursing Service for approval.

3.3 Coordinator of Nursing Services
3.3.1 Review and approve transcripts.
3.3.2 Forward approved transcripts to Personnel Services for processing.

REFERENCES

Unit 17 Collective Bargaining Agreement 

Agnews Developmental Center

BU 17- Education Differential (Accepted courses)
1. Human Sexuality
2. Cardiac Nursing
3. Sex Education
4. Psychiatric Nursing
5. Crisis Intervention
6. Human Genetics
7. Growth and Development
8. Substance Abuse
9. Medical Electronics
10. Interpreting Laboratory Test Results
11. Respiratory Therapy
12. Pharmacology
13. Nursing and the Law-Legal Aspects and Legislation
14. Medical/Nursing Ethics
15. Gerontology
16. Physical Assessments
17. Upper Level Physical Behavioral Science Courses
18. Principals of Nursing Supervision and Management
19. Courses related to working with the Developmentally Disabled Client
20. Client Stress Management
21. Pediatrics Nursing
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I

22. Communication skill courses for Client Care such as: Sighing, Spanish
23. IV Therapy
24. E.R. Nursing " '
25. Terminally III Patient Care
26. Oncology Nursing
27. Statistics
28. Any nursing units required in the Nurse Practitioner Course Program
29. Any nursing units included in the ES, MS or Ph.D. Nursing Degree Program
30. Infection Control
31. Rehab Nursing - Ortho - PM/R
32. Technical Writing Care Plans, Medical Protocols and Procedures

Fairview Developmental Center

Education Differential (Accepted courses)

Registered Nurse, Range B 
Health Services Specialist 
Supervising Registered Nurse 
Unit Supervisor

1. Human Sexuality
2. Cardiac Nursing
3. Sex Education
4. Psychiatric Nursing
5. Crisis Intervention
6. Human Genetics
7. Growth and Development
8. Substance Abuse
9. Medical Electronics
10. Interpreting Laboratory Test Results
11. Respiratory Therapy
12. Pharmacology
13. Nursing and the Law-Legal Aspects and Legislation
14. Medical/Nursing Ethics
15. Gerontology
16. Physical Assessments
17. Upper Level Physical Behavioral Science Courses
18. Principals of Nursing Supervision and Management
19. Courses related to working with the Developmentally Disabled Client
20. Client Stress Management
21. Pediatrics Nursing
22. Communication skill courses for Client Care such as: Signing, Spanish
23. IV Therapy
24. E.R. Nursing .
25. Terminally III Patient Care
26. Oncology Nursing
27. Statistics
28. Any nursing units required in the Nurse Practitioner Course Program
29. Any nursing units included in the BS, MS or Ph.D. Nursing Degree Program
30. Infection Control
31. Rehab Nursing - Ortho - PM/R
32. Technical Writing Care Plans, Medical Protocols and Procedures
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33. Supervisory/Management Related Courses

Minimum 9 units required for RN III and Unit Supervisor as approved by the CNS or CD.

Sonoma Developmental Center 

Education Differential (Accepted courses)

1. Upper division Nursing Courses, i.e., Cardiac, Psychiatric, Pediatric Nursing
2. Crisis Intervention
3. Human Genetics
4. Substance Abuse
5. Interpreting Laboratory Test Results I
6. Pharmacology
7. Nursing and the Law-Legal Aspects and Legislation
8. Medical/Nursing Ethics
9. Gerontology
10. Physical Assessments
11. Upper Level Physical and Behavioral Science Courses
12. Principals of Nursing Supervisor and Management
13. Courses related to working with the D.D. Client
14. Statistics
15. Any nursing units required in the Nurse Practitioner Course/Program
16. Any nursing units included in the BS, MS or Ph.D. Nursing Program
17. Rehab Nursing-Ortho-PM/R
18. Technical Writing Care Plans, Medical Protocols and Procedures 
Also courses that meet Supervision/Management requirements:

1. Supervisory/Management principles and practices
2. Written communication in organizations '
3. Oral communication in organizations
4. Effective meetings
5. Excellence I the workplace
6. The Hiring process
7. Organizational behavior
8. Supervisory management problems

Sonoma Developmental Center

APPLICATION FOR EDUCATIONAL DIFFERENTIAL

RN RANGE B, SUPERVISING RN (SRN), SURGICAL NURSE I, SURGICAL NURSE II, 
HEALTH SERVICES SPECIALIST (HSS) UNIT SUPERVISOR

FIFTEEN (15) UNITS >
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COURSE WORK MUST BE COMPLETED WITHIN THE LAST 5 YEARS. COURSE 
WORK MUST BE UPPER DIVISION (4 YR. COLLEGE/UNIVERSITY).

UNIT SUPERVISOR: NINE (9) OF THE FIFTEEN (15) UNITS MUST BE COMPLETED 
IN SUPERVISION/MANAGEMENT RELATED COURSE WORK.

NAME: _____________________ ______________ POSITION:

NAME ON TRANSCRIPT, IF DIFFERENT FROM ABOVE:

PRESENT ASSIGNMENT: PROGRAM:___________________ RESIDENCE:

LIST COURSES THAT YOU FEEL MEET QUALIFICATIONS: 
1. •______________________________________________ _______________________________

2. 

3. 
4.
5.   ; •
6. : ■ ■

8.
9.

SIGNATURE: DATE:

PLEASE SEND OFFICIAL TRANSCRIPT TO:
SONOMA DEVELOPMENTAL CENTER 
TRAINING OFFICE 
P.O.BOX 1493 
ELDRIDGE, CA 95431

IF YOU HAVE ANY QUESTIONS, PLEASE CONTACT ARNOLD WILLIAMS RN, PNED 1 

X6704

BU 17- RANGEB & C PROGRAM
Approved Job-Related Courses. (Suggested coprse titles - others can be approved by QRP)
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I
I

NURSING RELATED COURSES
Pathophysiology for Nurses
Concepts in Health Aging
Professional Transition I
Professional Nursing Roles
Statistics
Health Assessment
Health Appraisal ,
Health Care Systems, Policy & Finance 
Health Assessment in Advanced Nursing Practice 
Health Care Finance and Quality Management 
Organization Theory and Design 
Human Resources Management
Management Skills ,
Population-Based Community Assessment, Planning and Partnership Development
Introduction to Epidemiology
Teaching Strategies for the Health Care Client
Concepts of Complex Clinical Nursing
Community Based Nursing
Concepts in Community Health and Home Health Nursing 
Advanced Pharmacology
Pathophysiology Basis of Disease for Advanced Practice Nurses
Assessment and Management of Family Health Care
Advanced Pathophysiology
Theories Foundations of Nursing Practice
Leadership and Health Care Economics
Leadership and Clinical Management
Advanced Clinical Nursing for the Nurse Practitioner
Nurse Practitioner Role in Primary Prevention
Nurse Practitioner Role in Secondary Prevention
Roles in Advanced Practice Nursing
Secondary Prevention Pediatric Nurse Practitioner
Secondary Prevention Geriatric Nurse Practitioner
Nurse Practitioner Role in Tertiary Prevention
Nurse Practitioner Role in Tertiary Prevention - Pediatrics
Geriatric Nurse Practitioner Role in Tertiary Prevention
Human Diversity and Health Care
Health Teaching
Life Cycle
Biochemistry ,
Professional Collaboration Nursing Practice 
Principles of Leadership/Management in Nursing

GERIATRIC COURSES 
The Journey of Adulthood 
Women and Aging ^
Images of Aging in Contemporary Society
Psychology ofAging
Heritage and Aging
Health Issues of Aging
Resource Management of Aging
Social Services for the Aging
Mental Health and Aging
Alzheimer’s Disease
Caregiving/Home
Death and Dying
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Aging in America: Politics and Change 
Biophysical Aspects of Aging 
Communication and Aging 
Multiculture/Aging 
Social Gerontology

v . .
. _/ .

PUBLIC HEALTH CARE & ADMINISTRATION 
Environments of Public Administration 
Analytical Methods in Administration 
Program Evaluation
Contemporary Issues in Health Care Management
Managed Health Care
Public Health Administration
Non-Profit Management
Grantsmanship and Financial Development
Administrative Law
Administration in Multicultural Settings
The Disabled in America
Seminar in the Administration of Justice
Public Human Resources Administration and Labor Relations
Finance and Budgeting
Health Policy and Analysis
State, local and Intergovernmental Management
Graduate Survey of Public Policy & Administration Public Management and Organizational Change 
Legal and Ethical Issues in Health Care 
Public Policy and Analysis

COLLEGE - CERTIFICATE COURSES FOR CAADAC AND CAADE*
Introduction to Human Services
Introduction to Alcoholism and Substance Abuse .
Ethics and Human Service Worker
Basic Interviewing and Counseling Skills
Introduction to Counseling and Multicultural Population
Psychopharmacology & Alcohol & Drug Abuse & Psychotherapeutic Medication
Understanding Psychopathology and Treating the Dual Diagnosis Person
Counseling Approaches and Techniques
Group Counseling Strategies
Group Counseling Process
Case Management
Internship for Mental Health/Substances Abuse Care

California Association Alcohol Drug Abuse Counseling (CAADAC)
California Association Alcohol Drug Educator (CAADE)

DEPARTMENT OF EDUCATION
College Courses - Registered Nurse II Education Differential
1. Degrees - courses leading to AA, BS, MS Phd degrees in nursing.
2. Credentials - courses included in the following credential programs:

Nurse Practitioner
School Nursing ,
Emergency Nursing ^

3. Certificate program - courses offered by UC, leading to Human Services Certificate.
Courses offered in items 1, 2, and 3 cover a wide range of classes. Only job-related courses will 
be approved.

4. Specific subject area courses:
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Abnormal Psychology
Audiology '
Behavioral Disorders of Children
Computer Sciences ^
Crisis Intervention
Diabetic Care and Control
Ethnic/Cultural Sociology (including deaf/blind)
Family Therapy (child abuse, family in crisis, problem families)
Genetics 
Group Dynamics 
Growth and Development 
Handicapped Child Care 
Hearing and Speech Disorders 
Human Sexuality/Sex Education 
Infection Control 
Interpreting Lab Reports 
Leadership Training
Legal Aspects of Nursing-Legal responsibility 
Medical Nursing Ethics 
Medical Record Keeping
Neurological Nursing -Neurological Handicapped, care of Handicapped Child Care 
Nutrition
Orthopedically Handicapped-course directly related to care and activities of daily living 
Patient Teaching 
Pediatric Nursing 
Pharmacology
Physical Assessment '
Play Therapy 
Problems of Adolescence
Psychiatric Nursing Psychiatric Treatment Modalities:
e.g. Behavior Modification
Reality Therapy
Transactional Analysis
Assertive Discipline
Recent Advances in Pediatric Medicine
Rehabilitative Nursing
Respiratory Therapy , ■
Screening Procedures - e.g., sickle cell scoliosis 
Second Language - Spanish
Sign Language - beginning, intermediate, advanced interpretation
Sport Injuries
Statistics
Stress Management 
Substance Abuse 
Supervision
Technical writing - e.g., reports, protocols and procedures, care plans, grant applications 
The Asthmatic Child 
The Autistic Child 
Time Management
Upper division Physical Behavioral Sciences 
Vision Testing
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)

DEPARTMENT OF EDUCATION 
RN II EDUCATION DIFFERENTIAL

Name:
Class: Registered Nurse II 

State Special School:

Course Title: Units:

Course Content:

)

College or University:

Approval: ____________ ________
Immediate Supervisor

Approval: _______________
Superintendent
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Attachment: Copy of Transcript

cc: Personnel Assistant

DEPARTMENT OF MENTAL HEALTH 

Atascadero State Hospital 

RN EDUCATIONAL DIFFERENTIAL 

BARGAINING UNIT 17

Registered Nurse Range B, Surgical Nurse I and II, and Health Services Specialists who successfully 
complete the equivalent of 15 qualifying semester units of collegiate level job-related courses in a 
college or university of recognized standing shall be given an educational differential of $50.00 per 
month. Only courses on the lists established by each department for implementing this provision will 
qualify toward this differential.

