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PREAMBLE

This Memorandum of Understanding (hereinafter called the "MOU") is made and entered into
as of April 14, 2016, by and between the Board of Commission of the Housing Authority of the City
and County of San Francisco (hereinafter called the "Authority") and the Service Employees
International Union, Local 1021 (hereinafter called the "Union").

The Authority is a public body, corporate and politic, organized and existing under and pursuant
to the laws of the State of California. As such, the Union and the Authority recognize their mutual
obligation to cooperate in order to assure maximum service of the highest quality and efficiency to
residents of San Francisco Public Housing.

The Authority must comply with all applicable laws, including provisions of the Meyers-Milias-
Brown Act, and all administrative regulations promulgated by the U.S. Department of Housing and
Urban Development (hereinafter called "HUD"), including the Annual Contributions and
Administrative contract between HUD and the Authority.

It is the agreed purpose of the Union and the Authority to work together in mutual respect to
see that the provisions of this MOU are carried out.

ARTICLE I. MANAGEMENT RIGHTS

Except to the extent there is contained in this agreement express and specific provision to the
contrary, nothing herein shall be construed to restrict any legal Authority rights concerning direction
of its work force, or consideration of the merits, necessity or organization of any service or activity
provided by the Authority. The Authority shall also have the right to determine the mission of its
constituent departments, officers, boards and commissions; set standards of services to be offered
to the public; and exercise control and discretion over the Authority's organization and operations.
The Authority may also relieve employees from duty due to lack of work or funds, and may determine
the methods, means and personnel by which the Authority's operation are to be conducted.

However, the exercise of such rights does not preclude represented employees or the union
from utilizing the grievance procedure to process grievances regarding the practical consequences
of any such actions on wages, hours, benefits or other terms and conditions of employment.

ARTICLE Il. RECOGNITION

Section 1. Classifications.

a. The Authority recognizes the Union as the exclusive representative of employees covered
by this MOU. This MOU shall apply to employees working in the classifications listed below,
and to any other classifications which may be established within the scope of duties
now included within these classifications. Should such classifications be established, the
Authority and the Union shall meet and confer for the purpose of determining the appropriate
placement of the classification on the Salary Schedule. For any abolished classification,
present incumbents shall continue to be given preference in the selection process for
positions for which they qualify.
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b. For any new classification created which consists predominantly of work duties performed
by employees covered by this MOU, the Authority, at the request of the Union, shall meet
and confer prior to filling the position to determine if the new classification shall becomes a
part of the bargaining unit. Any disputes shall be resolved through the grievance procedure,
however, the position may be filled notwithstanding the existence of such a dispute.

c. Whenever a new class is created by the Authority which is the result of consolidation or
splitting off of one or more former classes, arid in those instances when the duties and
responsibilities of the new class(es) are the same or similar to those of the former class(es),
then the bargaining unit assignment and representation shall continue to be the same as for
the former class(es).

d. Positions covered by this MOU may only be reclassified outside of the bargaining unit or
eliminated from the MOU by mutual agreement between the Union and the Authority. Any
disputes will be subject to the grievance procedure.

Account Clerk Leased Housing Inspector
Accountant Leased Housing Inspector I
Administrative Assistant Legal Clerk

Administrative Clerk Maintenance Construction Planner |
Administrative Law Clerk Maintenance Construction Planner Il
Admissions Clerk Maintenance Construction Planner lli

Architectural Associate |
Architectural Associate Il
Architectural Technician
Assistant Property Manager
Buyer

Commission/Committee Clerk
Community Outreach Worker
Community Patrol Rep Supervisor
Community Patrol Representative
Computer Operations Specialist
Computer Operator Trainee
Construction Inspector
Construction Planner |
Construction Planner Il
Construction Planner lll

Contract Administrative Assistant
Contracts Specialist

Customer Service Complaint Desk Rep
Data Entry Clerk

Distribution Specialist

Diversity & Self-Sufficiency Specialist
Duplication Technician

Eligibility Clerk

Eligibility Technician

Maintenance Dispatcher
Maintenance Inspector

Management Operations Technician

Maintenance Planner |
Maintenance Planner Il
Maintenance Planner llI
Messenger

Payroll Clerk

Payroll Technician
Personnel File Clerk
Principal Account Clerk
Programmer

Property Manager |
Property Manager I
Property Site Manager
Recreation Coordinator
Relocation Aide

Rent Assistant
Reproduction Specialist
Resident Coordinator
Resident Liaison
Resident Management Trainee
Resident Organizer
Resource Center Aide



Eligibility Worker |

Eligibility Worker Il

Employment Specialist

Evictions Specialist

Executive Floater

Fleet Specialist

FSS Specialist

HOPE VI Resident Comm. Worker
HOPE VI Self-Sufficiency Specialist
Housing Inspector |

Housing Inspector Il

Intake Specialist

Inventory Controls Specialist
Junior Buyer

Junior Clerk

Junior Payroll Analyst

Junior Technical Writer

Secretary

Security Monitor

Senior Account Clerk

Senior Accountant

Senior Administrative Clerk
Senior Buyer

Senior Eligibility Clerk

Senior Legal Clerk :
Senior Maintenance Dispatcher
Senior Payroll Specialist
Senior Secretary

Senior Social Worker

Social Worker

Supervising Security Monitor
Switchboard Operator
Technical Assistant

Youth Coordinator

Section 2. Appeal of Classification. Parties agree that this section shall be inoperative during
the term of this MOU ending on April 13, 2017.The classifications listed above have been matched
to classifications in the City and County of San Francisco and, in those instances where no match
was found, internally to Authority classifications for the purpose of placement on the salary schedule.
Said salary schedule is identical to the biweekly/hourly schedule plan of seniority increments in the
Salary Standardization Ordinance of the City and County of San Francisco.

During the term of this agreement, if an employee wishes to challenge this match, she/he shall
file an appeal in writing with the Director of Human Resources or designee. The appeal shall state,
in detail, the basis on which the employee contends the match is inappropriate, and shall identify the
specific responsibilities performed by the employee which, in her/his opinion, make the current match
inappropriate.

The Director of Human Resources or designee shall perform a desk audit of the classification
in question to determine if said classification would be more properly matched to a higher
classification in the City and County of San Francisco, or if no match is found in the City, to an
Authority classification. If performed by the Director of Human Resources or internal designee, the
desk audit will commence as soon as practicable given the constraints of other Authority business,
including the status of other desk audits then in progress. If performed by an external source, the
desk audit will commence ten (10) working days after funding is approved. If performed internally,
the Authority will notify the Union of the anticipated date of initiation of the desk audit, which date
shall be no more than thirty (30) days from the date of the formal request. The Authority will notify the
Union if there is any change to this anticipated date. The results of the desk audit shall be provided
to the employee and the Union within ten (10) working days after its completion or receipt by the
Authority.

If the employee is dissatisfied with the decision of the Director of Human Resources or
designee, she/he may grieve the decision, commencing at Level Two of the grievance process
defined in Article XI of the Memorandum of Understanding.
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If the employee is dissatisfied with the decision of the Executive Director, she/he may submit
the appeal directly to expedited arbitration through the American Arbitration Association. The Union
and the Authority shall select an arbitrator within ten (10) working days of the employee's notification
to the Authority of her/his decision to appeal to expedited arbitration.

The decision of the arbitrator shall be binding on the Union and the Authority and salary
schedule adjustments required to implement the new match shall be retroactive to the date of the
submission of the appeal to the Director of Human Resources or designee.

This agreement covers all listed positions under this Article. However, it is expressly understood
that the Authority, at its discretion, may establish special bilingual classifications. In the event bilingual
classifications are proposed, the Authority's Human Resources Division will carefully review the
request for such a classification and Management agrees to advise the Union of any proposed
bilingual classifications and will meet and confer with the Union prior to implementation of such
special bilingual classifications.

ARTICLE lll. EQUAL EMPLOYMENT OPPORTUNITIES

Section 1. Employment Discrimination. Neither the Authority nor the Union shall
discriminate against any employee or applicant for employment on account of race, color, political or
religious creed, sex, sexual preference, age, national origins, disabled status, gender identity, marital
status or any other factors designated by state and/or federal law, nor shall a person be the subject
of sexual harassment. The Union and the Authority recognize the obligation to reasonably
accommodate qualified employees/applicants with disabilities as provided by applicable law. During
the reasonable accommodation process, an employee has the right, upon request, to union
representation.

Section 2. Wage Discrimination. There shall be no distinction between the wages paid to men
and the wages paid to women for the performance of work when appointed to same or similar job
classifications. Should the City and County of San Francisco, during the term of this MOU, implement
comparable worth adjustments, the Authority shall study its wage schedule to ascertain if comparable
classifications are paid comparable wages. Parties agree that this Section 2 shall be inoperative
during the term of this MOU ending on September 30, 2019._

Section 3. Affirmative Action. The Authority and the Union recognize their obligation to
develop affirmative action plans and opportunities to advance for present employees and Housing
Authority residents. They shall work to meet the HUD requirements that twenty-five percent (25%) of
current employees be residents of San Francisco Public Housing.

Section 4. Affirmative Action Monitoring. To this end, the parties agree to form a joint
committee, consisting of at least two (2) members appointed by the Authority, two (2) members
appointed by the Union, and two (2) members appointed by the Public Housing Tenant Association,
for the purpose of monitoring the Affirmative Action program and its goals and timetables. Reports of
the committee shall be sent directly to the Executive Director.

Section 5. Discrimination Based on Union Activity. The Authority agrees not to interfere
4



with, intimidate, retaliate, restrain, coerce or discriminate against any employee because of the
exercise of rights granted pursuant to this agreement or the Meyers-Milias-Brown Act.

Section 6. Working Environment. The Union and the Authority shall strive to create a working
environment free from hostility, intimidation and disrespect.

Section 7. Objective of the Authority. It is agreed that the delivery of Housing Authority
services in the most efficient, effective and courteous manner is of paramount importance to the
Agency and its employees. Such achievement is recognized to be a mutual obligation of the parties
to this agreement within their respective roles and responsibilities.

Section 8. Nepotism. In order to avoid real or perceived favoritism, no employee (permanent,
term, or temporary) may report directly, or indirectly within the same division, to his/her imnmediate
family member. For the purposes of this section, immediate family members include the employee’s
husband, wife, domestic partner, brother, sister, mother, father, aunt, uncle, grandmother,
grandfather, son, daughter or any relationship by marriage or domestic partnership. Employees who
marry or otherwise become immediate family members during their employment with the
Authority will be allowed to continue their job assignment, as long as there are no direct reporting
relationships involved.

Section 9. Reasonable Accommodations. The parties agree that they are required to provide
reasonable accommodations for persons with disabilities in order to comply with the provisions of the
Americans with Disabilities Act and the Fair Employment and Housing Act. The Authority reserves
the right to take any action necessary to comply therewith.

If there is a conflict between a proposed accommodation and this Agreement, the Authority will
notify the Union and, upon request, meet with the Union within ten (10) business days to attempt to
resolve the issue. The parties may extend this time limit by mutual agreement. During the reasonable
accommodation process, an employee has the right, upon request, to Union representation.

When an employee requests an accommodation pursuant to the ADA, the Authority shall meet
with the employee and, at the request of the employee, with the employee’s Union representative.
The Authority will inform the employee and the representative of the status of the employee’s request
for an accommodation and of the resolution of the request. As necessary, and on a case-by-case
basis, the Authority will meet with the Union representative to review problems concerning reasonable
accommodation.

The Authority shall maintain files on formal reasonable accommodation requests that include
information related to status of accommodation requests and the resolution of closed accommodation
requests.

Following a reasonable period of time after the employee has submitted the information required
for a reasonable accommodation but not later than thirty (30) calendar days, the Authority shall
provide a response to the employee’s request. If no accommodation in the current assignment is
possible, the Authority shall evaluate alternative job assignments for possible accommodation. While
his/her request for reasonable accommodation is pending, the Authority shall make every reasonable
effort to provide a modified work duty assignment



ARTICLE IV. HOURS OF WORK

Section 1. Hours of Work. Employees under this MOU shall work eight (8) hours per day, forty
(40) hours per week, Monday through Friday.

Section 2. Overtime. An employee who is required to work in excess of eight (8) hours in any
one day or in excess of forty (40) hours in any week shall receive compensatory time off at the rate
of time and one-half (1-1/2) for such overtime work to a limit of forty (40) hours; except an employee
who performs work on Saturday, Sunday or holidays shall accrue compensatory time off at a double
time rate.

Once an employee has reached the forty (40) hour limit on compensatory time the employee
will have the option of choosing to be paid in cash for overtime worked, beyond the forty (40) hours
on record, or may continue to accrue compensation time up to a maximum of one-hundred sixty (160)
hours per year. An employee will have twelve (12) months from the time he/she earns compensation
time to use such compensation time.

If an employee has reached her/his limit of accrual for compensatory time and has been denied
a reasonable opportunity to use this time, said worker shall receive a cash settlement for all
compensatory time accrued over the limit. Employees with compensatory time in excess of forty (40)
hours will use that time before requesting other forms of leave except voluntary time off. Employees
who are at or near their annual leave maximum balance will not be expected to use compensatory
time before annual leave. Employees who wish to cash out compensatory time before forty (40) hours
may make a request to the Executive Director or designee.

During the term of this agreement either the Authority or the Union may present proposals for
flexible work schedules. Such proposals may be implemented upon mutual agreement of both
parties.

Section 3. Approval of Overtime. All employees must receive the written approval of their
Supervisor and the department administrator or equivalent prior to working in excess of forty (40)
hours in any week, or in excess of eight (8) hours a day, except in emergency situations wherein the
prior verbal approval of the Supervisor is required.

Section 4. Rest Periods. All employees shall be granted a fifteen (15) minute rest period in the
morning and a fifteen (15) minute rest period in the afternoon. Such rest periods shall be scheduled
with the approval of the immediate supervisor. If working conditions prevent employees from taking
their breaks at the appropriate time, employees shall be provided breaks at the earliest available
opportunity. -

Section 5. Personal Emergencies. All employees are expected to observe the assigned
working hours and to remain on the job except when absent on official Authority business. If a
personal emergency should make it necessary for an employee to leave before the end of the working
day, the employee will notify his/her immediate supervisor or the next level supervisor of the need.
The Authority may require satisfactory proof of the emergency.



Section 6. Alternate Work Schedule.

a. Reference: Personnel Policies and Procedures, Alternate work Schedule — Administrative
Employees.

b. (1) Where operationally feasible (given the need for coverage in work units that require direct
service to residents or the public) the Authority, at the request of the employee, shall extend
the opportunity to employees to work nine (9) days in a two week period (9/80) with the
following hours:

Eight (8) days at nine hours, one (1) day at eight (8) hours and one (1) day off.

The employee shall work within the Authority’s recognized hours of operation (Monday to
Friday from 7:00 a.m. to 6:30 p.m. excluding one-half hour or one full hour for lunch).
Supervisors will work with the employee in establishing mutually agreeable starting times.
It shall be the supervisor's decision on whether or not to allow an employee to work a 9/80
work schedule. The employee may appeal the supervisor's decision to the next level
manager. The next level manager’s decision will be final.

c. (2) Once an employee has been approved to work a 9/80 work schedule, the employee must
remain on this schedule until he/she notifies their supervisor with a two (2) week written
notice.

d. (3) A 4/10 hour work week schedule will no longer be offered to employees. Those
employees currently working a 4/10 schedule shall continue to be able to keep this schedule
unless determined to be operationally infeasible by his/her supervisor. Once an employee
leaves the 4/10 work schedule he/she cannot return to that schedule. If an employee is
removed from his/her 4/10 schedule by the supervisor, the employee may appeal that
decision to the next level manager. The next level manager’'s decision will be final.

ARTICLE V. SALARIES AND CLASSIFICATIONS

Section 1. Salaries.

a. Effective July 1, 2017, each salary range in this bargaining unit shall be increased by
3.0%.
b. Effective July 1, 2018 each salary range in this bargaining unit shall be increased by 3.0%.

Section 2. Rate Ranges. Salary step increases for all employees shall be based on their annual
anniversary date as of September 30, 1993. If, during the term of this MOU, an employee voluntarily
transfers or promotes to another classification, the salary step increase shall be based on the annual
anniversary date in the new classification.

Section 3. Reclassification. The Union has the right to propose reclassification at any time
during the life of this MOU. It is agreed that the Authority and the Union shall maintain descriptions
setting forth job duties for all classification covered by this MOU. It is recognized that changes in job
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titles and duties for classifications covered by this MOU may be necessary, and that such changes
shall be by mutual agreement of the Union and the Authority.

Section 4. Promotions. An employee promoted, or reclassified to a higher classification shall
be paid in the new classification at the rate of at least five percent (5%) above the salary received in
the classification from which she/he was promoted or reclassified.

Section 5. Higher Duties. An employee who performs the duties of a higher classification for
a minimum of five (5) consecutive days shall be compensated at either seven and one-half percent
(7- ¥2%) above her/his current classification or at the first step of the higher classification, whichever
is greater, not to exceed Step 5 of the higher classification, from the first day of performance of the
duties. Said performance of higher duties shall be done only upon prior written authorization of the
immediate supervisor, with the approval of the Division Director.

Section 6. Temporary Appointments.

a. A regular (ft/pt or term employee) given a temporary appointment to a higher
classification which subsequently becomes a permanent appointment shall be given
credit from the date of original appointment for the purpose of seniority.

b. Temporary and term employees will be hired at the sole discretion of the Authority. The
Authority and the Union agree that permanent, budgeted positions covered by this MOU
shall be filled on a temporary basis only, as needs dictate. In that event, management
will make every effort to hire a permanent employee for this position within six months
unless, within six months, the position is determined not to be necessary.

c. The Authority, upon request by the Union, will review the temporary position after six (6)
months from the date of hire to determine whether the position will be made permanent
or determined not to be necessary.

d. Vacation, sick leave and holiday accrual for temporary employees shall be consistent
with Authority policy with respect to permanent employees.

e. Medical coverage for temporary employees shall begin after six (6) months of service
with the Authority and shall be consistent with the medical coverage policies of the
Authority for permanent employees.

f. The Authority will incorporate as policy any improvements made effective by the City and
County of San Francisco with respect to temporary employees, with the exception of any
health benefits gains in the first six (6) months of employment.

g. Temporary employees shall not be considered as internal candidates, except those
covered by Article VI, Section 7 — Temporary Appointments Made Permanent.

h. Temporary employees with less than six (6) months service appointed to permanent
positions shall be placed at the first step of the classification appointed.



i. Temporary employees who are hired into a permanent position shall serve a six (6)
month probationary period from the date they were placed into the permanent position.

Section 7. Disclosure. The Authority shall furnish to the Union on a monthly basis the name,
date of hire, salary, classification and work location of all newly hired employees subject to this
agreement.

Section 8. Work Assignments. Each new employee shall be provided with a written
description of his/her job classification, and his/her supervisor shall discuss with the new employee
the duties of his/her position as part of the department’s orientation.

ARTICLE VI. EMPLOYEE BENEFITS

Section 1. Vacation Leave.

a. Employees shall be allowed to take vacations with the approval of their supervisor, the
timing of which shall be determined with due regard to the employee’s wishes and with
particular regard to departmental needs provided, however, that no employee shall take
vacation leave before such leave has been accrued. Employees cannot utilize vacation
leave until after thirty (30) days of employment with the Authority. Employees will then
be able to take the amount of vacation accrued except that vacation periods shall not
exceed the amount of vacation due such employees based on the employee’s tenure
with the Authority.

b. Vacation credits may accrue as earned, as set out below under this article.
Vacation leave with pay shall be accrued to monthly salaried employees as follows:
1. Vacation leave accruals for regular full-time and part-time appointments start from
the date of employment, but an employee cannot use available vacation leave until

after thirty (30) days of employment.

2. Vacation will accrue based on the following service schedule, proportionate to his/her
time base. Accumulation will be capped at 400 hours for all individuals.

1 to 36 months 100 hours annually
37 to 96 months 140 hours annually
97 to 228 months 180 hours annually
Over 228 months 220 hours annually

3. In the case of temporary employees who subsequently become permanent
employees, credit for such accrual shall be given for all uninterrupted service from
the original date of hire into a temporary position with the authority.

4. Employees shall be permitted to exceed the ceilings under this Section for a limited
period of time if the Authority request employee to delay or select an alternate
vacation plan in the best interest of the Authority.
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The Finance Department will provide for each employee a bi-weekly leave and
earnings statement that will be delivered to the employee each payday. This
statement will inform the employee all vacation and leave balances.

c. If holiday, as set forth in this MOU, falls during an employee’s vacation, the day shall not
be charged against the employee’s vacation leave.

d. If an employee becomes ill while on vacation, the period of iliness shall be charged
against sick leave and not against vacation leave provided that, for periods of iliness of
over three (3) days, the Authority may require written verification of the illness.

e. Employees shall be paid accrued vacation leave at the time of separation from
employment.

f. Each department head of the Authority shall establish a department vacation schedule
prior to June 1%t of each year, and employees shall furnish the department head with
information concerning vacation preference prior to the establishment of such vacation
schedule. The department head shall give due regard to seniority of employees and the
needs of the service. Any such schedule may be amended by the department head at
any time provided, however, that in the event of a dispute concerning the time assigned
to the employee for her/his vacation, the decision of the Executive Director or designee
shall prevail with the exception of an emergency situation that requires the
immediate presence of an employee. Immediately upon the resolution of the emergency,
the employee shall have the right to begin her/his vacation, or to arrange an alternate
time for his/her vacation, and the Authority shall make every effort to accommodate the
revised vacation schedule.

Section 2. Holidays.

a. Paid holidays under this MOU shall be as follows:

January 1 New Year's Day

Third Monday in January Martin L. King’s Birthday
February 12 Lincoln’s Birthday
Third Monday in February Washington's Birthday
Last Monday in May Memorial Day

July 4 Independence Day
First Monday in September Labor Day

September 9 Admission Day
November 11 Veterans Day

Last Thursday in November Thanksgiving Day
Friday After Thanksgiving

December25 Christmas Day

Upon adoption of Cesar Chavez Day as a holiday by the CCSF the Authority will
recognize this as a holiday.
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b. Each employee shall also receive two (2) floating holidays, to be taken at a time mutually
agreeable to the Authority and the employee. Floating holidays cannot be utilized until
after one hundred and eighty (180) days of employment. If an employee terminates
employment prior to the one hundred and eighty-day period, the employee will not be
entitled to the use or payout of the floating holidays.

c. In addition to the above holidays, any day declared by proclamation of the Mayor,
Governor or President of the United States to be a national day of mourning or
celebration, pursuant to Section 6700(n) of the California Code, shall be treated as a
paid holiday, when consistent with the practices of the City and County of San Francisco.

d. If January 1, February 12, July 4, September 9, November 11 or December 25 falls on a
Sunday, the following Monday shall be treated as a paid holiday. In the event said
holidays fall on Saturday, the preceding Friday shall be treated as a paid holiday.

e. If a holiday falls on an employee’s regularly scheduled day off (other than Saturday or
Sunday) the employee shall receive an in-lieu-of day off. The employee must take his/her
in- lieu-of day off during the week of the holiday or the week following the holiday.

Section 3. Sick Leave.

a. Definition: Sick leave is an authorized absence from duty granted an employee who is
unable to work because of:

1) Personal illness or injury, childbirth or appointments for medical or dental
examination or treatment. Employees shall make every effort to schedule
appointments for medical examinations or treatments at the beginning or end of
the work shift.

2) When attendance is required for conditions cited in (a) above, the employee may
use her/his sick leave to care for medical needs of her/his spouse, domestic
partner, child (including adopted, stepchild, and child of domestic partner),
parents, brother or sister (including half or step) and the same relations of spouse
or domestic partner.

b. Sick leave accruals start from the date of employment but cannot be utilized until thirty
(30) days after employment. Employees with less than ten years’ service shall accrue
sick leave at the rate of thirteen (13) working days per year.

Employees with ten (10) or more years of service shall accrue sick leave at the rate of
fifteen (15) working days per year. In the case of temporary employees who
subsequently become permanent employees, credit for such accrual shall be given for
all uninterrupted service from the original date of hire into a temporary position with the
Authority.

c. Employees may accumulate sick leave to a maximum of one hundred thirty (130) days.
The Administrator of Finance will provide each employee with a leave and earnings
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statement each pay period that will show all accrued sick leave and available balance.

d. Voluntary Leave Exchange for Serious lliness.

1)

2)

3)

4)

5)

The Authority agrees to establish and administer a sick leave hours bank for use
by eligible employees who have sustained a serious injury or are suffering from a
serious illness.

Eligibility to use serious sick leave hours:

a) Current SFHA employee.

b) Must in the alternative (1) have 96 hours of accrued sick leave at the time
of onset of serious iliness/injury or (2) have previously donated hours to the
serious sick leave hours bank or (3) successfully petition for waiver for
good cause.

c) Suffering from a medically verified serious illness/injury.

d) Provide on-going medical certification of eligibility as requested.

Eligibility to donate hours:
a) Donations must not take employee below 96 hours of accrued sick leave.

b) Donations must be in increments of 8 hours, voluntary and irrevocable.

Coercion with respect to soliciting the donation of hours and fraud with respect to
use of sick leave bank hours are grounds for discipline.

Any disputes regarding eligibility to use the serious sick leave bank shall be
resolved by the Executive Director or designee, whose decision shall be final.

e. Administration of Sick Leave. Sick leave remaining to the credit of an employee upon the
effective date of retirement for service or disability or upon the date of separation caused
by industrial accident, shall be disposed of as set forth below:

1)

2)

Upon retirement or separation on account of industrial accident: Employees hired
on or before September 30, 1984 shall be paid for the unused period of
accumulated sick leave at the base rate of pay excluding overtime or premium
rates and provided that such payments shall be limited to a maximum accrual of
one hundred and thirty (130) days.

Upon death: The estate of such deceased employee shall be paid for the unused
period of accumulated sick leave at the base rate of pay excluding any overtime
or premium rates and provided that such payments shall be limited to a maximum
accrual of one hundred thirty (130) working days.
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f. Reimbursement of Vested and Unused Accumulated Sick Leave With Pay Credits
Balance.

1) An employee who has accumulated unused sick leave with pay credits and who
has completed the service requirement on or before the effective date of this
MOU, but in an amount not to exceed one hundred thirty (130) days, shall upon
the effective date of retirement, or disability, or upon date of separation caused by
industrial accident or upon date of death, be reimbursed for the accumulated sick
leave with pay credit balance.

2) If an employee is absent on paid leave and a holiday occurs during such absence,
the day shall not be charged against sick leave credits.

3) Reimbursement for the vested and unused accumulated sick leave with pay credit
balance shall be payable at the time of retirement, separation caused by industrial
accident or death, or at a later date, when so elected by the employee (or her or
his estate), within one year of such retirement, separation or death.

4) The enactment of this section is not intended to constitute additional
compensation, nor to be part of the rate of pay to employees, but is reimbursement
for the vested and unused accumulated sick leave with pay credit balance to
which employees would have been entitled had they not retired or separated due
to industrial accident or death.

Employees hired after September 30, 1984, will not be eligible for reimbursement of unused
sick leave with pay credits upon their retirement or separation from the Authority due to disability or
death.

In those cases of suspected abuse of sick leave with pay, the Authority may require medical
verification of any illness, beginning with the third consecutive working day of such illness, or medical
verification of any illness or health care related appointment during working hours.

Section 4. Bereavement Leave. Bereavement Leave is defined as follows:

a. Absence because of the death of an employee’s spouse, domestic partner, child
(including adopted, stepchild and child of domestic partner), parents, brother or sister
(including half or step) and the same relations of spouse or domestic partner, legal
guardian or any person who is permanently residing in the household of the employee.
Such leave shall not exceed three (3) days and shall be taken within thirty (30) calendar
days after the date of death; however, two (2) additional working days shall be granted
for bereavement leave if travel outside the Bay Area of over seventy-five (75) miles is
required as a result of death.

b. Absence because of the death of other relatives. Leave shall be for not more than one
(1) working day; however, two (2) additional working days shall be granted if travel outside
the Bay Area of over seventy-five (75) miles is required as a result of the relative’s death.
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Section 5. Workers Compensation — State Disability Insurance Integrated With Sick Leave.

a. When an employee has suffered a work-related injury, the difference between workers’
compensation benefits and the employee’s gross salary will, at the request of the
employee, be made up by utilizing unused accrued sick leave. The payroll unit shall
compute the number of hours needed and will make the necessary adjustments. The
employee shall be required to provide the payroll unit biweekly verification of workers’
compensation payments received. Failure to provide verification to the Authority within
30 days will result in the discontinuance of integration of sick leave with workers’
compensation. Before the Authority can process any request for integration of sick leave
with workers’ compensation benefits, the employee must sign an agreement to allow any
overpayment of benefits to be recovered by the Authority from his/her future payroll
checks.

b. In the event an employee has exhausted his/her accrued sick leave, and upon approval
of the workers’ compensation claim, the following will occur:

The Authority will advance the employee sick leave hours, as needed, up to a maximum
of thirty (30) calendar days for the purpose of integrating the sick leave with workers’
compensation benefits; the purpose is to ensure that the employee will receive one-
hundred percent (100%) of his/her daily wage, when adding the workers’ compensation
and sick leave together. Upon return to duty the sick leave hours advanced to the
employee will be credited back to the Authority, as the employee earns his/her sick leave
hour (Not to exceed two (2) occurrences per fiscal year). In the event that the employee
does not return, the value of the advanced unearned sick leave shall be deducted from
the employee’s final separation pay check.

c. When an employee uses accrued sick leave credits to supplement disability payments
for workers’ compensation, sick leave with pay credits shall be thereafter earned at the
rate of two (2) times the regular rate until the amount of sick leave credits used to
supplement disability payments for workers’ compensation is made up.

d. The Authority shall supplement State Disability payments by using any unused
accumulated sick leave benefits to bring employees up their regular weekly salary. The
Payroll Office of the Authority shall compute the number of hours needed and will make
the necessary adjustments. Employees shall be required to mail to the Authority copies
of their award letters verifying the amounts of State Disability payments.