Upon request of the employee, each department employing RN Range B, Surgical Nurse I and II, and 
Health Services Specialists shall make available to all current and new Unit 17 employees a copy of 
the lists of those courses which qualify for this differential.

Only courses completed within the previous five years shall qualify towards educational differential.

The educational differential shall not be considered as “compensation” for purposes of retirement 
contributions.

The State may add courses to the qualifying list at its discretion.

The 15 qualifying units must be taken from the’following list:

1. Any required course which might lead to an AA, BA, BS, MA, MS, or Ph.D.
2. Human Services Certificate Program courses.
3. Courses in an expanded practice Act, in the following

a. Nurse Practitioner
b. Emergency Room Nursing
c. Public Health Nurse

4. Adult Education Teaching Credentials Program
5. Upper Division Physical Science
6. Upper Division Behavioral Science
7. Technical Report writing
8. Medical records keeping
9. Statistics '

10. Computer Science
11. Stress management
12. Supervision
13. Management
14. Hospital management
15. Human sexuality
16. Sex education
17. Psychiatric nursing
18. Abnormal psychology
19. Gero psychiatric nursing
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20. Gerontology nursing
21. Crisis intervention and theory
22. Substance abuse.
23. Grief and loss.
24. Strategies in psychosocial nursing y
25. Family therapy.
26. Group dynamics.
27. Psychology of intervention techniques.
28. Ethnic/Cultural
29. Sociology.

'30. Legal aspects of nursing.
31. Forensics-criminal justice.
32. Medical ethics.
33. Pharmacology. r
34. Interpreting lab results.
35. Growth and development.
36. Human Genetics
37. Physical assessment.
38. Cardiac care.
39. Rehab nursing.
40. Respiratory nursing.
41. Leadership training.
42. Spanish

Please submit a copy of your transcripts and request to:
Debbie Marks-Molfino 
In-Service Training Center

If you have any questions, please call Debbie at (805) 468-2211.

Checklist for appointments
______________  Complete all required items on ROSTER and POSITION CARDS (STD. 608, 611)
______________  Leave Accounting System Information or Leave Record Card (if applicable)
______________  Make Rolodex card (____________Shift and RDO assignment sheet)
_____________ _ Enter on Form 672, Attendance Report
______________  PAR and EAR, date keyed________________ date mailed_______.
______________  Label OPF, set up categories with clips and place with the active files
______________  Licensed Employee? Make sure there is a copy of their license in the OPF.

'__________ Manager, Supervisor, Confidential or Excluded employee?
1. Give employee "Compensation Plus" Packet 

(have them sign cover page, copy and put in OPP)
2. Give employee Co-Ben information i

' Annual Leave (copy of letter to employee and file)
Optional for BU 7,12, 13, 14, 16, 17, 18,19, 20 and excluded

______________  Retirement Info (copy of letter to employee and file)
If EE requests: give option booklet (PERS-PUB-52) to employee, 
have ee sign page 1, mail notice to PERS, and make copy for OPF 

______________  Eligible for Health, Dental, Vision (copy of letter to employee and file)
1. Eligible if appointment exceeds 6 months & time base is 1/2 time or more.
2. Memo to employee, if newly eligible.
3. CoBen information to BU 7, 16, 18, & 19 (CoBen has no waiting period for 

Delta)
______________ Additional Position?

Copy of approval letter or Work Assignment Form from current primary 
position supervisor to OPF.

______________ Reduction of time base to less than 1/2 and enrolled in Medical Reimbursement
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Account?
Refer to Benefits Specialist for COBRA notification 

Transfer? '
1. PROFS/FAX previous agency, if needed.
2. Check file for any required health benefit documentation - obtain if

necessary _____________________ ' 

PSS Name: Work Area:

Employee Name: Position Number:

Effective Date: Classification:

Salary Rate: Ranqe (if other than Range A):

Certification No. (For A01 Appt.): List Type:

Cert Clearance sent to SPB: Fingerprints Cleared:

Tenure: Timebase: Attachments:

Appointment Code: Miscellaneous Change Code: :

Length of
Probation: MGR; CBID: WWG:

Alternate Ranqe Criteria (Information from the Payscale)

540S# 607# (revised 3/2003)

Salary Determination Form

Name: Work Area:
Effective Date:

Current Classification #:
New Classification #:

Type of Salary Determination and Salary Rule:
MSA/SISA 599.638 OR 599.585
Range Change 
List Appointment 
Transfer to Another

See Alternate Range Criteria for Salary Rule 
599.573 or 599.674 or 599-675 or 599.676 
599.674 or 599.675 or 599.676
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_______________________ Class
_______________ ,_______  Reinstatement 599.677 or 599.678

Use the California Civil Service Payscales - Pages 6.0 - 6.7 & 10.0 -10.2 to aid in computing the salary 
determination to be made. (And whether special pays will be included in salary calculations.)

Determine MSA/SISA
Current Salary x 1.05 (5%) = New Salary

(Checkpoint: Is this new Salary within the salary Range? If not, you may have to adjust the new salary 
lower to meet the max or higher to meet the minimum.)

Determine Transferability Using Last A01 Appointment:
x 1.05 =___________ x 1.05

Equals one (times 5%
step again)

(From Max) Times 5%

Determine Salary Differential:_____ Salary differential
To Maximum___________________  + 0.0% to + 5.0%
From Maximum_________________ + 5.1% to + 9.9%
= Difference____________________- 0.1% to - 9.9%
/ Lower Maximum____________ _ -10% or rpore lower
% (range difference)____________  +10% or more higher

Determine New Salary:
Current Salary_______

Current Salary_______

x 1.05 
or

-$1 ' =______________________

(subtract $1) (New max may 
be no more 
than this 
amount.)

= Salary Regulation to use:_____
= 599.674 (a)
= 599.674 (b)
= 599.674 (c)
= 599.675 
= 599.676

() Less than 5%, employee may qualify for accelerated MSA.
() 5% or more, employee receives a new anniversary date.
() HAM class - Hiring above minimum authorization for class or individual.
() Recruitment and Retention-Item 351 on PAR: Earn, ID:_________________ Amt:.
() Plus salary-See Payscale section 5 for assistance in calculating adjustments.
() Other special pays-See MOU and Payscale to determine eligibility. List:_

PSS:______________________________ Date Completed: _____________________

REQUEST FOR PERSONNEL ACTION

________________________ PERSONNEL TRANSITION REQUEST PROCESS
: ORIGINATOR 

COMPLETE A, B, CD, & D 
FORWARD REQUEST TO PERSONNEL

THEN:
PERSONNEL

RETURNS PROCESSED REQUEST TO ORIGINATOR 
THEN: : : 1

ORIGINATOR
COMPETES E, F (FIRST LEVEL)

RETURNS COMPETED HIRING PACKET TO PERSONNEL
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THEN:
PERSONNEL

NOTIFY ORIGINATOR OF SELECTION APPROVAL

DISTRIBUTION

1. WHITE - POSITION CONTROL ANALYST, LOG SHEET.
2. GREEN - POSITION CONTRAL ANALYST, FILE COPY.
3. CANARY - EEO OFFICER
4. PINK - RETURN TO ORIGINATOR.
5. GOLDENROD - ORGINATOR RETAINS.

Napa State Hospital 

Memorandum
\

To: Applicant for RN Educational Differential Date: May, 2003
From: Napa State Hospital Telephone: (707) 253-5258
2100 Napa Vallejo Highway '
Napa, California

Subject: APPLICATION PROCEDURES 

Attached you will find the following:

1. Guidelines Regarding Eligibility Requirements and Process for Requesting RN Educational 
Differential

2. List of Approved Subjects
3. Application for Educational Differential

If you are ready to submit your application, please refer to the attached guidelines and to 
Administrative Directive #353.

APPLICATION FOR RN EDUCATION DIFFERENTIAL 
NAPA STATE HOSPITAL

Applicant Information

Name Work Location Shift Work Phone Home Phone

LIST BELOW THE COURSES YOU HAVE COMPLETED WHICH YOU WISH TO USE 
TO QUALIFY FOR EDUCATIONAL DIFFERENTIAL:

' l
Class

Quarter/Semester
Taken # of Units Grade
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(
LIST THE TRANSCRIPTS YOU HAVE HAD SENT TO THE LABOR RELATIONS 
OFFICE:

Dated: Applicant Signature

APPLICATION FOR RN EDUCATIONAL DIFFERENTIAL 

QRP DECISION:

_______’_________ Approved __________ Not Approved ______. ________ Date:

(1) :_____—___________ :

(2)  __ _____________________________ V 

(3)  : . : ___________ ___________

(5).

_______________ Approved _________________ Not Approved ______ , Date:

(1) ! ~ __________________

(2) ____ ___________________ ___________ _________________

(3) ___ ____ _________ ; _ _ . . .

(4)  ,............. ....................................... ......... ........................................... .... .................... .......

(5)  ■ __________ '

APPROVED SUBJECTS FOR RN EDUCATIONAL DIFFERENTIAL
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REQUIRED: Applicants must have completed fifteen (15) acceptable units. At least nine (9) of the fifteen 
(15) required college units must be in one or more of the following subjects. The remaining six (6) credits 
may be in these subjects or may be selected from a list/of “alternative subject areas” listed below.

Health Education
Principles of nursing supervision and management
Psychology
Sociology
Education
Anthropology
Mathematics
Foreign Language

Nursing
Humanities
Life Science
Forensics
Philosophy/Ethics
English
Nutrition

ALTERNATIVE: Six (6) of your fifteen (15) credits may be from one or a combination of the following 
subject areas. The number in parentheses after each category is the maximum number of allowable 
credits in that category.

Recreation Therapies (3) Computer (6)
Economics (3) Political Science (3)
Performance Improvement (6) Guidance/Self Development (6)
Physical Education (2) Speech (6)
Supervision/Management (6)

GUIDELINES REGARDING ELIGIBILITY REQUIREMENTS AND PROCESS FOR REQUESTING RN 
EDUCATION DIFFERENTIAL

The Executive Director will establish a Qualification Review Panel (QRP) which shall consist of the 
Employee Relations Officer and at least one registered nurse. The QRP will review the qualification of 
applicants for educational differential and approve or deny application.