Section 6. Education Leave.

a. Subject to the needs of the Authority as determined by the Department head and the
Executive Director or designee pursuant to individual education plans, the Authority may
provide educational leave with or without pay. Educational cost shall be reimbursed
under the following conditions.

b. The Authority shall reimburse employees for one hundred (100%) of cost for tuition and
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books for all prior approved job-related courses successfully completed with a Grade of
“C” or better for undergraduate coursework and a passing Grade of “B” or better for all
approved graduate coursework by full-time regular employees with at least one year of
service on active work schedules who are taking courses on their own time. A maximum
reimbursement for all courses taken in any one calendar year is three thousand dollars
($3,000.00). If such a course is available to an employee only during working hours, the
Authority shall permit time off without loss of salary. Any disagreement as to whether or
not a course is job-related shall be subject to the grievance procedure.

c. The Authority agrees to develop in cooperation with the Union a policy for attendance,
during working hours where necessary, by Authority employees at seminars and formal
courses and agrees to reimburse the costs of such attendance, upon evidence of
successful attendance or completion of such seminars and formal courses, provided that
the Authority shall pay expenses in advance for all seminars, workshops and formal
courses at which the Authority requires attendance.

d. Training. The Housing Authority will provide orientation to all new bargaining unit
employees which could include:

o An introduction to the Management Information System (MIS) provided by the MIS
department

o An introduction to other departments

o Training of the employee’s job duties provided by the employee’s immediate
supervisor, peers and/or other qualified employee in a higher position

Section 7. Witness or Jury Duty Leave. An employee who is summoned as a witness or
juror for a judicial proceeding shall be entitled to leave with pay less any payment received for
services performed as a withess or juror.

Section 8. Childcare/Maternity Leave. In accordance with California State Law, maternity
leave shall be granted without pay for a maximum period of one hundred and twenty (120) days. The
Authority shall make every effort to keep an employee’s position open during the period of maternity
leave. However, no guarantee can be made that the same position shall be available at the time the
employee is scheduled to return to active service. In such instances, the Authority shall, in good faith,
attempt to place the employee in a comparable position.

Section 9. Military Leave. The Authority will grant military leave in accordance with the
California Military and Veterans Code Chapter 7, Section 389-398. Full information on the provision
of this law shall be provided to employees by their supervisors or the Human Resources Department.

Section 10. Voting Leave. An employee shall be allowed to leave, with pay, for up to two (2)
hours at the beginning or end of the workshift on a recognized state or national election day for the
purpose of exercising her/his voting rights. The department manager shall be responsible for
scheduling such leave, based on seniority, to ensure adequate staff coverage.
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Section 11. Voluntary Time Off. The Authority agrees to establish and administer a Voluntary
Time Off (VTO) Plan for use by eligible employees. VTO shall be used only for time an employee
would have otherwise worked, not as a substitute for other forms of leave. The use of VTO is
proposed with the following elements.

a. Conditions: The Authority/department head may grant an employee VTO (unpaid leave
of absence) without pay with the right to return to the same classification, subject to the
following conditions:

1) An eligible employee is one who has a minimum of one (1) year of continuous
service.

2) VTO may be taken in increments of at least one full hour. The maximum VTO
shall equal six (6) pay periods, or 480 hours per fiscal year.

3) The VTO program shall be available as designated by the Authority during the life
of the contract.

4) VTO shall be available to employees by voluntary pledge, upon reasonable
request and subject to advance approval by the Agency/department head, and
effective upon mutual agreement between the employee and the
agency/department head.

5) VTO shall not exceed the total number of hours that the employee would have
worked but for the VTO leave.

6) Employees shall continue to accrue sick leave, vacation benefits that the
employee would have received but for the VTO leave.

The Authority shall pay the employer contribution of medical, dental/vision and life
insurance for VTO participants. The employee shall only be eligible to receive
those medical, dental/vision and life insurance benefits that he/she would have
been eligible to receive but for the VTD leave.

7) VTO shall apply toward time in service for step advancement.

8) VTO shall be granted without requiring employees to first use accumulated
vacation and sick leave.

9) VTO shall be available only to employees who are in paid status the entire
workday before the beginning of the VTO as well as the entire workday after the
completion of the VTO prorated for part-time employees. With the approval of the
Agency/department head, an employee may take vacation or compensatory time
off prior to using VTO.

10)VTO shall not be considered paid leave for purposes of determining overtime
eligibility.
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b. Notice/Timetables: Eligible employees shall be notified of the VTO program upon
adoption.

c. Payment: To participate in VTO, an employee’s wages will be reduced for time off in the
employee’s next paycheck.

Example: If four days are taken from November 16 through November 29, the four days
would be reflected on the December 6 paycheck.

d. Agreement to Support: The parties agree that:

1) Employee participation in the VTO program is subject to approval by the
Agency/department head.

2) Processing VTO Requests: Giving consideration to the various levels of
departmental review, employees will submit VTO requests thirty (30) calendar
days prior to the requested start date of the leave. A final departmental response
(approval or denial) will be given the requesting employee no later than ten (10)
calendar days from the date the request is received by the employee’s supervisor.

3) The VTO appeals procedure: Requests that are denied by the department head
may be submitted by written appeal to the Labor Management Committee which
will forward its recommendation to the Executive Director or designee. The
Executive Director or designee will issue a final decision in the matter within ten
(10) calendar days of receipt of the appeal by the Labor Management Committee.

Section 12. Leave Without Pay. Leave without pay may be approved for a period of up to twelve
(12) months within any two (2) year period. On the approval of the Executive Director or designee,
leave without pay may be extended beyond a twelve (12) month period in the best interest of the
Authority.

Requests in writing for leave without pay for not more than thirty (30) calendar days may be
granted by an employee’s supervisor with the approval of the Executive Director or designee.
Requests for leave without pay for more than thirty (30) calendar days shall be made in writing. The
request will be submitted to the employee’s supervisor and will require the endorsement of
the Executive Director or designee.

Section 13. Unpaid Leave for Employment as an Employee Organization Officer or
Representative. Leave for employment as an Employee organization officer or representative is
defined as leave:

a. To serve full time as an officer or representative of an employee organization whose
membership includes Authority employees, or

b. To attend a convention or other type of business meeting of an employee organization
as an officer or delegate of the employee organization.
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Leave for permanent employees may be approved for the duration of such services by written
request, at least thirty (30) days prior to the commencement of the leave to the Executive Director or

designee.

Section 14. Insurance.

a.

The Authority will maintain present hospital, medical and surgical care programs through
the Public Employees Retirement System (PERS).

The Authority shall contribute towards employee only or employees plus dependent
hospital, medical and surgical care programs up to a maximum of eighty percent (80%)
of the premium.

During the calendar year beginning January 1, 2018 and ending on December 31, 2018,
employees who are eligible for health premium contributions and do not decline
healthcare coverage from SFHA, shall have their premium contributions reduced by
$41.67 on the first and second pay period per month, for a maxium annual reduction of
$1,000.00 over 24 pay periods.

Beginning January 1, 2019 and ending on December 31, 2019, employees who are
eligible for health premium contributions and do not decline healthcare coverage from
SFHA, shall have their premium contributions reduced by $41.67 on the first and second
pay period per month, for a maxium annual reduction of $1,000.00 over 24 pay periods.

Employees shall be notified of any increases in health care premiums by the Authority
within five (5) working days of receiving notification of such increases from the carrier.

In the event the Authority must collect for increases in health care premiums
retroactively, the amount which must be collected will be deducted from the employees’
paychecks in increments of twenty-five percent (25%) per pay period until such time as
the full amount to be collected has been paid.

The Authority shall continue the present level of health coverage for all employees on
leave without pay when such leave is due to illness or injury.

Effective July 1, 1997, the Authority shall increase its present program of life insurance
for employees to provide benefits equal to two (2) times the employee’s gross annual
salary; rounded up to the next $1000; $150,000 maximum; $50,000 minimum. Regular
full time employee coverage begins the first month after the date of hire.

Representatives of the Union and the Authority shall meet and confer prior to such times
as any health plan contract affecting members of the Union shall be renewed or
renegotiated by the Authority. Such representatives may consider and shall endeavor
to reach agreement on an alternate package and/or alternate insurance carriers.
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h. The Authority agrees to continue to provide personal liability insurance coverage for
employees driving Authority vehicles on Authority business. It is the Authority’s policy
that employees shall not use their personal vehicles on Authority business.

The Authority reserves the right to demote or terminate, as appropriate, an employee
who as part of his/her job responsibilities, must operate an Authority vehicle but who
does not possess a valid California driver’s license or is deemed uninsurable by the
Authority’s insurance carrier.

i. Dental Coverage. Effective October 1, 1999, the Authority will continue to provide dental
insurance coverage for all Authority employees and their dependents. Such coverage
shall include no co-payment, except that prosthodontics coverage shall be subject to
80/20 co-payment and orthodontics coverage shall be subject to 50/50 co-payment and
a $2500 lifetime maximum. The plan shall also include a one-time $50 deductible and a
$2000 per patient per year maximum payment. The Authority will continue the present
dental coverage with Delta Dental Plan at one hundred percent (100%) of the premium
cost paid by the Authority. Regular full-time employee coverage begins the third month
after the date of hire.

j. Optical Plan. Effective July 1, 1997, the Authority will provide a no deductible optical
insurance plan for all Authority employees and their dependents. Such coverage shall
include a free examination and lenses every twelve (12) months and frames every
twenty-four (24) months, per employee. Regular full-time employee coverage begins the
first month after date of hire.

Section 15. Retirement. The contract between the Authority and the Public Employees
Retirement System (PERS) shall be maintained, as shall the contract between the Authority and the
Social Security Administration. CalPERS determines the pension formula options and pensionability
of salary elements.

a. Classic Employees: For employees hired on or before December 31, 2012 by the
Authority or employees hired who are considered classic members as defined by
CalPERS, the Authority shall provide the 2% @ 55 retirement formula offered by PERS.

Each classic member of this unit shall pay through a payroll deduction 7% of persable
salary towards the mandatory employee contribution to CalPERS.

b. New Employees (PEPRA): For new employees hired on or after January 1, 2013 as
defined by CalPERS, the Authority shall provide the 2% @ 62 retirement formula in
conformance with the requirements of the California Public Employee’s Pension Reform
Act of 2013 (PEPRA), as amended.

New PEPRA employees shall pay, through a payroll deduction 50% of the normal cost
rate as determined and required by CalPERS.

c. Effective January 1, 2005, the Authority to pay 80% of the cost of the medical premium
for all retirees.
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(Please reference the new CalPERS regulations, effective January 1, 2013 for changes to
Public Employees Retirement Law. The parties agree to be bound by the new regulations,
summary attached).

Section 16. Bilingual Compensation. Employees who are required in the course of their work
to translate to and from a foreign language shall be paid a differential equal to the bilingual
compensation rate in effect for the City and County of San Francisco but capped at a maximum of
$40 per pay period. A minimum of twenty (20) hours of such work performed in a calendar month
shall constitute qualification for such additional compensation for full-time employees. For part-time
employees, compensation shall be prorated.

Section 17. Mileage Reimbursement. The Authority will maintain comparability with the
mileage reimbursement provision of the City and County of San Francisco and will immediately
incorporate as Authority policy and changes made effective in said City and County provision but not
more than the maximum IRS mileage reimbursement rate. The Authority may require the possession
of a valid California driver's license in its job classifications where as a condition of employment
requirement of such license was so stated in the pre-employment specifications. To the extent
operationally feasible, the Authority in its sole discretion will attempt to assign at least one (1) fleet
vehicle to each property management office.

Section 18. Compensatory Time. In the event of layoff, termination or resignation the
employee shall be compensated for all unused compensatory time on his/her final paycheck.

Section 19. Damage to Personal Property. The Authority shall compensate employees for
damage and theft of personal property which occurs during working hours provided that such property
is required in the performance of the employee’s job duties and such personal property is placed
under the care and responsibility of the Authority.

Section 20. Casual Day. Employees whose job responsibilities do not include meeting the
public will have the option to wear professionally casual attire every Friday.

Section 21. Family Care Leave. Reference: Personnel Policies and Procedures, Leaves and
Time Off With or Without Pay

Section 22. Parental Release Time: Employees with school age children shall be granted
paid release time to attend parent /teacher conferences of up to eight (8) hours per school year.
Employees must notify their supervisor not less than 24 hours in advance. Employees must provide
their supervisor documentation showing proof of the parent/ teacher conference prior to the release
time being granted.

Release time shall be used on an “as needed” basis for parent/teacher conferences only. Release
time not needed and used during the year will not carry over to the following year.

Section 23. Voluntary Reduced Work Week Program: Employees in any classification,
subject to the approval of the supervisor, may voluntarily elect to work a reduced week for a specific
period of time. Such reduced work week shall not be less than twenty (20) hours per week nor for
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less than three (3) continuous months during the fiscal year. Pay, vacation, holidays and sick pay
and any other benefits shall be reduced in accordance with such reduced work week.

ARTICLE VII. SENIORITY

Section 1. Seniority Defined. Seniority is defined as the length of continuous employment
with the Authority. Seniority shall be retained but shall not accrue during any period of leave without
pay except as provided herein:

a. There shall be no break in seniority when an employee has been laid off.

b. An employee who is absent from work due to work-related illness or injury shall continue
to accrue seniority during the period of such work-related iliness or injury.

c. Employees on maternity leave shall continue to accrue seniority to the first one hundred
and twenty (120) days of absence. Any adjustment in the anniversary date shall
commence from the one hundred and twenty-first (121t) day of absence.

d. Right of seniority is abrogated by the employee and the Union in the following cases:

1) Voluntary Resignation;

2) Discharge for cause;

3) Failure to return to work upon recall from layoff, and/or

4) Layoff exceeding twelve (12) months duration without recall, Consistent with
Article X. Section 5.

e. The seniority recall list shall be nuil and void after twelve (12) months from the date of
layoff. Seniority shall not accrue during the time an employee is on the recall list.

f. The Authority shall provide written notification of any posted 1021-represented position
by means of U. S. Postal Service, to all former employees who have been subject to
layoff within the previous twelve months. Copies of said notification shall be provided to
Local Union 1021.

Section 2. Seniority During Absence. For purposes of calculating an employee’s anniversary
date for movement on the salary range there shall be no adjustment of anniversary date until the
ninety-first (91%!) day of absence. However, an adjustment will be made on accrual rate of vacation
and sick leave if the employee has been on leave of absence without pay for more than ninety days
in a calendar year.

ARTICLE VIIl. APPOINTMENTS

Section 1. Posting of Vacancies In-House. Announcement of vacancies in permanent
positions and in new positions shall be posted for at least five (5) working days within the Authority if
there is no existing eligibility list with three or more candidates. The job posting shall provide the
qualifications, dates, duration of the eligibility list and other particulars regarding the position
announced. The Union shall be notified promptly in writing of the posting of all positions in their
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jurisdiction. Internal candidates will be pre-screened by the Human Resources Division to insure that
the posted requirements are met before candidates are granted interviews. Qualified residents may
compete with internal candidates. All candidates will be advised as to the status of their candidacy
prior to the interviewing of outside candidates.

For job classifications where there is no current eligibility list with three or more candidates, the
job announcements will clearly indicate that the Authority will be accepting, applicants for the job
classification (not just the current opening), and that qualified applicants will be rated by the interview
panel and placed on an eligibility list which will be used to fill future openings in the job classification
pursuant to the Rule of Three during, the next nine (9) months.

Section 2. Insufficient Internal Candidates. In the event that there are an insufficient number
of internal applications and/or the Authority determines that the internal candidates do not meet the
posted requirements for the position or the internal candidates are not recommended by the interview
panel, the Authority will notify the internal candidates in writing of its determination not to continue
with their candidacy prior to proceeding with the interviewing of outside candidates. The Union
Business Representative will be notified of internal candidates who are not recommended for
continuance in the selection process. Internal candidates who do not meet the posted requirements
for the position may, upon request, obtain a written description from Human Resources Division of
the specific requirement(s) which they fail to meet. Such decision may be appealed to the Executive
Director or designee whose decision shall be final and binding.

Section 3. Rule of Three Rankings.

a. For positions covered by this MOU, the Director of Human Resources or designee shall
convene an interview panel consisting of not less than three members, one of whom
shall be a representative from the bargaining unit to be designated by the Union or the
Chapter President. The unit member selected by the Union must be a permanent
employee with experience in the classification or a lower classification in the same job
family. The panel shall consist of a ratio of 2-1, 3-1, or 5-2. Whenever possible interview
panelists shall have at least three (3) days advance notice of the convening of such
panel. The interview panel will interview and score applicants based on an overall
assessment of education and/or training, experience and qualifications, attendance and
performance where applicable, scoring on a written and/or oral exam, and other relevant
criteria. Each panel member shall complete one rating sheet per candidate. Candidates
scoring above a specific minimum level will be recommended for placement on an
eligibility list.

b. The interview panel will provide each panelist’s rating sheet to the Director of Human
Resources or designee. The Director or designee will provide a composite ranking of
each candidate and establish an eligibility list. The list of recommended eligible
candidates should be posted within the Human Resources Division within three (3)
working days following receipt of the rating sheets from the interview panelist. The list
will remain valid and active for nine months and may be extended beyond that period at
the discretion of management.

c. The Director of Human Resources will provide to the hiring manager the top three names
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on the eligibility list. (If there are three (3) candidates who receive a score of 100 and
one candidate with a score of 99 and 1 candidate with a score of 98 the hiring manager
may interview all five (5) candidates.) Management may interview and select from the
qualified candidates or not fill the position(s). If there are fewer than three candidates on
the eligibility list and the eligibility list is supplemented before the initial expiration date,
the eligibility of the remaining candidate(s) will be extended to the end of the new
expiration date.

d. Candidates who are on the eligibility list but who are unavailable to participate in the
interview process and/or not available to begin work at the time the position is ready to
be filled will be considered to have refused an offer. Candidates can refuse up to two
offerings before their names are removed from the eligibility list. Prior to the expiration of
the eligibility list, thirty (30) calendar days’ notice shall be given to remaining eligible and
the Union. Upon expiration of the list, all candidates’ names will be removed and the
hiring process will again open to new applicants. There are no guarantees of selection
and no preference given to those candidates who were on a list but not hired before the
expiration of that list.

Section 4. Request for Upgrading. Any employee in this jurisdiction may request upgrading
at any time by writing the Director of Human Resources or designee. Requests shall be
acknowledged in writing within seven (7) working days and answered in writing within thirty (30)
working days.

Section 5. Unfilled Posted Vacancies. If a posted vacancy is not filled within one (1) month
after the closing date for the receipt of applications, internal candidates who meet the minimum
qualifications shall be advised of the reasons therefore while a position remains vacant. It is agreed
that the other employees in the work unit shall not be assigned unreasonable work loads.

Section 6. Requests for Transfer. An employee may request a voluntary transfer by
submitting a written request for consideration to his/her Division Director describing the reasons for
such request. The Division Director will provide a decision which shall be final and binding. In those
cases where the transfer affects another Division, approval must be obtained by the employee’s
present Division Director and by the Division Director to whom the opening is assigned.

Section 7. Temporary Appointments Made Permanent. When a temporary appointment is
moved to permanent status, the internal hiring process must be followed, to include the posting of
said position internally. All temporary employees working in the posted job classification and all
temporary employees whose current or prior duties are substantially encompassed in that job
classification, shall be considered internal candidates. Temporary employees shall have a sixty (60)
day grace period after layoff to apply for positions as internal candidates.

Section 8. Probationary Period. All regular appointees, upon initial appointment, serve a six
month probationary period. Employees rehired into a regular position after a break in service must
serve a new probation period, unless rehired from a recall list. In addition, employees appointed to
their first supervisory position will serve a six month probationary period. An employee has the right
to return from his/her probationary supervisory position to his/her previous or a comparable class
position. The probationary period specified above may be extended in three month intervals for a
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maximum of an additional six months when the employees’ performance or conduct come into
question during the initial or extended probationary period. Probationary employees may be
terminated at any time, with or without notice and have no right to grieve the termination. Temporary
and Term appointees are at-will employees who must, as a condition of employment, sign an
employment agreement spelling out the terms and conditions of their appointments. These
employees do not serve a probationary period and may be terminated at any time under the terms of
their employment agreement.

ARTICLE IX. LAYOFFS

Section 1. Notice of Layoff. Seniority by classification will apply in cases of layoffs, demotions,
and rehires. Layoffs shall occur in reverse order by classification. In the event there is a tie in the
classification for which the layoff is scheduled, length of total permanent employment shall be used
to determine seniority. The Authority shall give as much notice as possible, but employees shall be
given at least thirty (30) calendar days notice. The Authority may provide the commensurate working
days in pay and benefits in lieu of the notice specified above. Notice of layoff shall be in writing and
shall contain the reason or reasons for layoff, an explanation of the employee’s right to choose
demotion in lieu of layoff, and a statement of the rules governing layoff lists and recall rights. Upon
receipt of such notice, the employee shall have four (4) working days to decide whether or not to
exercise seniority rights. Failure to invoke the request to demote will waive all future rights to demotion
in lieu of layoff.

Section 2. Seniority for the Purposes of Bumping Based on a Layoff. An employee with
greater Authority seniority may bump an employee with less Authority seniority in the same
classification, or an employee with less Authority seniority in a lower classification in the same
classification series. In addition, an employee may bump an employee with less seniority in a lower
classification not in the same classification series if she/he had permanent status in the lower
classification and has maintained her/his skill level. Furthermore, if an employee had permanent
status with the Authority and an acting assignment in a lower classification for at least six (6)
continuous months and has maintained her/his skill level, that employee may also bump another
employee with less Authority seniority in a lower classification not in the same classification series.
A temporary or term employee may not bump a regular permanent employee, regardless of his/her
seniority. The Authority shall provide no fewer than fifteen (15) days’ notice to employees who are
subject ot displacement as a result of a layoff.

Section 3. Recall Lists. The Authority will provide the Union with a written recall list within
thirty (30) days of general layoff. The Union shall receive a copy of any recall letters.

Section 4. Recall from Layoff. On recall from layoff, the employee shall be returned to the
classification she/he held at the time of layoff. If conditions have so changed that it is not feasible to
reinstate her/him to the same classification, she/he shall be reinstated in a classification that is as
nearly comparable under the circumstances, including closely related lower classifications when
vacant and the employee has the required skills and qualifications.

Section 5. Recall Rights and Obligations. The foregoing layoff rights shall be an absolute
right of each employee within twelve (12) months following layoff. During that time the Authority shall
make reasonable efforts to contact an employee eligible for recall before offering an available position
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to another person. Such effort shall include notification in writing by U.S. Postal Service, to the last
address of record.

Section 6. Alternatives to Layoff. If layoffs in Local 1021’s jurisdiction are contemplated, the
Authority shall notify the Union within ninety (90) days if possible, but no later than twenty (20) days
prior to the date of actual layoff. The Union has five (5) days after receiving notice to request a
meeting with the Authority to meet and confer on the necessity for, impact of, and alternatives to such
layoffs. The Authority agrees to submit any alternative to the layoff(s) that the Union proposed to the
Executive Director, or designee. The Union recognizes that the Authority continues to operate under
austere budget conditions and that layoffs are generally in response to budgetary constraints and
agree it will not unreasonably delay decisions to implement either the contemplated layoff or effective
alternatives.

ARTICLE X. PERFORMANCE AND DISCIPLINE

The Authority shall administer a performance appraisal system in order to ensure that
employees, regardless of employment status, receive regular feedback regarding their performance.
However, the performance appraisal system shall have no bearing on any salary increases to which
employees may be entitled.

Section 1. Probationary Employees. The performance of each probationary employee will
be evaluated twice, at three (3) month intervals from the date of hire. Any employee who receives an
“Unacceptable” rating on either probationary performance appraisal will be terminated immediately.
Any employee receiving a “Development Needed” rating on the first probationary performance
appraisal will be given three (3) months to achieve a “Standards Achieved” rating. If a “Standards
Achieved” rating is not achieved, the employee will be terminated at the end of the probationary
period.

Any employee receiving a “Development Needed” rating on the second probationary
performance appraisal will have the probationary period extended for an additional three (3) months.
If a “Standards Achieved” rating is not achieved, the employee will be terminated at the end of the
probationary period extension.

Probationary employees who receive an overall evaluation of “Standards Achieved” or better
will be advanced to regular employment status, but will not be eligible for step increases until they
have completed one year of service with the Authority.

Probationary employees shall not be subject to the “just cause” rights of the MOU. However,
probationary employees may appeal release of discipline on grounds of discrimination as provided
in Article lll, section 1.

Section 2. Regular (Non-Probationary) Employees. The performance of each regular
employee will be evaluated annually on the employee’s anniversary date. In addition, the
performance of each regular employee who is transferred or promoted to a new position will be
evaluated twice, at six (6) month intervals, during the employee’s first year in the new position.
Employees involuntarily transferred shall have a six (6) month training period in the new classification.
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Any regular employee who receives an overall evaluation of “Unacceptable” or “Development
Needed” will receive additional performance evaluations at three (3) month intervals until such time
as the employee’s performance reaches the satisfactory level or termination proceedings are begun.
An employee receiving an “Unacceptable” rating will be given six (6) months to achieve a satisfactory
level of performance before being terminated.

Section 3. Term and Temporary Employees. The performance of each term or temporary
employee will be evaluated twice, at the midpoint and end of his/her assignment with the Authority.

Any term or temporary employee who receives an overall rating of “Unacceptable” or
“Development Needed” on the midpoint performance appraisal will be terminated. Any term or
temporary employee who receives an “Unacceptable” or “Development Needed” rating on the final
performance appraisal will not be allowed to undertake future assignments with the Authority.

Section 4. Appeal Procedure. An employee may appeal a performance appraisal to the next
line supervisor and following that, to the Human Resources Director or his/her designee. The Human
Resources Director or designee shall hold a meeting with the employee and a representative of the
employee’s choice within ten (10) working days of receiving the appeal.

An employee shall have the right to submit a written rebuttal to any performance appraisal.
Such rebuttal shall be submitted within thirty (30) days of receipt of the appraisal and shall be placed
in the employee’s personnel file.

Section 5. Performance and Discipline. The Authority may establish reasonable rules and
regulations concerning the conduct and performance of employees. The Union shall be given prior
notice of the establishment of such rules and regulations and shall be afforded a reasonable
opportunity to discuss them. Such regulations so established shall be conspicuously posted.

In the event a worker's performance or conduct is unsatisfactory or needs improvement,
informal counseling shall be provided by the worker’s first level supervisor. Documentation of such
counseling shall be given to the worker as it is developed. Such documentation shall not be placed
in a worker’s personnel file. When the situation allows counseling, counseling shall be used prior to
any unfavorable reports being issued.

If informal counseling is not successful, an employee shall be notified in writing of her/his lack
of performance; such notice shall contain an explanation of her/his lack of performance, with a
directive as to what specific action should be taken to correct the problem. A copy of such notice
shall be sent to the Union.

The Union shall be notified when employees are disciplined, suspended or discharged. All
disciplinary actions shall be subject to appeal as provided in the Grievance Procedure. The employee
will be notified of disciplinary action within a reasonable time (generally within thirty (30) working
days) after the Authority has completed any investigation and determined that discipline is
appropriate. The Authority shall defer disciplinary suspension or dismissal until the remedy provided
in Level Two of the Grievance Procedure has been exhausted, EXCEPT in cases involving the threat
of violence or actual violence toward either persons or property, other than self-defense, or an act to
impede a proper investigation of the facts by the Authority.

26



If an employee is charged with other serious misconduct that in the judgment of the Executive
Director prevents the employee from performing her/his duties or disrupts the conduct of the
Authority’s business at a worksite, the Authority may remove the employee from the work site
immediately. This clause is administered in good faith and with discretion.

In the event a grievance is invoked and upheld through the grievance procedure, the dismissed
or suspended employee will be entitled to back pay, seniority, expungement of the records and other
rights.

Section 6. Unauthorized Absences; Voluntary “Quit”. Employees absent from duty for more
than two (2) working days without having reported in, or without having received proper authorization,
or without having been granted a leave of absence as defined in Article VI, Sections 1- 7, or without
having presented satisfactory evidence that they were unable to report, shall be deemed to have
voluntarily resigned and will be so notified in writing by their supervisor with copy to the Union.

Such voluntary resignation shall be subject to appeal under the Grievance Procedure for
permanent employees. Employees in other categories may appeal to the Executive Director or
designee, whose decision is final and binding. Appeal under the Grievance Procedure shall be
initiated by permanent employees in writing to their inmediate supervisor within five (5) calendar
days of the date of receipt of the written notification of voluntary resignation from the supervisor.
Employees in other categories shall make written appeal to the Executive Director or designee, within
five (5) calendar days of the date of receipt of notice of voluntary resignation from their supervisor.

Failure by the employee to appeal within five (5) calendar days of receipt of notice of voluntary
resignation shall result in said employee’s separation from the Authority with no further recourse.

The Authority and Union shall make good faith efforts to provide information to the employees
whose absence is due to illness, including emotional problems, alcoholism or drug addiction to
appropriate programs.