1. Qualifications Review Panel:
The QRP will meet monthly or as required. Responsibilities include:

a. Maintains current list of approved subject areas. (NOTE: this list, which is attached to this 
packet, does not list specific classes, as not all classes within a subject area may be 
considered job related. For example, a forensic class about introduction to penal code 
commitments may be acceptable, whereas a forensic class about arrest and firearms 
would not be.)

b. Approves/disapproves courses for addition to list.
c. Verifies successful Completion of required units from transcripts. *
d. May establish minimum requirements for specific courses and/or may set maximum credits 

allowed for given coursework.
e. Monitors application and review process.

2. Candidates:

a. Candidates must be employed at Napa State Hospital in the classification of RN B, surgical 
Nurse I or II, Health Services Specialist, or Supervising RN.

3. Unit Requirements:

a. A list of approved job-related subjects is available through the Employee Relations office. 
Only approved courses shall qualify toward the differential.

b. Credit given for courses taken to obtain RN licensure do not qualify toward the differentia^.
c. Only courses with a grade of “C” or better, or the numerical equivalent of a “C” or better, are 

accepted in fulfillment of college unit requirements.
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d. Credit/no credit classes may be acceptable if verification of successful completion
(“C/average” or better) is provided. . •

e. Quarter units convert to semester units on a three (3) for two (2) basis.
f. Qualifying courses must have been completed within the last five (5) years (determined by 

semester/year: e.g., class taken any semester in 1990 is good through 12-31-95).

4. Application Procedures:

a. Application packets are available in the Employee Relations Office and, after completion, 
are submitted to the Employee Relations Office.

b. The applicant will have an official, sealed (unopened) transcript delivered to the Employee
Relations Office. '

5. Timetables:

a. Timetable for application approval/disapproval process to begin after completed application 
packed (including transcripts) is received by Employee Relations Office. QRP will review 
applicant’s packet at the first meeting of the panel after receipt of all required information.

b. Alternate range to become effective on first day of the pay period following approval by 
QRP.

6. Appeal process:

a. Written request for appeal will be addressed to the QRP (via Employee Relations Officer) 
within twenty (20) calendar days of notice of ineligibility.

b. The appeal consists of a personal interview with the QRP and submission of any additional 
relevant information or material applicant Wishes to offer.

^ c. The QRP will make a decision on the appeal and notify the applicant in writing within ten 
(10) calendar days of the decision.

d. Final appeal will be to the Executive Director and must be requested in writing within 
twenty (20) calendar days of date of notice of QRP’s appeal decision.

e. Applicants who are otherwise eligible and are not granted the educational differential 
because they have not met the course requirements may re-apply immediately upon 
completion of appropriate courses.

Patton State Hospital

Memorandum

To: Registered Nurses, Range B Date: September 24, 2002
Health Service Specialist 
Supervising Registered Nurses

From: Blanche Sherer Telephone: (909) 425-7541

Subject: Educational Differential (E.D.)

Consistent with the language of the current agreement between the State and SEIU Local 1000v 
representing Bargaining Unit 17 (Ref: BU 17 Agreement, effective July 8, 2002 through July 2, 2003, ! 
Article 11 - Salaries, section 11.58.17 - Educational Differential and Department of Personnel Pay Scale, 
section 14.43 - Pay Differential, revised 8/31, Registered Nurses (Range B), Health Services Specialists, 
and Supervising Registered Nurses who within the past five (5) years have successfully completed the 
equivalent of fifteen (15) qualifying semester units of collegiate level, job related courses in a college or 
university of recognized standing, shall be given an educational differential of fifty dollars ($50) per month.

To receive the education differential eligible staff must:

)
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Complete and return an application form to the Director of Human Resources. (Forms are available from 
the Program/Department office, CNS, or Human Resources).

Submit official transcript showing courses to be considered. The transcript must have an Official 
University Seal and that seal must not be broken. You may also have the college or,University send a 
sealed transcript directly to the Human Resources Department. Only courses on the attached list qualify 
toward the fifteen (15) semester units for this differential. However, the State may add courses to the 
qualifying list at its’ discretion. Only courses completed within the previous five years shall qualify towards 
the educational differential.

The application will then be reviewed and approved/disapproved by the Program Director and then by the 
Coordinator of CNS and the PNED. The educational differential (E.D.) will become effective with the first 
pay period following approval. It (E.D.) is not considered “compensation” for retirement purposes, 
however, it is considered when calculating overtime compensation.

Qualifying Courses

Human Services Certificate Program Courses

Courses in an expanded practice credentials program as defined by the California Nursing Practices Act, 
in the following areas:

a) Nurse Practitioner
b) Emergency Room Nursing
c) Public Health Nurse

Abnormal Psychology
Adult Education Teaching Credentials Program
Cardiac Care
Computer Science
Crisis Intervention Theory
Ethnic/Cultural Sociology
Family Therapy
Forensics - Criminal Justice
Gero Psychiatric Nursing
Gerontology Nursing
Grief and Loss v
Group Dynamics
Growth and Development
Hospital Management
Human Genetics
Human Sexuality
Interpreting Lab Results
Leadership Training
Legal Aspects of Nursing
Management
Medical Ethics
Medical Record Keeping r
Pharmacology 
Physical Assessment 
Psychiatric Nursing
Psychology of Intervention Techniques
Rehab Nursing
Respiratory Nursing
Sex Education
Sociology
Spanish '
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Statistics
Strategies in Psychosocial Nursing 
Stress management 
Substance Abuse 
Supervision
Technical Records Keeping 
Upper Division Behavioral Science

APPLICATION FORM 
RN EDUCATION DIFFERENTIAL

Employee Name: _______________________________

Classification: _______________________________

Program/Department: '__________________________ _

List of courses to be considered below:

*************************************************************************** *-***4-**-* *>***-£&*• *.£*******

PROGRAM DIRECTOR: I have received and approve this application for review:

Signed_____________________________________ ________ Date:__________

COORDINATOR OF NURSING SERVICES:
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J

Approved for Differential:

Not Approved for Differential: _______________________________________

Signature: ________________________________________________Date:

PNED:

Approved for Differential: _______________________________________

Not Approved for Differential _______________________________________

Signature: _________________________________________________________ Date:

Metropolitan State Hospital
APPLICATION - REGISTERED NURSE B AND HEALTH SERVICES SPECIALIST 

Application for education differential on basis of fifteen (15) units of job-related college credits.

Name:
(Last) (First) (Ml)

Civil Service Classification: ______ L_________ -_______________________________ _

Program: _____________________________________ Unit:

Education:
High School Years Graduated Yes No (Circle One)

College Years . Graduated Yes No (Circle One)

Other (Describe)

Subject Matter
Covered in Course Length Where Taken Units
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To the best of my knowledge, the foregoing statements are true and complete.

_________ 1_________________________________________ __________
Signed Date

Please complete form, attach sealed transcripts and mail to:
Pat LaMountain, PNED 
Nursing Education

<

REGISTERED NURSE EDUCATIONAL DIFFERENTIAL PROCEDURE

In compliance with the Bargaining Unit 17 contract, Registered Nurse Range B, and Health Services 
Specialist (HSS), will receive an educational differential based on the following criteria:

Successful completion of the equivalent of fifteen (15) qualifying semester units of collegiate level job- 
related courses in a college or university of recognized stand.

Only courses completed within the previous five (5) years shall qualify towards the educational differential 

The fifteen (15) qualifying units must be taken from the following list:

1. Any required course which might lead to an AA, BA, BS, MA, MS or Ph.D.
2. Human Service Certificate Program courses.
3. Courses in an Expanded Practice Credentials Program as defined by the California Nursing 

Practice Act, in the following areas:

a. Nurse Practitioner
b. Emergency room Nursing
c. Public Health Nurse

4. Adult Education Teaching Credentials Program
5. Upper Division Physical Science
6. Upper Division Behavioral Science
7. Technical report writing
8. Medical record keeping
9. Statistics

10. Computer Science
11. Stress management
12. Supervision
13. Management
14. Hospital management
15. Human sexuality
16. Sex education
17. Psychiatric nursing
18. Abnormal Psychology
19. Gero Psychiatric nursing
20. Gerontology nursing
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21. Crisis intervention and theory i
22. Substance abuse
23. Grief and loss
24. Strategies in Psycho-social nursing
25. Family therapy
26. Group dynamics
27. Psychology of intervention techniques
28. Ethnic/cultural sociology
29. Sociology
30. Legal aspects of nursing
31. Forensics-criminal justice
32. Medical ethics
33. Pharmacology
34. Interpreting lab results

PAY STATUS
1. Educational differential will be made by the Personnel Office following written approval and 

recommendation from PNED. The increased salary rate will become effective on the first of the 
pay period after the employee meets all of the conditions and established criteria.

2. The educational differential will be included when computing overtime compensations.
3. The educational differential shall not be considered as “compensation” for purposes of retirement 

contributions.

DEPARTMENT OF VETERAN’S AFFAIRS

SUBJECT j
Registered Nurse, Range B, Supervising Registered Nurse and Surgical Nurse I and II - Education 
Differential.

PURPOSE
To provide policy statement, guidelines and procedure for implementing Registered Nurse Range B, 
Supervising Registered Nurse apd Surgical Nurse I and II of the Educational Differential Program as 
agreed to on July 1,1995 between the State of California arid SEIU Local 1000, Unit 17, section 11.57.17.

DEFINITON
During this year’s contract bargaining with SEIU Local 1000, Unit 17, section 11.57.17, the State agrees 
to provide qualifying Registered Nurses, Range B, Supervising Registered Nurses and Surgical Nurse I’s 
and ll’s with an educational differential of fifty dollars ($50) per month.

For purposes of overtime computation, this differential shall be considered as compensation.

A. The fifteen (15) qualifying units must be taken from the following list:

1. Any required course which might lead to a BA, BS, MA, MS or Ph.D. in Nursing or Health 
Care Administration.

2. University of California Human or Health Cafe Administrations Services Certificate 
Program courses.

3. Courses in an Expanded Practice Credentials program as defined by the California 
Nursing Practice Act in the following areas:

a. Nurse Practitioner
b. Public Health Nurse

4. Adult Education Teaching Credentials Program
5. Upper Division Physical Science (Biochemistry, Pathophysiology)
6. Upper Division Behavioral Science
7. Technical Report Writing (Management Reports)

r
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8. Death and Dying (Terminally III)
9. Statistics

10. Computer Science
11. Stress and Time Management
12. Supervision
13. Management (Principles of Nursing)
14. Hospital Management
15. Human Sexuality
16. Research "
17. Psychiatric Nursing
18. Abnormal Psychology
19. Gero Psychiatric Nursing '
20. Gerontological Nursing
21. Crisis Intervention and Theory
22. Substance Abuse
23. Grief and Loss
24. Strategies in Psychosocial Nursing
25. Family Therapy
26. Group Dynamics

I 27. Psychology of Intervention Techniques
28. Ethnic/Cultural Sociology
29. Sociology
30. Legal Aspects of Nursing
31. Communication Skill Courses for Client (Signing, AudioA/isual)
32. Medical Ethics
33. Psychopharmacology
34. Leadership (Nursing)
35. Growth and Development
36. Human Genetics
37. Physical Assessment
38. Cardiac Care
39. Rehab Nursing
40. Respiratory Nursing
41. Leadership Training
42. Spanish
43. Public Speaking
44. Nutrition
45. Hospice
46. Community and Mental Health Concepts
47. Home Health Care
48. Performance Evaluation
49. Communication Skills.
50. Change (Management of)

B. Courses granting continuing education units do not qualify.
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Appendix 2.17 - FLSA Exempt Employee Differential 
FLSA EXEMPT EMPLOYEE DIFFERENTIAL FOR 
EXTREMELY ARDUOUS WORK AND EMERGENCIES
Effective: 9/1/93 , .
Revised: 7/1/99

CRITERIA
At the discretion of.the appointing authority, excluded employees who are exempt from the Federal Fair 
Labor Standards Act (FLSA) shall be eligible to receive the differential when performing arduous work that 
exceeds the normal demands of State service employment. Excluded employees are eligible for this pay 
differential for up to four (4) months per fiscal year (or per event for emergencies involving loss of life or 
property). All of the following conditions must be met in order to apply this pay differential:

Appropriate Duties
The duties and responsibilities may not include work that is covered by the provisions of FLSA. 

Non-negotiable Deadline or Extreme Urgency
The work must have a deadline or completion date that cannot be controlled by the employee or his/her 
supervisor, or must constitute an extreme urgency. The deadline or extreme urgency must impose upon 
the employee an immediate and urgent demand for his/her workthat cannot be avoided or mitigated by 
planning, rescheduling, postponement or rearrangement of work, or modification of deadline. For 
example, preparing and presenting to the Governor’s Office, Legislature, or Legislative Committees ) 
fiscal/line item analysis and budgetary information concerning the State Budget or departmental and line 
program budgets by a specific date, or testifying before the Legislature or Legislative Committees at their 
request, or responding to a declared emergency situation.

Work Exceeds Normal Work Hours and Normal Productivity ,
The work must be extraordinarily demanding and time consuming, and of a nature that it significantly 
exceeds the normal workweek and work productivity expectations of the employee’s work assignment. 
Employees who are excluded from FLSA are expected to work variable work schedules as necessary to 
meet the demands of the job. They may regularly be required to work more than forty (40) hours per 
week to complete their work. This pay differential is not intended for employees who regularly or 
occasionally work in excess of the normal workweek to meet normal workload demands. It is intended 
where in addition to working a significant number of hours in excess of the normal workweek, there is a 
demand for and achievement of greater productivity or result.

Work is Unavoidable
The work must be of a nature that it cannot be postponed, redistributed, modified, reassigned or otherwise 
changed in any way to provide relief.

Work Involves Extremely Heavy Workload
The work is of a nature that it cannot be organized or planned to enable time off in exchange for the extra 
hours worked. The absence from work would cause difficulty or hardship on others and would result in 
other critical work not being completed. Occasional heavy workload of less than twelve (12) to fourteen 
(14) days in duration would not normally satisfy this requirement because time off can be arranged as 
compensation for this demand. For example, in an emergency involving extreme health, safety and/or 
cost consequence, an employee may be required to work evenings and weekends for several weeks, 
averaging more hours of work than can be scheduled/arranged for time off.

No Other Compensation
The employee who is receiving this pay differential is not eligible for any other additional compensation for 
the type and nature of the above described work.
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The Circumstances That Support This Pay Differential Must Be Documented
Departments must maintain records of the employees and amounts paid in each pay period, and a brief 
description of the circumstances for which the differential was provided. Departments are delegated 
responsibility for the review and approval of payment. Their review should occur after the work is 
completed to ensure that all of the conditions that warrant the pay differential were present. Application of 
the pay differential provisions is subject to audit or review by the Department of Personnel Administration 
as necessary.

Rate
Three hundred dollars ($300) per workweek, up to one thousand two hundred dollars ($1,200) total per 
pay period. Any workweek that overlaps months should be counted in the month that the workweek ends. 
An employee may be paid: period $ 300 
$600 
$ 900 or 
$ 1200 per pay

(
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APPENDIX O - UNIT 20 SALARY SCHEDULE

Unit 20 - Medical and Social Services Specialists 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC CLASS WWG Am MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

ACTIVITY COORDINATOR, 
VETERANS HOME AND

TR52 8319 2 2218 2696 2777

MEDICAL CENTER

ASSISTIVE TECHNOLOGY 
SPECIALIST

; TR71 8264 2 3335 4054 4176

ASSISTIVE TECHNOLOGY 
TRAINEE

TR72 ■ 8265 2 2684 3264 3362

AUDIOLOGIST AIDE TR39 8261 2 2112 2568 2645

BRACE MAKER TR70 8318 2 3658 4446 4579

CERTIFIED NURSING TL81 8185 2 A 2193 2666 2746
ASSISTANT

B 2354 2862 2948

CERTIFIED NURSING TL82 8182 2 A 2193 2666 2746
ASSISTANT, CORRECTION­
AL FACILITY

B 2354 2862 2948

P 2275 2765 2848

Q 2442 2969 3058

CHAPEL MUSICIAN FL20 2868 2 13.4 25.25 26.01

CLINICAL LABORATORY SV30 7928 2 A 4016 4882 5028
TECHNOLOGIST

B 4409 5360 5521

CLINICAL LABORATORY SV38 9301 2 A 4016 4882 5028
TECHNOLOGIST (SAFETY)

B 4409 5360 5521

CLINICAL LABORATORY SV36 9293 2 A 4016 4882 5028
TECHNOLOGIST, CORREC­
TIONAL FACILITY

B 4409 5360 , 5521

COUNSELOR ORIENTA- ■ 
TION CENTER FOR THE

XB10 9676 2 2648 3217 3314

BLIND *
COUNSELOR, SCHOOL XB55 9713 2 A 2604 3165 3260
FOR THE BLIND

B 2894 3518 3624

C 3136 3811 3925

F 2170 2637.5 . 2717

G 2411.67 2931.67 3020

H 2612 3175 3270
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WiTH 3% 

INCREASE 
07/01/2013

COUNSELOR, SCHOOL
FOR THE DEAF

XB75 9664, 2 A 2604 3165 3260

B , 2894 3518 3624

C 3136 3811 "■ 3925

F 2170 , . 2637.5 2717

G 2411.67 2931.67 3020
' .. ' H j 2612 - 3175 3270

DENTAL ASSISTANT , SU50 ' 7911 2 A 2408 2927 '3015

B 2602 3162 3257

T 2571 3282 3380
U ' 2705 3888 , 4005
V 3374 4848 4993

w 3046 3888 4005

Y . 3798 4848 4993

DENTAL ASSISTANT 
(SAFETY)

SU52 7914 2 A 2408 2927 3015

B 2602 3162 3257

T 2571 3282 3380

- U 2705 3888 4005

V 3374 4848 4993

w 3046 3888 4005

Y 3798 4848 4993
DENTAL ASSISTANT, COR­
RECTIONAL FACILITY

SU55 9296 2 A 2408 2927 3015

B 2602 3162 3257 ,

P 2634

2809

, 3438 3541

Q 4073 ■4195

R 3503 5079 . 5231

S 2828 3438 3541

T 3351 4073 4195

U, 4178 5079

2927

5231
DENTAL ASSISTANT, DE­
PARTMENTS OF MENTAL 
HEALTH AND DEVELOP­
MENTAL SERVICES /

SU51 7656' 2 A 2408 3015

B 2602 3162 3257

~ T 2571 3282 3380

U 2705 3888 4005

V 3374 4848 4993

w 3046 3888 ’ 4005

Y 3798 4848 4993
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE 
07/01/2013

DENTAL HYGIENIST TH30 8128 2 A 3416 4152 4277

T 5366 6524 6720

DENTAL HYGIENIST AUDI­
TOR

TU60 8432 2 4103 , 5237 5394

DENTAL HYGIENIST CON­
SULTANT

TU50 8387 2 4103 5237 5394

DENTAL HYGIENIST, COR­
RECTIONAL FACILITY

TH35 9298 2 A r 3416 4152 4277

P 4736 6834 7039

Q 5622 6834 7039

DENTAL HYGIENST 
(SAFETY)

TH32 8131 2 A 3416 4152 4277

S 4767 6524 6720
' T 5366 6524 6720

DENTAL LABORATORY 
TECHNICIAN '

SU40 7908 2 A 3416 4152 4277

B 3738 4544 4680

DENTAL LABORATORY 
TECHNICIAN, CORREC­
TIONAL FACILITY

SU45 9299 2 A 3416 4152 4277

B 3738 4544 4680

DIETETIC TECHNICIAN DH70 . 2169 2 2746 3339 3439

DIETETIC TECHNICIAN 
(SAFETY) '

. DH72 2175 2 2746 3339 3439

ELECTROENCEPHALO­
GRAPHS TECHNICIAN

TC70 : 7986 2 2928 3559 .. 3666

ELECTROENCEPHALO­
GRAPHS TECHNICIAN 
(SAFETY)

TC72. 7990 2 2928 3559 3666

EPIDEMIOLOGIC INTER­
VIEWER 1

TC46 7966 2 2928 3559 3666

EPIDEMIOLOGIC INTER- . 
VIEWER II

TC44 7967 2 3185 ' 3870 3986

HOSPITAL AID, CORREC­
TIONAL FACILITY

TM22
"■i

9307 2 2193 2666 2746

LICENSED VOCATIONAL 
NURSE

TL78 8249 2 A 2612 3335 3435 .