Section 7. Drug-Free Work-place. Reference: Personnel Policies and Procedures, Drug- Free
Workplace

ARTICLE XI. GRIEVANCE PROCEDURE

Section 1. Grievance Defined. A grievance is any dispute, complaint, problem, issue or
question arising under the terms of this Agreement. A grievance may be raised by an employee as
to her/his specific problem in writing or by the Union or the Authority as to the general matters. The
parties hereto agree that the purpose of the grievance procedure is to improve employer-employee
relations and to provide a method whereby any grievance may be resolved in an expeditious and
orderly manner. The parties shall use their best efforts to resolve grievances in specific problems at
the first step of the grievance procedure. Unfair Labor Practices shall be referred directly to Level
Three.

Section 2. Time Limits. Time limits as specified below may be waived by express mutual
agreement between the parties. Grievances resulting from disciplinary action proposed or effected
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shall be considered waived and abandoned if the Authority or the Union fails to follow prescribed
procedures or adhere to time limits. All other grievances shall progress to the next step if appropriate
supervisory personnel fails to respond within stipulated time limits.

Section 3. Grievance Procedure.

a. Pre-Grievance Process. Not later than the tenth (10t) full working day following an
alleged grievance, the employee and/or her/his representative shall explain, orally, the
grievance to the employee’s immediate supervisor. The supervisor shall reach a decision
and communicate it orally to the employee and/or her/his representative within five (5)
working days of being told of the grievance.

b. Level One. If the employee is not satisfied with the decision rendered, she’/he or his/her
representative shall submit the grievance in writing within five (5) working days to the
Division Chief or designee. Employee or his or her representative may request a meeting
at this level with the Division Chief or designee. Such meeting must be scheduled within
five working days from the date the grievance was submitted or such meeting shall be
waived. The Division Chief or designee shall notify the employee and/or designated
representative in writing of the decision and the reasons within five (5) working days from
the date of the presentation of the grievance.

c. Level Two. If an unsatisfactory answer is received by the employee and/or her/his
representative, the grievance may be referred in writing to the Executive Director or
designee within five (5) working days after receipt of a decision from the Division Chief
or designee.

The Executive Director or designee shall review all pertinent information and relevant
facts regarding the grievance and communicate in writing a decision to the employee
and/or designated representative within five (5) working days.

Final appeal by an employee, if on probationary status, shall be to the Executive Director
or designee. The decision of the Executive Director or designee shall be final and
binding.

d. Level Three. In the event that the Union and/or employee is not satisfied with the
decision rendered by the Executive Director or designee, any remaining unresolved
disputes shall be submitted to an impartial arbitrator mutually acceptable to the Authority
and to the Union. The grieving party shall provide the Authority with a written notice of
the request for arbitration within thirty (30) days from the date the Level Two decision is
rendered. The decision of the Arbitrator shall be final and binding. The Union and the
Authority agree that once the other party has been notified that Level three has been
invoked, the moving party will notify the other party within thirty (30) days whether or not
it intends to proceed, by beginning the process of selecting an arbitrator.

The arbitrator shall be selected by mutual agreement of the parties. If the parties are
unable to agree upon an arbitrator, they shall request a list of five (5) arbitrators from the
American Arbitration Association. Upon receipt of such a list, the parties shall alternately
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strike one (I) name from the list until one (1) hame remains. The party striking the first
name shall be determined by the flip of a coin.

Except when an agreement of the facts is submitted by the parties, it shall be the duty of
the arbitrator to hear and consider the evidence submitted by the parties; to make written
findings of fact and a disposition of the grievance which shall be final and binding upon
the parties. The arbitrator shall have no power to amend this agreement or to recommend
such amendment.

All fees and expenses of the arbitrator and of a reporter shall be borne equally by the
parties to the grievance.

ARTICLE XIl. UNION SECURITY

The Union affirms that it is required and agrees to provide equal employment representation for
all members of the Bargaining Unit regardless of membership status. The provisions of this section
may be terminated by a majority vote of employees in the Bargaining Unit as provided in Government
Code Section 3500, et al.

Section 1. Union Membership and Dues. The Authority and the Union affirm the principle that
harmonious labor/management relations are promoted and furthered when there is the broadest
possible Union membership of employees in the representation unit. Employees in classifications
covered by the terms of this MOU shall, as a condition of continued employment, and, in-case of a
newly hired employee, within thirty (30) calendar days of her/his employment, execute a payroll
deduction authorization form as furnished by the Union, and thereby become and remain a member
in good standing in the Union; or execute a payroll deduction authorization form as furnished by the
Union, and thereby pay to the Union an initial fee equal to the regular monthly Union dues; or, in the
case of an employee who certifies she/he is a member of a bona fide religion, body or sect which
historically has held conscientious objections to joining or financially supporting public employee
organizations, execute a payroll deduction authorization form as furnished by the Union, and thereby
pay sums equal to Union dues, initiation fees, or service fees to a charitable organization elected
from a list of at least three (3) organizations provided by the Union.

Failure to complete the payroll deduction authorization form in one of the manners mentioned
above, within thirty (30) days of employment, shall result in automatic deduction of an initial fee equal
to the regular initiation fee and, thereafter, a monthly service fee equal to the regular monthly Union
dues.

Union membership dues deductions, once initiated, shall continue until the authorization is
revoked in writing by the employee. For the administrative convenience of the Authority and the
Union, an employee may only revoke a Union membership dues deduction and, instead, designate
an amount equal to the regular monthly Union dues to be deducted from her/his salary as service fee
for representation, during the month of January. Such revocation to the Director of Finance, with copy
of such notice being also delivered to the Union.

Section 2. Dues Remittance to the Union. The Authority will promptly remit monies deducted
on employees as initiation fees, initiation fee equivalents, monthly dues and fees, service fees or
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charitable contributions to the Union with a written statement of the names of employees for whom
such deductions were made.

Section 3. Indemnity. The Union agrees to indemnify and hold harmless the Authority from
any loss or damage arising from the operation of this Article.

Section 4. Membership Lists. The Authority agrees to provide the Union with a written notice
of the name, address, work site and classification of employees in classifications included in the Unit.
Such notice will be provided to the union five (5) days prior to the date of hire or termination, and will
include date and time the employee will be processed in the Human Resources Department. The
information provided will be kept confidential and will be used only for the Union's appropriate
purposes.

Section 5. Shop Stewards. The Union may designate Shop Stewards at the various work
locations of the Authority and shall notify the Authority of such designations. The Union shall also
notify the Authority of the membership of its Housing Section Executive Committee members shall
be allowed reasonable time for the performance of their duties during working hours without loss of
pay, subject to prior notification to the immediate supervisor. This provision will be exercised
reasonably and in good faith with respect to the work operations of the Authority.

Section 6. Business Agent. The Business Agent shall give reasonable advanced notice to the
supervisor upon entering a work site and shall not interfere with the normal operations of the office.

Section 7. MOU Distribution. The Director of Human Resources or designee shall issue a
copy of the MOU to all probationary, temporary and permanent employees entering the work force
on the employee’s date of hire.

The Authority shall print the MOU and have it ready within sixty (60) calendar days of final
ratification. The Authority shall also provide each probationary, temporary and permanent employee
in the bargaining unit with a copy of the new MOU within sixty (60) calendar days of final ratification.

Section 8. Bulletin Boards. The Authority shall provide adequate space, on centrally located
bulletin boards at all worksite, for the use of SEIU Local 1021, to post notices and disseminate
information to its members.

ARTICLE XIil. HEALTH AND SAFETY

Section 1. Policy. The Authority acknowledges its responsibility to provide a safe and healthful
work environment for its employees. Every employee has the right to safe and healthful working
conditions, and a responsibility to comply with safe and healthful work practices.

Section 2. Joint Labor/Management Health and Safety Committee.

a. The Authority and the Union shall establish a Joint Labor/Management Health and Safety
Committee. The Committee shall meet at least quarterly to discuss health and safety
matters of mutual concern including (but not limited to) issues concerning personal
safety, work-related injuries and illnesses, facilities, and equipment.
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b. Responsibilities of the Committee shall include: (a) reviewing, analyzing, and making
recommendations for consideration by the Executive Director concerning the Authority’s
policies, training, education and objective standards pertaining to health and safety; (b)
making recommendations for consideration by the Executive Director of modifications of
unsafe or hazardous conditions affecting bargaining unit employees; (c) reviewing and
analyzing reports of work-related injuries and ilinesses; and (d) recommending to the
Executive Director appropriate recognition of employees who advance the goal of a safe
and healthful work environment. Action on the Committee’s recommendations shall be
at the discretion of the Executive Director.

Section 3. Information. The Safety/Loss Control Manager shall post on all official bulletin
boards on an annual basis a cumulative report capturing the following information on all work-related
injuries and illnesses: date of injury, time of injury and iliness, and lost number of work days.

Section 4. Work Site Emergencies. If at any time employees assigned to Project Offices have
reason to believe their persons or property are imperiled, they may lock entrances to the offices and
immediately notify the San Francisco Police Department and the District Office of such action. In
these circumstances, employees may leave the premises, if necessary and report to his/her District
Office to complete all necessary reports. At other facilities, when management is not present,
employees shall use their own discretion in matters of personal safety.

Section 5. Training/Education. The Authority shall provide a work environment that promotes
the training and education of its employees. Training will be in compliance with CAL/OSHA Workplace
Injury and lliness Prevention Program.

ARTICLE XIV. LABOR-MANAGEMENT COMMITTEE

Section 1. Committee Structure. The Union and the Authority agree to the establishment of a
Labor-Management Committee which will meet at least once a month to discuss employment
conditions, training programs, orientation of new employees, Career Ladder Program, employer-
employee relations, educational leave, staff development, training, health and safety, incentive
awards, the implementation of this MOU, and other relevant labor-management matters, but which
will exclude discussion of any matter about which a grievance has been filed or any consideration of
the merits thereof. It is agreed that this Committee will make a recommendation for Long Term
Disability Insurance by October 1, 2004.

For the purpose of these meetings, the Union shall be represented by three (3) persons selected
by the Union, and the Authority shall be represented by three (3) persons selected by the Authority.

Any recommendation of this Committee will be forwarded to the Union Section President and
to the Executive Director or designee, who will meet with the Committee on request or on a quarterly
basis.

Wherever possible, the Authority and the Union agree that present employees should be
encouraged to promote to higher positions within the Authority. To facilitate this goal, the Union and
the Authority agree to develop a Career Ladder Program under the auspices of the Labor-
Management Committee.
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Section 2. Implementation of MOU. To facilitate the implementation of this MOU, the Authority
and the Union agree to hold a joint workshop within ninety (90) days of the ratification of the MOU,
for the purpose of developing a common understanding of the administration and enforcement of this
Memorandum.

The Authority and the Union shall develop a mutually agreed upon agenda for this workshop
which shall include, but not be limited to, grievance handling and administration of enforcement of
this MOU. Participants shall include Authority personnel concerned with the administration and
enforcement of the MOU and Union officers, stewards and negotiating committee members. Union
participants shall be granted paid release, if necessary for this purpose.

Any costs associated with the development or implementation of the workshop shall be divided
equally between the Authority and the Union.

ARTICLE XV. COMPARABILITY

In the event the City and County of San Francisco shall institute any improvement in fringe benefits,
the Authority shall meet and confer with the Union under Government Code 3500 for the purpose of
instituting such improvement to the extent fiscally possible and consistent with HUD regulations
and to the extent such recommendations are consistent with the priorities of the San
Francisco Housing Authority Commission.

ARTICLE XVI. AUTHORITY REGULATIONS

All outside employment must be approved in writing by the Executive Director and is subject to
periodic review. However, the Executive Director will not unreasonably restrict the rights of
employees to outside employment, as long as such outside employment does not pose a conflict of
interest or does not interfere with the performance of Authority duties.

The management of the Authority and the direction of the working forces are vested in the
Authority, subject to the provisions of this Agreement. This includes the right to issue and enforce
Authority rules and determine the qualifications and ability of employees. The Authority will not,
however, use the provisions of this Article for the purpose of discrimination against any employee or
to avoid or evade the provisions of this MOU.

The Authority will continue to establish reasonable rules and regulations governing the conduct
and performance of employees. The Authority recognizes its obligation to meet and confer with the
Union on all proposed Authority rules and regulations. Such rules and regulations so established
shall be conspicuously posted.

Except in cases of emergency, the Union shall be notified no later than ten (10) working days
prior to the formal adoption of such proposed Authority rules and regulations. If for good cause the
Union believes a five (5) working day extension is necessary, the Authority shall grant such extension
upon written notice by the Union. In case of emergency adoption, the Authority shall meet and confer
with the Union at the earliest practicable time following the adoption of such emergency Authority
rules and regulations.
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The Authority will distribute copies of its handbook of personnel procedures and policies and
copies of the Contract to all new employees. The Authority further agrees to distribute a copy of the
Personnel Procedures and Policies and the Contract to all employees currently working within the
Service Employees International Union, Local 1021 Bargaining Unit within six (6) months of the
signing of this agreement.

ARTICLE XVII. STRIKES AND LOCKOUTS

During the term of this MOU, the Authority agrees that it will not lock out employees and the
Union agrees it will not engage in any strike growing out of any dispute relating to the terms of this
MOU. Observance of the picket line of another organization, sanctioned by the San Francisco Labor
Council or the San Francisco Building and Construction Trades Council, shall not be considered a
violation of this Article.

ARTICLE XVIII. SAVING CLAUSE

If any provision of this MOU should be held invalid by operation of law or by any court of
competent jurisdiction, or if compliance with or enforcement of any provision should be restrained by
any tribunal, including but not limited to the Department of Housing and Urban Development of the
United States, the remainder of this agreement shall not be affected thereby and the parties shall, if
possible, enter into negotiations for the sole purpose of arriving at a mutually satisfactory replacement
for such provision.

ARTICLE XIX. SCOPE OF THE MEMORANDUM OF UNDERSTANDING

Except as provided otherwise herein, the parties acknowledge that during the negotiations
which preceded this MOU each had the unlimited right and opportunity to make demands and
proposals with respect to any subject or matter and that the understandings and agreements
arrived at by the parties after the exercise of that right and opportunity are set forth in this MOU.
Therefore, for the life of this MOU the Authority and the Union each voluntarily and unqualifiedly
waives the right, and each agrees that the other shall not be obligated to negotiate collectively with
respect to any subject or matter not specifically referred to or covered in this MOU, even though
such subjects or matters may not have been within the knowledge or contemplation of either or
both of the parties at the time they negotiated and signed this MOU. This does not abrogate the
right of the Union and the Authority to meet and confer consistent with the Meyers-Milias-Brown Act
as it might be amended, or with state law as amended.

It is understood and agreed by the parties that this MOU is applicable to all employees in the Union
jurisdiction, and that notwithstanding this MOU, all employees in the bargaining unit are subject to
other applicable rules or regulations of the Authority. Provided, however, that the provisions of this
MOU shall supersede and control any conflicting or inconsistent Authority policy, rule or regulation.