. p T 3333 4051 4173

LICENSED VOCATIONAL 
NURSE (SAFETY)

: TL80 8274 2 A 2612 3335 3435

J 3500 4254 4382

K 3929 4777 4920

T 3333 4051 4173
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH. 3% 

INCREASE 
07/01/2013

LICENSED VOCATIONAL 
NURSE, CALIFORNIA 
DEPARTMENT OF COR­
RECTIONS AND REHABILI­
TATION

TL81 8257 2 A 2612 3335 3435

B 3878 3878 3994

C 4072 4072 4194

D 4254 4254 4382

, E 4457 4457 4591

F 4680 4680 4820
- G 4777 4777 4920

LICENSED VOCATIONAL 
NURSE, DEPARTMENTS
OF MENTAL HEALTH AND 
DEVELOPMENTAL SER­
VICES

TL77 8286 ■ 2 A 2612 3335 3435

T 3333 4051 4.173

NIGHT ATTENDANT,
SCHOOL FOR THE BLIND

XB60 9712 2 A 2302 2800 2884

F 1918.33 2333.33 2403

NIGHT ATTENDANT,
SCHOOL FOR THE DEAF

XB80 9663 2 A 2302 2800 2884

F 1918.33 2333.33 2403

OCCUPATIONAL THERAPY 
ASSISTANT

TQlf 8292 2 2447 2974 3063

OCCUPATIONAL THERAPY 
ASSISTANT (SAFETY)

TQ13 8290 2 2447 2974 3063

PHARMACY TECHNICIAN CN50 7979 , 2 A 2638 3209 . 3305

P 2992 3639 3748
: R 2992 3639 3748

T. 2850 8466 3570

PHARMACY TECHNICIAN, 
DEPARTMENTS OF MEN­
TAL HEALTH AND DEVEL­
OPMENTAL SERVICES

. CN51 7658 2 A 2638 3209 3305

T 2850 3466 3570

PHYSICAL THERAPY AS­
SISTANT

TP57 8272 2 2542 3091 3184

PIANIST FL10 2865 2 13.4 25.25 26.01

RADIOLOGIC TECHNOLO­
GIST

TC90 7989 2 A 3075 3737 3849

B 3343 4065 4187

S 4122 5124 5278
' T 4531 5124 , 5278
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE' SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

RADIOLOGIC TECHNOLO­
GIST (SAFETY)

TC94 7992 2 A 3075 3737 3849

' B 3343 4065 4187

S 3594 5124 5278

T 4531 5124 5278
RADIOLOGIC TECHNOLO­ TC91 9315 2 A 3075 3737 3849
GIST, CORRECTIONAL 
FACILITY

B 3343 4065 4187
' P 4758 5380 5541

\
R 4758 5380 5541

READER FOR TI^E BLIND, 
DEPARTMENT OF EDUCA­

NE05 F1852 2 8.34 9.15 9.42

TION 's

RESIDENTIAL CARE UNIT 
LEADER

TL20 8219 2 2817 3426 3529

RESPIRATORY CARE TR75 8276 2" A 3050 4079 4201
PRACTITIONER

B 3185 4257 4385

C 3328 4449 4582
RESPIRATORY CARE 
PRACTITIONER, CORREC­

TR80 9316 .2 ' A 3050 4079 4201

TIONAL FACILITY ,

B 3185 4257 4385

C 3328' 4449 4582
RESPIRATORY CARE 
PRACTITIONER, DE­
PARTMENTS OF MENTAL

TR76 8300 2 A 3050 4079 4201

HEALTH AND DEVELOP­
MENTAL SERVICES.

B 3185 4257 4385

C . 3328 4449 4582
SCHOOL BUS DRIVER TR65 8291 2 2495 3034 3125
SCHOOL BUS DRiVER, DE­
PARTMENTS OF MENTAL 
HEALTH AND DEVELOP­
MENTAL SERVICES.

TR66 8322 2 2495 3034 3125

SELF-HELP SPONSOR 
(PART TIME)

TR15 8434 2 16.3 16.3 ‘ 16.79

SENIOR CLINICAL LABO- • SV20 7925 2 A 4211 5376 5537
RATORY TECHNOLOGIST

'
B 4619 ' 5897 6074
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE , SCHEMATIC . CLASS WWG A/R MINIMUM MAXIMUM MAX

>
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SENIOR CLINICAL LABO­ SV22 7926 2 A 4211 „ < 5376 5537
RATORY TECHNOLOGIST 
(SAFETY)

B 4619 5897 . 6074

SENIOR CLINICAL LABO­ • SV34 9348 2 A 4211 5376 5537
RATORY TECHNOLOGIST, 
CORRECTIONAL FACILITY

B 4619 5897 6074

SENIOR RADIOLOGIC . . TC80 7987 . 2 A . 3204 . 3893 .4010
TECHNOLOGIST (SPECIAL­ . : ■
IST)

B 3502 4255 . 4383

S 4120 5329 5489

T 4713 5329 5489

SENIOR RADIOLOGIC 
TECHNOLOGIST (SPECIAL­

TC82 7995 2 A 3204 3893 4010

IST-SAFETY)

B 3502 4255 4383

S 3894 5329 5489

T 4713 5329 5489

SENIOR RADIOLOGIC 
TECHNOLOGIST, CORREC­
TIONAL FACILITY (SPE­

TC92 9350 2 A 3204 3893 4010

CIALIST)

B 3502 4255 4383

P 4949 5595 5763

R 4949 5595 5763

SOCIAL SERVICE ASSIS­
TANT 1 -MENTAL HEALTH-

XJ75 9940 2 2076 2404 2476

SOCIAL SERVICE ASSIS­ XJ74 9939 2 A 2312 2810 2894
TANT II -MENTAL HEALTH-

B 2548 3098 3191

SUPPORT SERVICES AS­ XH80 9820 2 A 2964 3603 3711
SISTANT (INTERPRETER)

B 3094 3760 3873

C 3383 4113 4236

TEACHING ASSISTANT TR60 8240 2 A 2312 2810 2894

F 1926.67 2341.67 2412

TEACHING ASSISTANT 
(CORRECTIONAL FACIL­
ITY)

TR57 6400 2 2312 2810 2894

TEACHING ASSISTANT TR62 8263 2 A 2312 2810 2894 ■
(SAFETY)

F 1926.67 2341.67 2412
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APPENDIX O - UNIT 20 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

TEACHING ASSISTANT, DE­ TR61 8298 2 A 2312 2810 2894
PARTMENTS OF MENTAL 
HEALTH AND DEVELOP­
MENTAL SERVICES

■
F 1926.67 ^ 2341.67 2412

TEACHING ASSISTANT . TR58 8244 2 A 2312 2810 2894
SCHOOL FOR THE BLIND

F 1926.67 2341.67 2412
TEACHING ASSISTANT, TR59 8246 2 A 2312 2810 2894
SCHOOL FOR THE DEAF

F 1926.67 2341.67 2412

TRANSPORTATION 
COORDINATOR, SPECIAL

XB40 9671 2 A 3119 3790 3904

SCHOOLS

F 2599.17 3158.33 3253

J

\
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APPENDIX P - UNIT 20 SIDE LETTERS
Side Letter 6.20 - Labor/Management Committee, California School for the Deaf, Riverside
Side Letter 7.20 - Holidays, State Special Schools
Side Letter 8.20 - Alternate Range (AR) Criteria Counselor at State Special Schools
Side Letter 9.20 - Overtime Distribution at the California School for the Deaf, Riverside

Side Letter 6.20 - Labor/Management Committee, California School for the Deaf, Riverside 
At the California School for the Deaf, Riverside, management and the Union will hold regular 
meetings to address workplace issues pursuant to article 5, section 5.10, Labor Management 
Committee.

Side Letter 7.20 - Holidays, State Special Schools
This side letter applies only to the Residential Counselors and Night Attendants at the State Special 
Schools, California Department of Education.

An employee regularly scheduled to work inore than eight (8) hours on a day which is a State holiday 
and which is observed by the school the employee works at shall be allowed, at his/her request, to 
work the hours that are in excess of eight (8) hours on another day(s) within the same workweek.

Management retains the right to schedule the hour(s) and day(s) on which the employee will work 
when the employee exercises this option.

Side Letter 8.20 - Alternate Range Criteria Counselor at State Special Schools
The DOE will publish annually to the Counselors at the State Special Schools the alternate range 
criteria. The department will meet and confer with the Union when the department wants to change 
the criteria.

Side Letter 9.20 - Overtime Distribution at the California School for the Deaf, Riverside
The purpose of this agreement is to distribute overtime among Bargaining Unit 20 employees at 
California School for the Deaf, Riverside, in an equitable manner.

A. Five (5) overtime lists will be created for Counselors. The lists will be titled, “Master Overtime 
List”, “Elementary Area Overtime List”, “Middle School Area Overtime List”, “High School Area 
Overtime List” and “Special Needs Area Overtime List”. These lists will be created within five (5) 
working days from the date of this Agreement.

1. One overtime list will be created for Night Attendants. The list will be titled, “Night 
Attendant Overtime List.”

2. The Master Overtime List will include the names of every Counselor, regardless of their 
area assignment. The Counselors will be ranked on the list by the amount of overtime 
hours they have been offered since the beginning of the academic school year. The 
Counselor at the top of the list will be the Counselor who has been offered the least 
amount of overtime hours since the beginning of the academic school year; the list will 
progress down to the Counselor at the bottom of the list who has been offered the most 
amount of overtime hours since the beginning of the academic school year.

3. The Elementary Area Overtime List will include only those Counselors who are assigned 
to the Elementary Area. The Counselors will be ranked on the list by the amount of 
overtime hours they have been offered since the beginning of the academic school year. 
The list will be a progression as described in the above paragraph.

4. The Middle School Area Overtime List will include only those Counselors who are 
assigned to the Middle School Area. The Counselors will be ranked on the list by the 
amount of overtime hours they have been offered since the beginning of the academic 
school year.
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5. The High School Area Overtime List will include only those Counselors who are assigned 
to the High School Area. The Counselors will be ranked on the list by the amount of 
overtime hours they have been offered since the beginning of the academic school year. 
The list will be a progression as described above.

6. The Special Needs Area Overtime List will include only those Counselors who are 
assigned to the Special Needs area. The Counselors will be ranked on the list by the 
amount of overtime hours they have been offered since the beginning of the academic 
school year. The list will be a progression as described above.

B. If an overtime opportunity arises for an Area, Counselors on the applicable Area overtime list will 
be offered the opportunity first. The Counselor on the applicable Area overtime list who is at the 
top of the list (i.e,,< has been offered the least amount of overtime hours) will be offered the 
opportunity first; if that Counselor declines the opportunity, the Counselor next on the list will be 
offered the opportunity and so on until the applicable Area overtime is exhausted.

If an overtime opportunity arises that does not have an Area need (for example, bus duty or 
homecoming), the opportunity will be offered using the Master Overtime List. The Counselor who 
is at the top of this list (i.e., has been offered the least amount of overtime hours) will be offered 
the opportunity first; if that Counselor denies the opportunity, the Counselor next on the list will be 
offered the opportunity, and so on until the list is exhausted.

C. Management will record the number of hours of overtime each employee is offered, accepted, , 
and rejected.

D. On the 15th of every month, new lists will be created by management to adjust the ranking of the 
employees on the lists by number of hours of opportunity they were offered. The list will be 
posted at the DOR office upon it being updated on the 15th of each month and e-mailed to all 
Counselors and Night Attendants.

E. An Overtime Preference Survey form shall be circulated to all affected staff. If an employee has 
indicated on a signed survey form that he/she is unavailable and does not choose to work 
overtime on certain days and/or times, he/she will not be offered overtime for those days and/or 
times. (This section shall not change/amend any provision in the current Contract’s regarding 
State’s Rights on mandatory overtime.)

F. The overtime lists will be followed except where precluded by emergency. Emergency is defined 
as a sudden happening or unforeseen situation that needs immediate action or attention.

G. If overtime becomes available two (2) hours or less prior to the start time of the overtime
assignment, the assignment will be offered to the employee at the top of the applicable list, who is 
currently on duty, and who is available to work the overtime. ^

H. Night Attendants will not be offered Counselor overtime unless the Counselor overtime list has 
been exhausted. Counselors will not be offered Night Attendant overtime unless the Night 
Attendant list has been exhausted.