The parties also understand and agree that all language referencing the City and County of San

Francisco shall be suspended and therefore deemed inoperative during the term of this MOU,
which expires on September 30, 2019.
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ARTICLE XX. PERSONNEL FILES

Section 1. Official Personnel File. Only one official personnel file shall be maintained on any
single employee. This file will be maintained in the Human Resources Office.

Section 2. Review of Personnel File. Each employee shall have the right to review the
contents of her/his file with reasonable advance notice of such a request. Nothing may be removed
from the file by the employee but copies of the contents shall be provided upon request. Materials
that are provided to the Authority in a confidential manner in accordance with applicable public law
are not subject to review.

Section 3. Union Review of Personnel File. With the written permission of the employee, a
representative of the Union may review the employee’s personnel file and obtain copies of the
contents upon request.

Section 4. Copies of Personnel File Contents. An employee shall be given a copy of any
kind and all material to be included in the file. The employee may also attach a response to any and
all materials within thirty (30) days of the receipt. All material in the file must be signed and dated by
the author.

Section 5. Employee Additions to Personnel File. With the approval of her/his supervisor,
the employee may include material relevant to her/his performance of assigned duties in the file.

Section 6. Disciplinary Action. Letters of reprimand will remain active in the employee’s
personnel file for eighteen (18) months after issuance. Suspensions will remain active in the
employee’s personnel file for thirty-six (36) months after issuance. All disciplinary
actions/correspondence shall remain in the employee’s file indefinitely. Previous disciplinary actions
beyond the above timeliness will not be used when considering new disciplinary action against an
employee.

ARTICLE XXI. NO CONTRACTING OUT

a. No routine work currently performed by SEIU 1021 bargaining unit employees shall be contracted
out.

b. The Housing Authority shall not lay off current SEIU 1021 bargaining unit members or eliminate
existing bargaining unit positions as a result of contracting out.

c. The Housing Authority shall not use contracting out to avoid paying wages comparable to SEIU
1021 City & County of San Francisco employees or to avoid paying health benefits or other
benefits.

d. The Housing Authority may contract out work necessary for dealing with emergencies or work of
a limited duration where equipment or expertise is unavailable.

ARTICLE XXII. DRUG AND ALCOHOL ABUSE TESTING FOR CAUSE AND POST
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ACCIDENT
1. PURPOSE.
To clearly define Employer Policy on drug and alcohol abuse, drug testing, and related matters.
2. POLICY.

The Employer and the Union are committed to protecting the health and safety of individual
employees, their co-workers, and the public at large from the hazards caused by the misuse of drugs
and alcohol on the job. The safety of the public, as well as the safety of fellow employees, dictates
that employees not be permitted to perform their duties while under the influence of drugs or alcohol.

The Employer and the Union recognize that drug and alcohol abuse are treatable illnesses, and the
preferable and proper response to these illnesses is education, treatment and rehabilitation, rather
than punishment. It is therefore the Employer’s policy to initially attempt rehabilitation rather than
terminate the employment of workers who are drug or alcohol abusers. No bargaining unit member
shall be discharged for drug or alcohol use, or being under the influence of drugs or alcohol on the
job, without first having been offered the opportunity to discontinue use either through personal choice
or by treatment for chemical dependency, if such treatment is needed.

3. APPLICATION.

This policy applies to all employees of the Employer. This policy applies to alcohol and to all controlled
or illegal drugs, which could impair an employee’s ability to perform the functions of the job effectively
and safely:

4. POLICY RULES.

A. An employee shall not work under the influence of any drug or alcohol which impairs his/her
ability to safely and efficiently perform the required duties of the position.

B. An employee shall not purchase, possess, use, sell, or furnish alcoholic beverages during
the course or performance of his/her assigned duties. Under no circumstances shall an
employee report to the work site under the influence of an alcoholic beverage.

C. An employee shall not purchase, possess, use, sell, furnish, or be under the influence of
any drug during the course or performance of his/her assigned duties.

D. An employee shall not purchase, possess, use, be under the influence of, sell, or furnish
any prescription drug during assigned work hours, or while on duty or while using Employer
equipment unless the prescription was issued by authorized medical personnel and the
employee follows the prescription instructions;

E. An employee shall within five (5) days report to the appointing authority any criminal
conviction for drug-related activity in the work place.
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5. TERMS/DEFINITIONS.

A. Drugs — For the purpose of this policy, drugs shall be Amphetamine Group, Cocaine,
Opiates, Phencyclidine and Marijuana.

B. Prescription Drug — A drug lawfully available for retail purchase only with a prescription.

C. Reasonable Cause — Reasonable cause shall exist only when two supervisors, who are
trained in detection of drug use, articulate and can substantiate in writing specific
behavioral, performance or contemporaneous physical indicators of being under the
influence of drugs or alcohol on the job. The objective indicators shall be recognized and
accepted symptoms of intoxication or impairment caused by drugs or alcohol, and shall be
indicators not reasonably explained as resulting from causes other than the use of such
controlled substances (such as, but not by way of limitation, fatigue, lack of sleep, side of
effects of prescription or over-the-counter medications, reaction to noxious fumes or smoke,
etc.). Cause is not reasonable, and thus not a basis for testing, if it is based solely on the
observations and reports of third parties. The grounds for reasonable cause must be
documented by the use of an Incident Report Form (see Form A attached).

The following may constitute reasonable cause to believe that an employee is under the influence of
drugs or alcohol:

1. Incoherent, slurred speech;
2. Odor of alcohol on the breath;
3. Staggering gait, disorientation, or loss of balance;
4. Red and watery eyes, if not explained by environmental causes;
5. Paranoid or bizarre behavior,
6. Unexplained drowsiness.
6. PRIOR NOTICE OF TESTING POLICY.
The Employer shall provide written notice of its Drug and Alcohol Policy to all employees. The
Employer shall provide each employee with a copy of the Drug and Alcohol Policy, together with a
full explanation as to its meaning and consequences.
7. IDENTIFICATION AND CONSENT PROCEDURES.
A. An employee may be required to submit to urine drug or alcohol testing by a physician or
laboratory only if management has reasonable cause that the employee is under the
influence of drugs or alcohol in violation of this policy. The Employer may order urine testing

only. The employee, at his or her sole option, shall, upon request, be allowed to submit a
blood sample for testing instead of a urine test.
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B.

If a supervisor makes observations of an employee which the supervisor believes may
constitute reasonable cause for drug or alcohol testing, the supervisor shall immediately
inform the employee of the suspicions, and inform the employee that he/she may have a
Union representative present. If the employee wishes not to have a Union representative,
then that desire should be put in writing, and signed off by the employee, on the Incident
Report Form.

If the two trained supervisors believe that there is reasonable cause for a drug or alcohol
urine test, then the Incident Report Form shall be filled out, including a statement of the
specific objective facts constituting reasonable cause for the test, and the names of the
persons making those observations.

A completed copy of this Incident Report Form shall be given to the bargaining unit
employee before he/she is required to be tested, and one copy made available to the Union
representative, if present. After being given a copy of the Incident Report Form, the
bargaining unit employee shall be allowed enough time to read the entire document, and
to understand the reasons for the test.

The employee will be offered an opportunity to give an explanation of his/her condition,
such as reaction to a prescribed drug, fatigue, lack of sleep, exposure to noxious fumes,
reaction to over- the-counter medication or illness. The Union representative shall be
present during such explanation and shall be entitled to confer with the employee before
the explanation is requested.

If the supervisor, after observing the employee, concludes that there is in fact
reasonable cause to believe that the employee is under the influence of drugs or alcohol,
then, by a written order signed by the supervisor, the employee may be ordered to submit
to a urine drug test. The employee shall be informed that refusal to submit to testing may
constitute a presumption of intoxication. This presumption will be raised if the Employer had
reasonable cause to require a urine drug test in the first place.

Prior to the actual drug testing, the employee will be examined by a medical doctor at
the designated hospital, laboratory or clinic. This examination will be conducted to
determine if the supervisors’ observations are caused by a reason other being under the
influence of drugs and/or alcohol. If the opinion of the medical doctor is that the supervisors’
observations are for a reason other than possible influence of drugs and/or alcohol, no test
will be given, and the employee will be returned to the work place without loss of pay. If the
medical doctor releases the employee to return to work, such release must be in writing.

Failure to follow any of these procedures shall result in the elimination of the test results
as if no test had been administered; the test results shall be destroyed, and no discipline
shall be imposed against the bargaining unit employee.

Before a drug and alcohol test is administered, employees will be asked to sign a consent
form authorizing the clinic or laboratory to obtain a blood and urine specimen. On a separate
form, the employee will be asked to release the results of the testing to the Personnel
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Director and to the appropriate department head. The consent form shall provide space for
employees to indicate current or recent use of prescription or over-the-counter medication.

D. Unless there is an objective reason to believe that the employee has previously altered a
sample, or unless the employee agrees in writing, individuals shall be allowed to provide
the required specimen in the privacy of a stall or otherwise partitioned area.

E. An employee who refuses to consent to a drug or alcohol test shall not be subject to
disciplinary action for that refusal. However, the fact of the refusal shall constitute a
rebuttable presumption that the employee was under the influence of drugs and/or alcohol
at the time of the order to submit to the urine test.

8. DRUG TESTING PROCEDURES.

A. The testing shall be done by a laboratory licensed and certified by the California Department
of Health Services, Laboratory Field Services, as a medical and forensic laboratory which
complies with the Scientific and Technical Guidelines for Federal Drug Testing Programs
and the standards for certification of laboratories engaged in urine drug testing for Federal
Agencies issued by the Alcohol, Drug Abuse and Mental Health Administration of the United
States Department of Health and Human Services, and which is chosen jointly by the Union
and the Employer. The parties also retain the right to audit and inspect the laboratory to
determine conformity with the standards described in this policy.

At the time the urine specimens or blood samples are collected, three separate samples
shall be placed in separate containers. All samples must be immediately sealed in the
presence of an Employer and Union witness with evidence tape, and the tape signed by
the employee and both witnesses. Two samples, each in a separate container; shall be
sent to the laboratory to be tested at the Employer's expense. In order to be considered
positive, both samples shall be tested separately in separate batches and show positive
results on the GC-MS confirmatory test. The third sample or specimen shall be collected in
a separate container, and shall be kept refrigerated at the site where the sample is given.
This third sample shall be made available to the employee for testing by a laboratory
selected by the employee at the employee’s expense, provided that the laboratory chosen
by the employee must be licensed by the California Department of Health Services,
Laboratory Field Services. The cost of testing the third sample shall be borne by the
employee.

B. The specific required procedure is as follows:

1. Urine shall be obtained directly in a tamper-resistant urine bottle. Alternatively, the urine
specimen may be collected at the employee’s option in a wide- mouthed clinic
specimen container which shall remain in full view of the employee until transferred to,
sealed and initialed in separate tamper-resistant urine bottles.

2. Immediately after the specimen is collected, the urine bottle shall, in the presence of
the employee, be labeled and then initialed by the employee and witnesses. If the
sample must be collected at a site other than the drug and/or alcohol testing laboratory,
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the specimen shall then be placed in a transportation container. The container shall be
sealed in the employee’s presence and the employee shall be asked to initial or sign
the container. The container shall be sent to the designated testing, laboratory on that
day or the earliest business day by the fastest available method. The same procedure
shall be followed for a blood test.

3. A chain of possession form shall be completed by the hospital, laboratory and/or clinic
personnel during the specimen collection and attached to and mailed with the
specimen.

C. The initial test of the urine specimen shall utilize immunoassay techniques.

The following standards shall be used to determine what levels of detected substances shall be
considered as positive:

SUBSTANCE SCREENING TEST CONFIRMATION

AMPHETAMINE GROUP 500 ng/ml amphetamine 500 ng/m! GC-MS

COCAINE 300 ng/ml metabolite 300 ng/mi GC-MS

OPIATES 300 ng/ml morphine 300 ng/m! GC-MS

PHENCYCLIDINE 75 ng/ml 75 ng/ml GC-MS

MARIJUANA 100 ng/ml 100ng/ml GC-MS (Delta 9-
THC)

BARBITURATES 300 ng/ml 300 ng/ml GC- MS

BENZODIAZEPINES 300 ng/ml 300 ng/ml GC-MS

ETHYL ALCOHOL 0.029% 0.02 g%

D. All specimens identified as positive in the initial screen shall be confirmed utilizing gas
chromatography/ mass spectrometry (GC/MS) technique which identifies at least ten (10)
ions. All information shall be by quantitative analysis.

E. Blood samples will be quantitatively analyzed to determine the presence of the following

substances:
SUBSTANCES “POSITIVE” TEST
LEVEL
Amphetamine Group 0.02mg/L
Cocaine 0.10 mg/L
Opiates
Codeine .01 mg/L
Morphine .01 mg/L
Phencyclidine .01 mg/L
Barbiturates
Phenobarbital 10.0 mg/L
Secobarbital 1.0 mg/L
Butabarbital 5.0 mg/L
Butalbital 1.0 mg/L

Benzodiazepines
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Valium .1 mg/L
Librium .5 mg/L
Ethyl Alcohol .05 mg/L

F. If the testing procedures’ confirm a positive result, as described above, the employee shall
be notified of the results in writing by the Personnel Director; including the specific
quantities.

If requested, the Employer will also provide the names of all persons who were involved in
the testing procedure and the preparation of the laboratory reports and forensic expert
opinions. Employer will also provide, if requested, copies of all laboratory reports, forensic
opinions, laboratory work sheets, procedure sheets, acceptance criteria and laboratory
procedures; and all real evidence, including the specimen collection kit.

G. All specimen confirmed positive shall be retained and placed in properly secured long-term
frozen storage for a minimum of one (1) year, and be made available for retest as part of
any administrative proceedings.

H. All information from an employee’s drug and alcohol test is confidential for purposes other
than determining whether the Employer policy has been violated. Disclosure of test results
to any other person, agency, or organization is prohibited unless written authorization is
obtained from the employee or applicant. The results of a positive drug test shall not be
released until the results are confirmed.

I. Every effort will be made to insure that all employee substance abuse problems will be
discussed in private and actions taken will not be made known to anyone other than those
directly involved in taking the action, or who are required to be involved in the disciplinary
procedure.

There will be one person in the personnel department who will be designated to receive testing
results. He/she will notify other managers of the Company strictly on a need-to-know basis.

No laboratory or medical reports or test results shall appear in an employee’s personnel folder.
Information of this nature will be included in the medical file. The inside cover of the personnel folder
will contain a marker to show that this information is contained elsewhere.

All necessary measures shall be taken to keep the fact and the results of the test confidential.
9. CONSEQUENCES FOR VIOLATING THE RULES AND PROVISIONS OF THIS POLICY.

If the results of the urine test administered by the Employer on the two samples show that the
employee was under the influence of drugs or alcohol while on duty, the appropriate disciplinary action
may be imposed by the Employer after the following procedure has been followed:

The employee and the Union shall be presented with a copy of the laboratory report of both specimens
before any discipline is imposed. The Union and the employee shall then have five (5) days to present
the Employer any different results from the test of the third sample, conducted by a laboratory selected
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by the employee (The failure of the Union or employee to have the third test performed or to present
the results to the Employer shall not be used against the employee in any arbitration proceeding.)

After considering the results of the third test performed by the employee, if presented, the Employer
may discipline the employee provided that any discipline imposed for the first offense and any
grievance filed in response thereto shall be held in abeyance pending voluntary completion by the
employee of a substance abuse treatment program mutually agreed upon between the Employer, and
the employee, the cost of which shall be covered, if possible, by the Employer's group health
insurance as any other iliness, consistent with existing insurance policy requirements.

If the employee successfully completes such a program and is not disciplined for substance abuse
for 24 months following the initial charge, the discipline shall be revoked. However, it may be used as
the basis for any other substance abuse disciplinary action in the future.

If an employee’s positive test result has been confirmed, the employee is subject to disciplinary action
under the terms described above, up to and including termination. Among the factors to be considered
in determining the appropriate disciplinary response are the nature and requirements of the
employee’s work, length of employment, current job performance, the specific results of the test, and
the history of past disciplinary actions.

10. EMPLOYEE TRAINING.

The Employer will establish a Drug Free Awareness Program which will inform employees about: (1)
the dangers of alcohol and drug abuse in the work place; (2) the Employer’s policy on drug and
alcohol abuse; (3) the availability of treatment and counseling for employees who voluntarily seek
such assistance; and (4) the sanctions the Employer will impose for violations of its Drug and Alcohol
Abuse Policy.

11. SUPERVISOR TRAINING.

The Employer shall develop a program of training to assist supervisors in identifying factors which
constitute reasonable cause for drug testing, as well as a detailed explanation and emphasis on the
terms and conditions of the drug policy.

12. EMPLOYEE ASSISTANCE PROGRAM

An employee who engages in drug/alcohol abuse is encouraged to participate in the Employee
Assistance Program. Employees who seek voluntary assistance for alcohol and or substance abuse
may not be disciplined for seeking such assistance. Request by employees for such assistance shall
remain confidential and shall not be revealed to other employees or management personnel without
the employee’s consent. Such participation shall not relieve an employee of the obligation to follow
the Employer Policy regarding drug/alcohol use, possession, or being under the influence on the job.
An Employee Assistance Program Counselor shall not disclose information on drug/alcohol use
received from an employee for any purpose or under any circumstances, unless specifically
authorized in writing by the employee.

Employees shall be given the best available treatment through established benefit plans and health
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insurance coverage. Options that have proved of value include:

(A) Where there is no evidence of dependency, 20 to 40 hours of instruction in the biologic
effects of alcohol and drugs, symptoms of chemical dependency, and the methods of
treatment chemical dependency;

(B) Where an individual has developed a pattern of dependence on drugs or alcohol, but has
the ability to discontinue use for a period of time, an outpatient program which is usually of
4 to 6 weeks duration, and which adds group and individual counseling in support to the
educational program noted above. Such programs are effective, less expensive then
residential programs, and are normally adequate in early chemical dependence;

(C)Where an individual cannot discontinue use long enough to make progress in outpatient
treatment, or has returned to drug or alcohol use following outpatient treatment, inpatient
treatment of 3 to 6 weeks in length and continuing care following discharge for 6 to 12 weeks
providing individualized and intensive medical, psychological and environmental care not
possible in the outpatient setting may be required.

For the first offense, the Employer and the Employee and/or the Union shall meet to discuss
the employee’s participation in an alcohol or drug abuse program. Issue for discussion
include a 60 day unpaid leave of absence, subject to extension by mutual agreement,
without any loss of seniority, for the purpose of enrolling and participating in a drug or
alcohol rehabilitation program at the Employer’s reasonable expense. An employee who
does not accept such rehabilitation may be required to take a 60 day leave of absence,
subject to extension by mutual agreement, without pay and without loss of any seniority, for
the purpose of personal rehabilitation. Participation in a second drug or alcohol abuse
program, if any, shall be at the employee’s sole expense. Resumption of employment
following rehabilitation is a condition of participation in the program. Failure to maintain
employment for 36 months upon return to duty will require that the employee reimburse the
SFHA for its costs, if any of rehabilitation.

13.GRIEVANCE PROCEDURE
All disputes concerning the interpretation or application of this drug and alcohol abuse and drug

testing policy will be subject to the grievance and arbitration procedure of the collective bargaining
agreement.
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ARTICLE XXIll. TERM OF THE MEMORANDUM OF UNDERSTANDING

This MOU shall become effective on April 14, 2017 and shall remain in full force and effect
through September 30, 2019 in accordance with the provisions contained in Article |.

HOUSING AUTHORITY OF THE CITY AND SEIU Local 1021
COUNTY OF SAN FRANCISCO
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Attachment.1

Y.etter of Agreement between Sant Francisco Housing Anthority and SEXT Local 1021
Regarding RAD Impacts

The Sz Francisco Housing Awthority (“SFHA®") and Servics Employees Jnternational Union
Local 1021 (“SEIU”) ate committed to maintaining cooperative Iabot relations, including
decussion over matters oufside the Memotandum of Undesstanding (*MOT”) now and in the
. fature. 'The SFHA. and SEIU ate parties to. MOUs which expite on September 30, 2015; those
MOUs will continue unchanged except fo the oxfent expressly specified in. this Lefter of
Agreement. The Parties will meet and confer on successor MOUs for those positions i SFHA

tepresented by SEXU prior to the expiration of the cutrent MOUs.

1F1s naderstood That United Statss Deparhuient of Housing and Utban Development (HUD e —
nooepted cettain SFHA Properties into the RAD and Section 18 Programs (“the RAD Program”),
Those progtams, i fmplemented, Will tesult fn the fransfer of these properties fo the control of
fhird party non-profit partnerships and atfiltated entities, Once fransfer of properties is coraplets,
the patties anfloipate that there will bo A teducton fn the number of SEIU-xepresented positions af
the SEHA. — s well as reductions ofi fhe nutsber of positions represented by other employre
organizations, Speoifically, the parties antioipate that the following is & maximum twmber of
SEIU-reptesented positions that will be impaeted in both Phaso Tand Phase I of the RAD Proptatn:

| Blipibility Worker I & 10 | ) 5
1 Property Man':;ger i 5118
Maintenarce Generalist 1 8
Tlgibility Worker I & 1T 10
Property Menaget 1 5
. Prop e.xty Manager I 7
2 _136
Senior Accountant 1
Senior Administrative Clerk 2
‘ Maintenances Generalist 1 11

Pagelof13
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lfzx.‘fer of Agreement betweer Sart Franciseo Hausing Authority and SEIU. Local 1021

Regarding RAD Impacls

The SEHA. and SEIU have met and sonforred i good faith on the impacts upon SFHA. SEIU
" yepresented employees of the position reductions resnlting from the tmplementation of the RAD
Program Phase 1 and 2 properties and have reached agreement on the following ferms:

1. Yayoff and Displacement Tmpacts, SFHA. and SEIU have worked iti cooperation ta
idontify employees in fhe SEIU bargathing unit jmpacted by the posttion reductions
yesulting from the jmplomentation of the RAD Frogtam, SEHA. will work with these
identified, ftmpacted employees from the sxecution of this Agreentent until 90 days after
the transfer of awnership, pursuant to the RAD Program, of the Jast SFHA. property at
which time fhete js an impacted SEIU. pogition to finalize transactlons necessary fo
complets processing of employes transfers and roassighments related to RAD layoffy, The -
anticipated impaoted employees subject o aityal Jayoffas a tesult of RAD fraplementation
are jdentified by class in the hatt in the preamble of fhis Agesment. This cooperation

shall inclydethe following:

SEHA shall: ;

A, Frovids current seniotity wosters for impaoted classifications to SEI ona quartedy
basis;

B. Provide a complete list of SEHA. employess in SBIU represented olagsifications to
Bo Jaid off (‘TayoffList”). Updates of the layoff Tist will be provided to SEIU as
necessary but o Jess than, guacterly or when SFHA. becotmes aware of potential

* actual Jayoffs;
‘. Provideastatng repo}t {o SEIT that inchides propose displacement actions remilting

from fhe anticipated layoffs of SEIU represented classifiostions or as SEHA
becomes rware of such proposed displacement gotions but hot Jess than quattetly;

D.  Provide SEIU a ouent otganizational chart every six months ot twice a oalendar
yeat;

" E. Tdentify positions that ave vavated in satne or stndlar classifications in SFHA that
jmproted SBIU employees may transfer or promote info copsistent wifh agenoy
~ poliries; g .

B.  Obtain frotn fhe CCSE confirmation of both the olagsification matches and offer
five (5) vacant positions in the smatched elasstfoation in the CCSF for fmpacted
SFEA. SEIU employees who do not accept voluntary layoff ot ofhex employment
with SEHA, as discussed firther jni paragraphs 3 end 4, belov (See Attachment 1
to this Agreement);

G.  Manage attition in impacted classifications duting fhe effective petiod of this
Agreement with the futent to minimize and decrease the aotual mmbet of layoffs
eventually fmplemented to the preatest feasible oxtent; and _

B Offer an extensive Mainfenance Meohanic fraining program for all interested
employses in the Maintenance Generalist T (“MG 17) classification af no costto the
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Regarding RAD Trpucty

emplayee. All Maintenance Generalist I employees that successtully complete
both the Maintenance Methanic fraining program AND on-the-job trainitg will be
offersd ah appofntment to the Maiatonaice Mechanio classifleatlon, Declining an
appolntmett to the Maintenance Mechando olagstfication shall not fmpact eligibility
for severance fo PhaseJI should a RAD related [ayoff occut, Dircing the period in
which this Agteement is sctive (ie, from the exeention of this aptesment until
ownership of the st SFHA, property at which mn mpacted SEIU member is
exmployed hag been transfetred pursuant to the RAD Progtam) any SFHA
permanent smployee that mocepts an appointment fiom an SEIU represented
olassification fnto anofhex SFHA batgaining group, and is subsequently laid off as
a rasylt of RAD prograim impilamentation, may eleat within five (5) worlding days.

of the layoff notios to refmstate to theit former permanent SEIU position,

I Tt is the desite of the partios that the SFHA. emplayees {mpacted by the RAD
 itnplementation xemain in public employment,

PHASE I; Volutary Layoff. Ona onedime only, notr-precedent setting basis, any
petmanent employes with mote than 15 (fifteen) years of confimous gervice with flo
SEHA as of Angust 1, 2014 mayno later thim close of business on that dafe subimit a request
for voluntary lagoff. Five (5) yohmtaty layoffs dhall hen be approved by SFHA, but i no
. caso vill any volintary layoff be approved wnless and until it has beep verified that fhe
vahuntaty layoff will reduce the mutnber of nvelntaty lryoffs othetvwise necessaty, sither
directly or by providing a backfill opportunity. SFHA’s decision whether fo grant any
partionlar vohutary Lyyoff request 1s final and not subject to appeal or grievance, T ote
than. five qualified SEHA. pmployess request voluntary Iayoff, volumtaty layoff will be
pratited| based upon agenoy séniority, Fmployees gianted vohmtaty layoff shall be nofified
1o Jater than the close of business onl Septetiber 2, 2014, with layoff effective close of
business on Friday, Ostober 31, 2014, Volunfarily laid off employees shall eachreceivea
one-tinte lump sum payment of $25,000, paid fo the employes no Jater than the close of the
pay period mmediately following the date of the pay petiod fmmediately following the
date of 1ayoff, provided that employesd granted voluntaty layoff shall be requited to slgna
penexal. release and waiver of potential claitns as a copdition of receiving any such
yolntary layoff payment, Parties agrec fhat the eurent MOTU Asticle TX section 1(s)
Seyerance payment fs inoperative and ghall not apply to this RAD hmplementation
rogram, Pachesagree thatthe current Administration Unit MOU Atticls

Voluntary Layoffp
1X section 1(s) and Maintenance Generalist 1 MOU Article 15 section 3a Sevetance

payments are jnopersiive and shall not apply to fhis RAD implementation Voluntary
Layoff progtam.

PHASK, I: Expected Mitigation of Phass I Yayoff Impacts. The Total Numbet of
Layoffs in Phase I is Righteen (18). If five (5) voluntaxy Tayoffs are granfed pusyant fo
fhe provision above, the total pumber of projected Phase 1 layoffs shall be reduced from
‘eighteen (18) to thirteen (13). In addition, and notwithstanding the fmpact of other efforts ‘
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outlined above, involuntary layoff impacts will also be mitigated by the following known

factors:

A, Tofersal Bligibility Recruitment: The HCV (Housing Choice Vouchet) Progam
chall amoutics an juternal transfet available to fmpacted employees for five (5)
Fligibility Worker positions, which shall firther reduce the total number of
projected Phase I layoffs from thirteen (13) to eight (8) positions, contingesnt wpon

the five (5) impacted employees meeting the minimum qualifications, On & one-

time, non-precedent seffing basis, if thore than five (5) cmrent SPHA. Eligibility

Workers meet the minjmum, qualifications for the five (5) availablo positions, those
positiony shall be awatded by senfority as defined and governed by the MOU
opetative as of the date of excoution of this Agresment;

B.  Tnternal Tnspector Recruifment: Two (2) Thspector positions ghall be posted
internally for infernal transfer of promotional-only recmiiment shall further reduce

projected Phase X layoffs from eight (8) fo six. (6) positions, contingent on the ftwo
(2) impasted employees meetingminimumn gualifications; and

C.  Resignations: SFHA anticipates fhat at least ons (1) Maifutenance Generalist I will
vesign. prior to layoffs ooonrring, firther weucing profected Phase T layofis from
six (6) to five (5) positions,

D. CCSF Permanent Bxempt: Positlons: SHHA has ohtatned written assurance from
the CCSF HR Direotor and the City Administratot sonfitming commifment to the
ayailability of five (5) vacant PEX positions in matched elassification in the CCSF
for itnpacted SFHA. SEIT employees in Phase T ag described in Attachment 1 1o
this ngreement and subject to the terms of this Agreement,

4. PHASE Yi: Expected Mitigation of Phase XX Layoff Impacis: The Total l\hzmbér of
Layoffy in Phase I is Thirty-Six (3 6). ,
4a,  Internal Reemitments and Reassignments, SEHA. shall announce for intemal
transfer ox promotional-only reeruitment availdble fo fmpacted employees;

4b.  Reslgnations, SHEHA. anfiofpates resignations and other naturdl atirition fo cocur
priot to Jayoffs furfher reducing projected Phase IT layoffs;

4o, COSE Permatont Exempt Positions. SFHA. shall obtain written agsurance from the
COSH BR Director and the City Admuistratot to confirm both the classification
smatches and the availability of PEX posftions in the matched elassification in the
CCSF for impacted SFHA. SEIU employees int Phage T-within six (6) tmonths ofthe
fiest Phase T program transfer, Following the execution of this Agréement, parties
shall reopen negotiations over the classification matches and placement in PEX
positions. These reopener negotiations shall commence no later than Jamary 31,7

2015; and
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Letier of Agreement between San Franciseo Houstng Anthorily and SEIU Loeal 1621
Regarding RAD Iripacts _

4, PHASEYX: RAD Implementation Severance Program, SFHA shall provide 2
severance payment to any employees actually laid off as a result of the RAD
Program, or displaced by a layoff resulting from the itnplementation of the RAD

Ptogratd in Phase Il only, as follows:

1.