I. Employees may submit an Overtime Preference Survey form five times per school year 
(September 15, November 15, January 15, March 15, and May 15). Management will use the 
most recent Overtime Preference Survey form on file for each employee.

J. If it appears that an employee will not attain one thousand seven hundred thirty-four (1,734) hours 
as discussed in the ten (10) month agreement, management may disregard the employee’s 
Overtime Preference Survey form(s) in order to offer that employee overtime. Management will 
notice the employee in writing seven (7) calendar days in advance of implementing this section.

K. If an employee is called at home, and management reaches an answering machine/service, 
management will leave a message advising the employee of the overtime opportunity. 
Management will then continue through the overtime list(s). If the employee calls back before ; 
another employee accepts the overtime, that employee will be allowed to accept the overtime. If 
the employee calls back after another employee accepts the overtime, that employee will not be 
allowed to accept the overtime nor be charged for the offer. If an employee does not answer. 
his/her phone, or does not respond to a message on his/her answering machine/service, that 
employee will not be charged for the overtime offer. ,

L. Disputes involving this provision may be addressed at a Labor/Management Committee 
(Riverside).
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

Unit 21 - Educational Consultants and Librarians 
Salary Schedule

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

MAX 
WITH 3% 

INCREASE, 
07/01/2013

ADAPTIVE DRIVER 
EVALUATION SPECIALIST, 
DEPARTMENT OF REHA­
BILITATION

EJ20 2681 2 A ' 4009 4871 5017

F 3340.83 4059.17 . 4181

AGRICULTURAL EDUCA­
TION CONSULTANT'

, EN50 2513 E A 5724 6954 7163

F 4770 5795 5969

AMERICAN INDIAN EDUCA­
TION ASSISTANT

FG66 2718 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

AMERICAN INDIAN EDUCA­
TION CONSULTANT

FG65 2719 E A 5724 6954 7163

F 4770 . 5795 .5969

ARCHIVIST 1 BU30 2805 E A 3864 4696 4837

. F 3220 39.13.33 4031

ARCHIVIST II BU40 2804 E A 4435 5387 5549

F 3695.83 4489.17 4624 '

ASSISTANT CONSULTANT
IN TEACHER PREPARA­
TION

EU70 2617 E A .4314 5239 5396

B 5208 6329 6519

ASSISTANT CONSULTANT
IN TEACHER PREPARA­
TION

EU70 2617 E F 3595 4365.83 4497

G 4340 5274.17 5432

ASSISTANT FIELD REP­
RESENTATIVE, SCHOOL 
ADMINISTRATION

ER76 2589 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497'

G 4340 5274.17 5432

ASSOCIATE IN POSTSEC- , 
ONDARY EDUCATION 
STUDIES

EL68 2566 E A 4314 5239- 5396 ;

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

CLASSIFICATION TITLE

ASSOCIATE VOCATIONAL 
EDUCATION ANALYST, 
CALIFORNIA ADIVISORY 
COUNCIL FOR VOCATION­
AL EDUCATION

SCHEMATIC
CODE

EX51

CLASS
CODE

2689

WWG

Ei

A/R

A

MINIMUM
SALARY

4306

MAXIMUM
SALARY

.5231

MAX 
WITH 3% 

INCREASE 
07/01/2013

. 5388

F 3588.33 4359.17 4490
AUDIO-VISUAL TECHNI­
CIAN, CALIFORNIA MU­
SEUM OF SCIENCE AND 
INDUSTRY

FJ90 2821 2 A 2804 3407 3509

F 2336.67 2839.17 2924
BILINGUAL/MIGRANT EDU­
CATION ASSISTANT

FG83 2750 E A 4314 5239 5396

1 B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432,
BILINGUAL/MIGRANT EDU­
CATION CONSULTANT

FG80 2758 E A 5724 6954 7163

F 4770 5795 5969
BUS DRIVER TRAINING 
PROGRAMS SPECIALIST

ET10 2683 E A 4770 5796 5970

\ F 3975 4830 4975
BUSINESS EDUCATION 
CONSULTANT

EN90 2517 E A 5724 6954 7163

F 4770 5795 5969
CAREER-VOCATIONAL 
EDUCATION ASSISTANT

EQ61 2715 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432
CAREER-VOCATIONAL 
EDUCATION CONSULTANT

EQ58 2722 E A 5724 6954 7163

F 4770 5795 5969
CHILD DEVELOPMENT AS­
SISTANT

FB65 2837 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432
CHILD DEVELOPMENT 
CONSULTANT

FB64 2834 E A . 5724 6954 7163

F 4770 5795 5969
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3%

, '
•

INCREASE
07/01/2013

COMMUNITY COLLEGE EM25 2549 2 A 4314 5239 5396
PROGRAM ASSISTANT I

- F 3595 4365.83 4497

COMMUNITY COLLEGE EM30 2550 E • A 5208 6329 6519
PROGRAM ASSISTANT II l '

F 4340 5274.17 5432

CONSULTANT IN MATH­ EU20 2616 E A 5724 6954 7163
EMATICS EDUCATION

F 4770 5795 5969

CONSULTANT IN PHYSICAL FG30 2769 E A 5724 6954 7163
EDUCATION

)
F 4770 5795 5969

CONSULTANT IN PUPIL FG60 2774 E A 5724 6954 7163
PERSONNELSERVICES

F 4770 5795 5969

CONSULTANT IN TEACHER EU75 2618 E A , 5724 6954 7163
PREPARATION (EXAMINA­
TIONS AND RESEARCH) ■

F ,4770 5795 5969

CONSULTANT IN TEACHER 
PREPARATION (PROGRAM 
EVALUATION AND RESEA

. EU80 2635 E A 5724 6954 7163

RCH)
F 4770 5795 5969

EDUCATION FISCAL SER­ f ^ ER50 2897 E A 4314 5239 5396
VICES ASSISTANT

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

EDUCATION FISCAL SER­ , ER51 2898 E A 5724 6954 7163
VICES CONSULTANT

F 4770 5795 5969

EDUCATION PROGRAMS ER95 2655 E A 4314 5239 5396
ASSISTANT

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

L 4314 5239 5396

M 5208 6329, 6519

P 1 3595 4367 4498

Q 4341 5274 5432
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3%

INCREASE
07/01/2013

EDUCATION PROGRAMS ER90 2656 E A 5724 6954 7163
CONSULTANT

F 4770 5795 5969

L 5724 6954 7163

P 4770 5796 5970

EDUCATION RESEARCH EX10 2642 E A 4314 5239 5396
AND EVALUATION ASSIS­
TANT

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

EDUCATION RESEARCH EX20 2643 E A ■ 5724 6954 7163
AND EVALUATION CON­
SULTANT

F 4770 5795 5969

FIELD REPRESENTATIVE, ER80 2573 E A 5724 6954 .7163
SCHOOL ADMINISTRATION
(SPECIALIST)

F 4770 5795 5969

HEALTH CAREERS EDUCA­ EO20 2514 E A 5724 6954 7163
TION CONSULTANT

F 4770 5795 5969

HOME ECONOMICS EDU­ EO50 . 2520 E A 5724 . - 6954 7163
CATION CONSULTANT

F 4770 5795 5969

INDUSTRIAL AND TECH­ EO90 2524 E A 5724 6954 7163
NOLOGY EDUCATION
CONSULTANT

F 4770 5795 5969
LIBRARIAN ^

FM50 2951 E A 4195 5097 5250

F 3495.83 4247.5 4375

LIBRARY PROGRAMS FM65 2958 E A 5724 6954 7163
CONSULTANT

F 4770 5784.17 5958

NURSING EDUCATION TN20 8250 E A 5724 6954 7163
CONSULTANT

F 4770 5795 5969

NUTRITION EDUCATION FG45 2260 E A 4314 5239 5396
ASSISTANT

B 5208 6329 . 6519

F 3595 4365.83 4497

G 4340 5274.17 5432
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

CLASSIFICATION TITLE

NUTRITION EDUCATION 
CONSULTANT

SCHEMATIC
CODE

FG50

CLASS
CODE

2261

WWG

E

A/R

A

MINIMUM
SALARY

5724

MAXIMUM
SALARY

6954

MAX 
WITH 3% 

INCREASE 
07/01/2013

7163

F 4770 5795 5969

PRIVATE POSTSECOND­
ARY EDUCATION SENIOR 
SPECIALIST

EK20 2743 E A 5724 6954 7163

F 4770 5795 5969

PRIVATE POSTSECOND­
ARY EDUCATION SPECIAL­
IST

EK10 2742 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

SCHOOL HEALTH EDUCA­
TION ASSISTANT

FG41 2773 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497 ;

G 4340 5274.17 5432

SCHOOL HEALTH EDUCA­
TION CONSULTANT

FG40 2772 E A 5724 6954 ■ 7163

F 4770 5795 5969

SENIOR ASSOCIATE IN 
POSTSECONDARY EDUCA­
TION STUDIES

EL70 2506 E 5724 6954 7163

SENIOR LIBRARIAN FM41 2943 E A 4561 5541 5707

F 3800.83 4617.5 4756

SPECIAL EDUCATION AS­
SISTANT

FF59, 2754 E A 4314 5239 5396

B 5208 6329 6519

F 3595 4365.83 4497

G 4340 5274.17 5432

SPECIAL EDUCATION CON­
SULTANT

FF60 2764 E A 5724 6954 7163

F 4770 5795 5969

SPECIALIST IN ACADEMIC 
PLANNING AND DEVELOP­
MENT, CALIFORNIA COM­
MUNITY COLLEGES

EM51 2539 E A 5724 6954 7163

F 4770 5795 5969

SPECIALIST IN AGRI­
CULTURAL EDUCATION 
CALIFORNIA COMMUNITY 
COLLEGES

EM85 2530 E A 5724 6954 7163

F 4770 5795. 5969
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APPENDIX Q - UNIT 21 SALARY SCHEDULE
/

CLASSIFICATION TITLE SCHEMATIC CLASS WWG A/R MINIMUM MAXIMUM MAX
CODE CODE SALARY SALARY WITH 3% 

INCREASE 
07/01/2013

SPECIALIST IN BUSINESS 
EDUCATION CALIFORNIA

EM87 2531 E A 5724 6954' 7163

COMMUNITY COLLEGES

F 4770 5795 5969

SPECIALIST IN CRIMINAL 
JUSTICE EDUCATION 
CALIFORNIA COMMUNITY

EM89 2540 E A 5724 6954 7163

COLLEGES

F 4770 5795 5969

SPECIALIST IN EMPLOY­
MENT AND CERTIFICA­
TION, CALIFORNIA COM­
MUNITY COLLEGES

EM54 2544 E 5724 6954 7163

SPECIALIST IN FACILITIES 
PLANNING AND UTILIZA­
TION CALIFORNIACOMMU-

EM70 2508 E A 5724 6954 7163

NITY COLLEGES

F 4770 5795 5969

SPECIALIST IN FISCAL 
PLANNING AND ADMIN­

EM82 2525 E A 5724 6954 7163

ISTRATION, CALIFORNIA- 
COMMUNITY COLLEGES

F 4770 5795 5969

SPECIALIST IN GENERAL 
VOCATIONAL EDUCATION 
CALIFORNIA COMMUNITY

EM91 2458 E A 5724 6954 7163

COLLEGES

F 4770 5795 5969

SPECIALIST IN HEALTH EM93 2535 E A 5724 6954 7163
OCCUPATIONS CALIFOR­
NIA COMMUNITY COL­
LEGES

F 4770 5795 y 5969

SPECIALIST IN HOMEMAK­ EM95 2465 E A 5724 6954 7163
ING EDUCATION CALIFOR­
NIA COMMUNITY COL­
LEGES

F 4770 5795 5969

SPECIALIST IN INDUSTRI­
AL EDUCATION CALIFOR­

EM97 2534 E A 5724 6954 7163

NIA COMMUNITY COL­
LEGES

F 4770 5795 • 5969
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APPENDIX Q - UNIT 21 SALARY SCHEDULE

CLASSIFICATION TITLE SCHEMATIC
CODE

CLASS
CODE

WWG A/R MINIMUM
SALARY

MAXIMUM
SALARY

SPECIALIST IN INFOR­
MATION SYSTEMS AND 
ANALYSIS, CALIFORNIA 
COMMUNITY COLLEGES

EM55 2551 E A 5724 6954

F 4770 5795

SPECIALIST IN LIBRARY 
PLANNING AND DEVELOP­
MENT, CALIFORNIA COM­
MUNITY COLLEGES

EM71 2560 E A 5724 6954

- F 4770 5795

SPECIALIST IN PUBLIC 
SERVICE OCCUPATIONS 
CALIFORNIA COMMUNITY 
COLLEGES

EM99 2547 E A 5724 6954

F 4770 5795

SPECIALIST IN STUDENT 
SERVICES PLANNING AND 
DEVELOPMENT, CALIFOR­
NIA COMMUNITY COL­
LEGES "

EM63 2565 E A . 5724 6954

F 4770 5795

VOCATIONAL EDUCATION 
GENDER EQUITY CONSUL­
TANT

EQ70 2620 E A 5724 6954

F 4770 5795

MAX 
WITH 3% 

INCREASE 
07/01/2013

7163

5969

7163

5969

7163

5969

7163

5969

7163

5969
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APPENDIX R - UNIT 21 SIDE LETTERS AND ADDENDUM
Side Letter 6.21 - DCA Bureau for Private Post Secondary and Vocational Education (Bureau):
Tentative Sunset Agreement - June 22, 2007

Side Letter 6.21 DCA Bureau for Private Post Secondary and Vocational Education (Bureau):
Tentative Sunset Agreement - June 22,2007

The attached DCA Bureau for Private Post Secondary and Vocational Education (Bureau) Tentative 
Sunset Agreement signed June 22, 2007 shall remain in full force and effect until the provisions of this 
“Tentative Sunset Agreement” expires.

Department of Consumer Affairs
Bureau for Private Post Secondary and Vocational Education (Bureau)

TENTATIVE Sunset Agreement 
June 22, 2007

To mitigate the impact to the employees affected by the Bureau closure on June 30, 2007, the DCA
agrees to the following:

1. Allow employees a two 2-year Training and Development (T&D) Assignment to SSM I or II (as 
applicable) positions at DCA (July 1,2007 - June 30, 2009).

2. If agreed to Option 1, employees will extend surplus status one 120 days, starting on July 1,2007 
and remain on SROA status in current classification until October 28, 2007.

3. At conclusion of the T&D Assignment (on or before June 30, 2009), employees must transfer to 
the SSM I or II position (as applicable) or be laid off. If employees transfer they will be placed on 
re-employment list for their appropriate classification starting on July 1, 2009.

4. Employees who elect to voluntarily demote to SSM or II (as applicable) positions on July 1,2007 
at DCA in lieu of the T&D will have their probationary period waived, will retain salary and benefits 
as appropriate and will immediately be placed on re-employment status on July 1,2007.

5. If the Private Post Secondary and Vocational Education Program is re-established in the 
Department of Consumer Affairs, employees currently in the Private Post Secondary Education 
Senior Specialist and Private Postsecondary Education Specialist classifications as of June 30, 
2007, shall have priority consideration for authorized positions that may exist in the newly re­
established program.

6. DPA will e-mail departmental Personnel Officers a reminder to refer to the policies and 
procedures regarding the Lay-off process, SROA/Surplus letters and hiring practices.

7. This agreement applies only to the employees impacted by the Bureau closure and only in these 
positions at DCA.

8. This agreement represents a final resolution to the Bureau for Private Post Secondary and 
Vocational Education closure.

ADDENDUM 2.21 - Employer-Paid Employee Retirement Contributions

The purpose of this Article is to implement the provisions contained in section 414(h) (2) of the 
Internal Revenue Code concerning the tax treatment of employee retirement contributions paid by the 
State of California on behalf of employees in Bargaining Unit 21. Pursuant to section 414(h) (2) 
contributions to a pension plan, although designated under the plan as employee contributions, when 
paid by the employer in lieu of contributions by the employee, under circumstances in which the 
employee does not have the option of choosing to receive the contributed amounts directly instead of 
having them paid by the employer, may be excluded from the gross income of the employee until 
these amounts are distributed or made available to the employee.
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Implementation of section 414(h) (2) is accomplished through reduction in wages pursuant to the 
provisions of this Article.

1. Definitions. Unless the context otherwise requires, the definitions in this Article govern the 
construction of this Article.

a. “Employees.” The term “employees” shall mean those employees of the State of 
California in Bargaining Unit 21 who make contributions to the STRS.

b. "Employee Contributions.” The term “employee contributions” shall mean those 
contributions to the STRS which are deducted from the salary of employees and 
credited to individual employee’s accounts.

c. “Employer.” The term “employer” shall mean the State of California.
d. “Gross Income.” The term “gross income” shall mean the total compensation 

paid to employees in Bargaining Unit 21 by the State of California as defined in 
the Internal Revenue Code and rules and regulation established by the IRS.

e. “Retirement System.” The term “retirement system” shall mean the STRS as 
made applicable to the State of California under the provisions of the State 
Teachers’ Retirement Law (California Education Code section 2200, et seq.).

f. “Wages.” The term “wages” shall mean the compensation prescribed in this
Agreement.

2. Pick Up To Employee Contributions

a. Pursuant to the provisions of this Agreement, the employer shall make employee 
contributions on behalf of employees, and such contributions shall be treated as 
employer contribution in determining tax treatment under the Internal Revenue 
Code of the United States. Such contributions are being made by the employer 
in lieu of employee contributions.

b. Employee contributions made under paragraph A of this Article shall be paid 
from the same source of funds as used in paying the wages of affected 
employees.

c. Employee contributions made by the employer under paragraph A of this Article 
shall be treated for all purposes other than taxation in the same manner and to 
the same extent as employee contributions made prior to the effective date of 
this Agreement.

d. “The employee does not have the option to receive the employer contributed 
amounts paid pursuant to this Agreement directly instead of having them paid to 
the retirement system.”

3. Wage Adjustment

Notwithstanding any provision in this Agreement on the contrary, the wages of employees 
shall be reduced by the amount of employee contributions made by the employer 
pursuant to the provisions thereof.

4. Limitations To Operability

This article shall be operative only as long as the State of California pick up of employee 
retirement contributions continues to be excludable from gross income of the employee 
under the provisions of the Internal Revenue Code.

5. Non-arbitrability

The parties agree that no provisions of this Article shall be deemed to be arbitrable under 
the grievance and arbitration procedure contained in this Agreement.
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SIGNATURE PAGE
Service Employees Internationa! Union, Local 10QG0

Unit 01-Professional, Administrative, Financial and Staff Services

Margarita Maldonado, Chair 
Department of Justice

Cathy Hackett, Vice-Chair 
Department of Transportation

Brenda Modkins, Alt. Vice-Chair 
Department of Justice

Lowell Landowski
Department of Parks and Recreation 

Todd Snell
Department of Social Services 

Tina Allen
Department of Tra nsportation

argaret Wilson 
Employment Development Department

Karen DeVoll
CDCR, Sierra Conservation Center

(asDuji

Paul Romero
California Department of Public Health

Jacqueline McCollum 
Department'ofTransportation

|,///

Marie Harder ‘
Department of Public Health

JeffRecht
State Water Resources Control Board

Claudia Gambaro 
Department of Military

Neal Johnson
California Integrated Waste Management Board

Gilda Souza 
Franchise Tax Board

MuxT sfldisM} jLuj\4*m4J-0 JanetSass-McDermott
Senior Union Representative



SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 03-Professional Education and Librarians
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SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 04-0ffice and,

i JdLM Francisca Pass, Chair 

n f\ Denartment of Development Services

£h.
Mecheile Block, Vice-Chair 
Franchise Tax Board

Robert Kersch, Alt. Vice-Chair
CDCR Adult

Tamekia Robinson 
Board of Equalization

j
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SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 11-Engineering and Scientific Technicians

Brad Willis, Chair 
epartment of Fish and Game

Candler, Vice-Chair 
Department of Transportation

John Warrick, Alt. Vice-Chair 
Department of Transportation

George Cornell
Department of Transportation

aul Hartbower
Department of Transportation
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SIGNATURE PAGE
Service Employees International Union, Local 10000 

Unit 14-Printing and Allied Trades

jg^J^verne Archie, Chair

Department of Transportation

6C

'CiA

Robert Vega, Vice-Chair 
Department of General Services, OSP

Christ Martinez, Alt. Vice-Chair 
Department of General Services, OSP

XJOAmJC-- ^ Darrell Pina
Department of Franchise Tax Board

Am Roger Valverde
Department of Transportation
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SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 15-Allied Services
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SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 17-Registered Nurses
(

Nancy Lyerla, Chair 
CDCR, Youth Facility

Cowart, Vice-Chair 
Department of Mental Health

Dianne Bradford, Alt, Vice
✓O*-----v Department of Health Care Services

( M— Alan Stephenson
CDCR

pffflfGioria Pacleb-Cadiz 

CDCR

Paul Harris 
Chief Counsel
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SIGNATURE PAGE
Service ^(nployees International Union, Local 10000 

and Social Services

Rionna Jones, Chair 
CDCR

Patricia Heynen, Alt. Vice-Chair 
California Department of Education

Christina Freeman, Vice-Chair 
Department of Veterans Affairs

h

O'
atoya Brown

Department of Mental Health

Quendwa Quigley 
CDCR

"i
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SIGNATURE PAGE
Service Employees International Union, Local 10000

Unit 21-Educational Consultant and Library

erry Lawhead, Chair
CA Community Colleges Bd. Of Governors

Donald Killmer, Vice-Chair 
California Department of Education

Miguel Cordova, Alt. Vice-Chair 
Department of Education

Ava Goldman
Public Employees Retirement Systems 

Sharia Smith
California Department Education

Kathleen O'Connor 
Senior Union Representative

r

'i
1
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Index Of Contract Abbreviations

Index of Contract Abbreviations

ACLS............................................. Advanced Cardiac Life Support
ADA........................................ ....... Americans with Disabilities Act
AO.................................................. Alternative Officing
API.................................................. American Petroleum Institute
AR.................................................. Alternate Range or Accounts Receivable
ARB................................................ Air Resources Board
ARCB............................................ Air Resources Control Board
ARP............ ................................... Alternate Retirement Plan
ASME............................................ American Society of Mechanical Engineers
ATO................................................ Administrative Time Off
AWOL............................................ Absent Without Leave
AWS............................................... ^ American Welding Society
BBI.................................................. Business Building Incentive
BDO..... .......................................... Boards, Departments and Offices
BOE............................................... Board of Equalization
BPM................................................ Building and Property Management
BTSA............................................. Beginning Teacher Support and Assessmen
CalEPA.......................................... Ca. Environmental Protection Agency
Cal/OSHA...................................... Ca. Division of Occupational Safety and Health
CalPERS....................................... Ca. Public Employees Retirement System
CalTrans........................................ Ca. Department of Transportation
CAHSEE........................................ Ca. High School Exit Exam
CAT................................................ Computer Assisted Transcription
CBUR ........................................... Classification Bargaining Unit Representative
CCPA............................................ Community Colleges Program Assistant
CCRA............................................ Correctional Case Records Analyst
CDCR............................................ Ca. Department of Corrections and Rehabilitation
CDCR-DAI...........................................Ca. Department of Corrections-Division of Adult Institutions
CDCR-DJJ..................................... Ca. Department of Corrections-Division of Juvenile Justice
CDE................................................ Ca. Department of Education
CDFA............................................. Ca. Department of Food and Agriculture
DHCS............................................ Department of Health Care Services
CDL................................................ Commercial Driver’s License
CDPH..................................... ...... Ca. Department of Public Health
CDSS............................................ Ca. Department of Social Service
CDVA............................................ Ca. Department of Veterans’ Affairs
CEA................................................ Ca. Education Authority
CEU’s............................................ Continuing Education Units
CFR................................................ Code of Federal Regulations
CFRA............................................. Ca. Family Rights Act
CIA...............................................!. Certified Internal Auditor
CLC................................................ Canadian Labor Council
CMO.............................................. Chief Medical Officer
CNA................................................ Certified Nursing Assistant
CoBen........................................... Consolidated Benefits
COBRA.......................................... Consolidated Omnibus Budget Reconciliation Act
CPA................................................ Certified Public Accountant
CPR............................................. Cardio Pulmonary Resuscitation
CRT................................................ Case Record Technician
CSC............................................... Ca. Science Center
CSL................................................ Ca. State Lotteiy
CTC................................................ Ca. Teachers Credentialing
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CTCs................................ ............. Correctional Treatment Centers
CTC/MH........................................ Correctional Treatment Center/Mental Health
CTO.............................................. Compensatory Time Off
CTW.............................................. Change to Win
CUIAB........................................... Ca. Unemployment Insurance Appeals Board
DA.................................................. Dental Assistant
DBUR............................................ District Bargaining Unit Representative
DCA................................................ Department of Consumer Affairs
DDS................................................ Department of Developmental Services
DDSD..................... ....... ............... Disability Determination Services Division
DEA................................................ Disability Evaluation Analyst
DFEH............................................. Department of Fair Employment and Housing
DFG................................................ Department of Fish and Game
DGS................................................ Department of General Services
Dl.................................................... Disability Insurance
DIPR.............................................. Disability Insurance Program Representative
DIR................................................. Division of Industrial Relations
DLC....................... ........................ District Labor Council (51 statewide)
DMV.............................................. Department of Motor Vehicles
DOF................................................ Department of Finance
DOI............................... ................. Department of Insurance
DOJ................................................ Department of Justice
DOR.............................................. Department of Rehabilitation or Director of Residents
DOT............................................... Department of Transportation
DPA................................................ Department of Personnel Administration
DPO................................................ Digital Print Operator
DSO.............................................. Driver Safety Officer
DSR................................................ District Sales Representative
DWR............................................... Department of Water Resources
E..................................................... Exempt
EAP........................................... Employee Assistance Program
EAR................................................ Employee Action Request
EDD............................................... Employment Development Department
EEO................................................ Equal Employment Opportunity
EEOC............................................ Federal Equal Employment Opportunity Commission
EIDL.......................................... Enhanced Industrial Disability Leave
EMT................................................ Emergency Medical Technician
ENDI.............................................. Enhanced Non-Industrial Disability Insurance
EPR................................................ Employment Program Representative
ERO.....;......................................... Employee Relations Officer
FACD............................................. Field Audit Compliance Division
FlexElect....................................... Flexible Benefits Program
FLSA............................................. Fair Labor Standards Act
FMLA.............................................. Family Medical Leave Act
FSMR............................................ Federal Standard Mileage Rate
FTB................................................. Franchise Tax Board
FY................................................... Fiscal Year (July 1 - June 30)
HACCP.......................................... Hazard Analysis Critical Control Point
HCSD............................................. Health Care Services Division
HRSD............................................ Human Resources Services Division
ICF/DMH....................................... Intensive Care Facility- Department of Mental Health
ICU................................................. Intensive Care Unit
IDL.................................................. Industrial Disability Leave
I DP................................................ Individual Development Plan
IEP.................................................. Individual Education Plan
IFB.................................................. Invitations for Bids
IIPP................................................. Injury and Illness Prevention Programs
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IRS................................ ................ Internal Revenue Service
1ST.................................................. In-Service Training
IT.................................................... Information Technology
JAC................................................. Joint Apprenticeship Committee
JLMC.............................................. Joint Labor Management Committee
JLMCD.......................................... Joint Labor Management Committee on Discrimination
JOB............................................ . Job Opportunity Bulletin
KAS................................................ Key Accounts Specialist
LOC................................................ Level of Care
LOI.................................................. Letter of Instruction
LRO................................................ Labor Relations Officer
LTA.............................................. Library Technical Assistant or Long Term Assignments
LTSS............................................. Lottery Ticket Sales Specialist
LTSSS........................................... Lottery Ticket Sales Senior Specialist
LVN................................................ Licensed Vocational Nurse
MOAB............................................ Management of Assaultive Behavior
MOU.............................................. Memorandum of Understanding (Contract)
MPFLP.......................................... Mandatory Personal Furlough Leave Program
MPL................................................ Mandatory Personal Leave
MQs................................................ Minimum Qualifications
MSA................................................ Merit Salary Adjustments
MSDS............................................ Material Safety Data Sheet
MSOTs.......................................... Maintenance and Service Occupational Trainees
MVA................................................ Motor Vehicle Assistant
MVFR............................................ Motor Vehicle Field Representative
MVT................................................ Motor Vehicle Technician
NDI................................................. Non-Industrial Disability Insurance
NOC.............................................. Nocturnal
NPI................................................. No Preference Indicated
O&M..................... ......................... Operations and Maintenance /
OASDI........................................... Social Security
OCE................................................ Office of Correctional Education
OHR............................................... Office of Human Resources
OHU............................................... Out-Patient Housing Unit
OJT................................................. On-the-job training
OPF ............................................... Official Personnel File
OSP................................................ Office of State Publishing
P&B................................................ Post and Bid
PACU............................................ Patient Acute Care Unit
PAR................................................ Personnel Action Request
PART.............................................. Professional Assaultive Response Training
PDD............................................... Professional Development Day
PERB.............................................. Public Employment Relations Board
PERS.............................................. Public Employees’ Retirement System
PLD................................................ Personal Leave Day ■
PLO................................................ Prison Law Office
PMAB............................................ Prevention and Management of Assaultive Behavior
PNL................................................ Personal Necessity Leave
PL................................................... Personnel Liaison
PLP................................................. Personal Leave Program
PLP 2010...................................... Personal Leave Program 2010
PPG................................................ Professional Practice Groups
PI.................................................... Permanent Intermittent
PPPA............................................. Personnel Preferred Post Assignment
PT................................................... Program Technician
PUC................................. .............. Public Utilities Commission
QAR................................. .............. Quality Assurance Review
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QRP................................................ Qualifications Review Panel
RDA................................................ Registered Dental Assistant
RDO........................................ ...... Regular Day Off
RESD............................................ Real Estate Services Division
RFP................................................ Requests for Proposals
RN.................................................. Registered Nurse
RPA................................................ Request for Personnel Action
RPI................................................. Re-entry Program Instructor
R&R................................................ Recruitment and Retention
SAM................................ ............... ' State Administrative Manual
SCIF............................................... State Compensation Insurance Fund
SCO................................................ State Controller’s Office
SDI................................................. State Disability Insurance
SE........................................... ....... Statutorily Exempt
SEIU.... ......................................... Service Employees International Union
SEMS............................................. Standby Emergency Medical Services
SMVT............................................ Senior Motor Vehicle Technician '
SNF................................................ Skilled Nursing Facility
SOPO........................................ Sheet-fed Offset Press Operator
SPB................................................ State Personnel Board
SPP................................................ Savings Plus Program
SROA............................................ State Restrictions of Appointments
SSM................................................ Staff Services Manager
STA.......... .................... ........... Supervising Tax Auditor
STAR.............................................. Standards and Reporting
STRS............................................. State Teachers’ Retirement System
SYCRCC....................................... Southern Youth Correctional Reception Center-Clinic
TD........................ .......................... Temporary Disability
TDD................................................ Telecommunication Devices for the Deaf
T&D................................................ Training and Development
TET................................................. Transportation Engineering Technician
UCSW .......................................... Union of California State Workers
Ul.................................................... Unemployment Insurance
VOR................................................ Voluntary Overtime Roster
VP................................................... Video Phones
VPLP............................................. Voluntary Personal Leave Program
VPOS............................................ State Personnel Board Vacancy Position
VRMA............................... ;........... Vocational Rehabilitation Maintenance Allowance
WASC......................................... Western Association of Schools and Colleges
WID................................................ Work Improvement Discussion
WOPO........................................... Web Offset Press Operator
WRCB ............................................ Water Resources Control Board
WR TECH...................................... Water Resources Technician
WWG............................................. Work Week Group
YVH................................................ Yountville Veterans’ Home



Your rights under this contract are based on the original articles and provisions signed by your elected 
bargaining teams. Your bargaining teams also established and documented the intent of the contract 
language as part of the bargaining process. If necessary, please consult a member of your bargaining 
team for help enforcing your rights under the contract.

The salary ranges included in this contract were provided by the Department of Personnel Administra­
tion without the review and approval of SEIU Local 1000. SEIU Local 1000 reserves any and all rights 
to correct any errors in the calculation or printing of the salaries.

Unfortunately, printing errors are inevitable in a document of this size and complexity. If you find errors, 
please report them to the Member Resource Center at 1-866-471-7348.

We remind you that this MOU is also available in a digital version which can be downloaded from 
www.SEIU1000.org. As errors are discovered, Local 1000 will make corrections in the digital version.

/
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