Patties ngtea that the current Administration Unit MOU Acticlo TX section
1(s) d Maintenanes Generalist 1 MOU Astlele 15 section 34 Sevetance
payments ate inopexattve and shall not apply to the RAD jmplemsntation
sevetatics program. .

RAD Tmplementation Severance shall mot be offered if an impacted

emyployee hag tejected an offer of fntemal fransfer oxreassigatuent In his ot

3.

7.

het current SEHA. olassification even after safety cohcems have been
addressed.  Safety concems ate inommbent specific safety issues
docnmentedwith SEHA Human Resources 1o later than September 1, 2014;

RAD Fmplementation Severance shall not be offered if an ‘apacted
employes has rejeoted o bopa fide employment offex to a comparable
olassification at another publin agency that does nof resulf fn 4 reduotion of
haso salary, if that position has been secuted fhrough the efforfs of the
SFTIA’s Job Transiton Support Services Program (“TISSE”);

RAD Implementation Severance packages shall be Jimited to smployees
who are noficed for Tay off or displacement as axesulf of the fupletnentation
of the RAD Program and Section 18 Progtath, only;

An employee ‘who ‘meets all of fhe oriteria set forth in this agreement aiid
ho 1s Jaid off or displaced shall xeceive a notice of RAD Implementation
severance eligihility, The RAD Implementation severatico payment shall
e equinl fo the value of two (2) weeks of therelevant employee’s byge salary
(ns of the date the niotice of RAD Ymplementation Sevetance is issued) for
each full yeat of continnous service rendered .fo SFHA, capped at
maiommm of fonr (24) weeks. The employee recelying a notice of RAD
Tmplomentation. severance oligibility must formally accept wseveratice
payment, in writing, within ten (10) wotkdays of receipt or shall watve any
such payment, -

An employes who acospts 2 RAD fmplemertation severance paymett stiall
fopfoit all recall rights; and ‘

Seyerance shall ba tesoinded by the SFHA any tine ptioxto the effective
date of layofF if the SFFLA. rescinds the layoff action.

RAD Tmplementation Job Transition Support Serviers Program (“TTSSP”) with City
and County of San Francisco (“CCSE”), To be eligible for a petmanent exempt

appointment with the City and-County of San Francisco, impacted employees must be int

good standing with the

SFHA for the last six (6) months immediately priorto the date of
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fhe notice of layoff; and must not have received amy bona fide offer of same or similac
' senssipmment or transfer within the SEFIA. The partles agreo tha if an SFHA employes is
appointed to A permetent exempt project-based three (3) year maxinmum positior with the
CCSF, the ptevious ernployment xelationship between that impacted SFHA. employes and
SEELA. shall be severed. The fmpacted employee shall become axn employee of the City
and Counfy of San Francisoo and subject to all the tetms and conditions of such permanent
exempt project based employment inclnding but not limited to retirement and medical
benefits, No jolut employment relationship shall be oreated as 2 result of an appointment
under this provision,

RAD Tmplementation Job Transifion Support Services Program (“JTSSP?) with
Other Potential Tmployers. SEHA shell provide impacted employees with job teansition
support sexvioes with other Agencles. This includes but, fs not necessarily limifed to:

A, Offer Bay Avea Housing Anfhorities: SFEA shall contact all other housing
anthority agencies in the Sab Prancisco Bay Atea (Counties: Alameda, Confra
Costa, Mattn, Nepa, Satta Clara, San Mateo) to ascertain vecatoles and other
potential job opportunities fox all fmpacted employeos and request recruifment
bullotins bo sent to both SFHA and SEIU 1021 deslgnated represontatives for

disiributiom, :

B.  RAD Developers: SEHA shall work with the new propetty developers to asoettaj
yiewy job mud/or vacanoy postings and provide such postings to impacted employees,
All developers have agreed fo inferview impacted SEHA employees inferested and
qualified for position vacancies.

C. Employment Worlshops ox Traimings: SFHA, under and through the JTSSP,
will provide trainfng workshops on resume-wrifing, Interviewing skills, fax credit
certlficatlon, and assistance epplying for other employment mehudingprocessos and
procedures for seeking permement employroent a the CCBE.

Withdrawal of Unfair Practice Charge Regarding RAD and Clags Action Grievance
veparding Bligihility Worlcer X elassifieation in SEHA Public Housing Operations,

Tu exchangs for the above agreements, SEIU shall withdraw with ptejudice the unfair
labor practics currently beforg the Public Bmployment Relations Board, Case No, SF-
CR-1175-M, within 10 (fen) working days of the execntion of this agreement, SEIU shall’
consistent with paragraph 8 of this A greement also withdray with prejudice ifs Class
Action Grievance regacding Bligibility ‘Worlcer I classifications in SEHA Public Housing
Operations dated Tanuary 29, 2014 and atfached to this agreement as Attachment 2,

Unless an arbittator determines that SFHA has failed to comply with its
~ obligations undey this Agreement, SEIU 1021, its officers, directors and agents contingent

upon the full performance by the SFHA. of all obligations wndertaken pursuant to this
agreement discharges SFHA, its Comtrmissioners, officers, directors, agerds and employees
from any and all actions, olaims, prievances, judgments, obligations, damages, and
liabilifies of any kind and character which SEIU may have or have had arising frotn the

Waiver,
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reisco Housing Authority mud SEIU Local 1021

Regarding BRAD Iitpacts

9»

10,

application for ar implementation of the RAD program and related Section 18 programs,

including but not limited fo!

A, Anyand all elaims for wages, salary, p
off unit mentbets; and

B. Any litigation, charges, grisvances Tty SBIU 1OwW pending or contemplated or which
might af any time he filed, and whish directly arises out of SFHA’S implementation
of RAD or Seotion 18 programs, including the SFHA's dsolston to apply for and

implement the RAD program; and.
¢, Anyand all clams relating fo tha RAD progeam’s fmpact on the MOU, express or

aid leave and/or benefits on behalf of ftsIaid

i }igi_gm@matms_w@mshauﬂompp@ tn_emplayees who remath Jr1 SEHA

employment with respect 1o clatms not directly related to RAD implementation;

and
D.  Aunyend all torf clafms of any nature, Inclnding but not Himited fo ftaud, deceit,
misrepresentation, nepligent misteptosentation, or defamation; and

B, Anyand el claims for atfomeys’ fees ot costs.

Tt fs uridetstood that; pursusnt fo the fetms of this Agreemnent, certain members of
SREI(Ps batgaining nnits at SFEHA may become employed by another independent
agenoy, neluding, butnot Bmited to the City and County of San Francisco, Nofling
tn fhis Agieement shall creats any joint employer ohligation on the putt of SEHA.
op any third party who hites foririer SFHA employees. SEIU agrees that it shallnot
fil ot fis ovin behalf, o file ox process on behalf of its tnemmbery or any jndividual
metber(s) amy action, clalm, ptievance, judgment, obligation, damage, or
Habilities of any kind against  third patty as a result of the apteement by that third
paty fo employ SEIU metabers previously employed by SFHA. and laid off or
othetwise itmpacted by the RAD Progrant.

Axbifeafion, Claims that either pacty fo this Agreement hag failed to sbide by any
obligation set forth or created by fhis Agreement shall be subjeot to binding arbitration,

. utilizing fhe procedures and timelines set forth at Article XT, section 3(d) of the

Administration Unit MOU between SEIU and SFHA. Absent mutual apreement to the
conttaty, David Weinbetg shall be used as the arbifrator for atry 2od all such disputes, The
patties agteo and acknovwledgoe that grievance arbittation relating to implementation of the
RAD Program or any getion taleen pursant fo this Agtesment in relation to SEIU wnit
smembers at SEHA or any third party employing former STHA employees ag a tesult of this
Agreement may only be demanded by SEIU, and not by individuals,

Fligihility Worlier T classification in SFHA. Public Honsing Opekations Grigvance

Settlement Texms,
A, Parties agtee that neithet party admits fuult or wrongdoing in connection ta the
seiflement by the parties of this EW I grievance and,
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Letter of Agreemient behween San Francisco Housing Anthortty oud SEIT Local 1021
Regurding RAD Impacty

1L

13,

14.

15.

16.

17.

B. 'The Parties dgroe that effective the first full pay period aftet the execution of this
agreement, the SFHA will classify permanent Bligibility Worker I employees who,
ginoe Hebruary 10, 2012 have served ay Bligibillty Worker [ in SFHA for no less
than 18 months, fo the class of Bligibility Worker II in the SFHA Prblic Housing
program.

Full Agreoment, This Agreement sets forth the entire agreement between the parties and

supersedes amy and all ptior aptesments between the partles, wriftert or ordl, pertaining fo

the subject matter of this Agreement. Provisions related 4o Iayoff and geverance in the
cnrtent MOUSs are ot applicable to this Agreement. It is hexeby mndetstood and agreed
that other fhan those that arc expressly contalned herein, no party has made any profuises,
representations, mnderstandings orwartanties, Theterms of this Agreement are confraciual

and not mere recitals, .

Severability: The parties agree that each aod every provision of this agtesment i

soverablo, end 4 decision by d coutt ar arbifrator nof fo enfofos ofto provisfon. of tha

agreement shall have no effect on any other proviston of this Agresment.

Tirditations. 1t is nnderstood that there are fnatry coiditions the SEHA. must sat{sfy in
otder fo effectuate the transfer of conttol that RAD and Seetion 18 contermplate. Should
SFELA ‘be Tndble fo, of fail to mplement the fransfer of ownerskip anticipated by this
Agreement, the provisions of this Agreement shall only be applicable fo SEIU bargaining -
it metubers in elasses affected by any partial implementation of the transfer of ownership

that does pcour, The parties further agroe that this Aproement covers only Phases [and I
of the RAD program, ae curreitly struchired, abd shall not be precedential should the

SPLIA later sngage fnatothey HUD-related progragu.

Construction of the Agreement, Each patly bas ‘cooperated in the drafting and
preparation of fhe Agteement. Hence, in any construction to be made of this Agreement,
the same shall not be construed against any parfy on the basis thatthe patty was the deafter,

No Precedent, The parties spocifieally acknowledge and agree that this Agreement is 5
comprotiise which shall not operate, niok be considered, as ovidence of a practice or past

practico of SFHA oz a pecedent i the fudnre.

Section Headings. The section and paragraph headings contained in this Agreement are
for references putposes only and ghall not affect in any way the meaning ar interpretation
of this Agreement,

Cowrterpaxts. This Agreement may be execnted in one or more counterparts, each of

which shall, for all purposes, be deemed ant original and all such counferparts, taken
together, shall constitute one and the samo instrument.
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Lettet of dgreement bepween San Franclseq Huuslng Anthority and SEIU Local 1021
Regarding RAD Ipacts
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OFEICE OF THE,

CITY ADMINISTRATOR

Edwln M, Lov, Mayor :
Nuoml M, Kelly, Gy Admiistrator

Tnuae 6, 2014

Toaguin Torres, President
Spn Reaneisco Hovsing Authority

1815 Hgbert Avente e
San Franclgco, CA 94124 .

Deer President Tomes:

This ettt will confimm ove fecent conversations regarding the intent of the Cify and County of
San Franclsco (“the City") to ptovide Permanent Bxempt (“PEX?) appolufment oppotinnities fox
idemtified estiployees of the San Francisco Housing Anthorlty (“SFHA”) represented by SEIU
1021, impacted by Phase 1 and 2 of implementation of the Fedetal Honsing and Urban
Development (“HUD") approved Retitnl Apsistance Domonsttation ("RAD™) progtam in San

Franotsen,

The following City olassificetlons (“Job Codes™) Bave been defermined fo be substattally
cotmparible to the frpacted SHEA, SEIU 1021 employees’ olassiffcations:

PHASE L
City Job Code | City Job Code Title Comparable SFHA. Clagstfication
2708 Crstodlan Maitfeuatos Generalist T |

In Phase I, a total of five (5) PBX positions will be offered in the ebove mentioned City
classtications to impacted, identified SFHA employees, pussuent to Sat Francisco Chattet
secton 10,104.18, and will be limited to a meximim dovatlon of threp (3) years and aye not

’

renewable.

Tn Phaso 2, the City will assess the needs of SFHA employsey at that time and wotk with SFHA.
fo offer PRX positions to impacted, identified SFHA employees, pumsuant fo Ser Franoisco
Charter seotiont 10.104.18, and-will be Hmited to a maximum, dutation of thtee (3) years end are

not renewable,

All former SFHA etiplayees offeter] PEX employment with the City, pnrsuant to tids transtion,
wdll be considered new employees of the Clfy and will be requited fo adhere to the ferms and
conditions of employment gpplicable to all new City employess. It is fmpottant 1o tote that in
otder for inoumbents appointed to these PEX posiffons in fhe Cify to be considered for
petmanent ofvil service statns, they must participats in and be snecessfil In & competitive ofvil

. service examination process,

1 D, Carltott B, Goodlett Place, City Hall, Room 362, San. Pranciscn, CA. 94102
Teleghone (415} 554-4852; Fax. (415) 554-4849
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Jciaqum Tortes, Rei Perrnanent Brempt Appointment, s 6, 2014
Pags 2 ' o

I pddition, in anticipation of fhe RAD implementation time lnes, the City will maintain
yrcanoies for the requisits mumber of positions in the above mentioned job coded to support the
transition of fmpacted SFHA employees in both RAD Phase 1 end RAD Phase 2 of the prograti,
To that end, it fg impetatlve that the SFHA secks agreement with SFHA, SEIU 1021 thet
temporary exempt (TEX) appolfifments in afitioipation of the PEX appoinfment of former SFHA.
employess in these posttions will not be contested nov grieved. In ebsence of such agreement, the
City will nothold, open positions for these SEIU membets.

Wea Inok forwatd 10 the snecessfil implermentstion of the RAD program. and welcoming SFHA
employees inta the Cliy,

Very truly yours, '
Ciy Adwinistrator. ~ (J Hutrmn Resourees Ditector
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ATTACHMENT 2: RAD Impacts Agreement Between SFHA and SEIU 10/01/2015

W SIpiErErpiiee L BT TER, OF AGREEMENT BETWELN SAN FRANCISCO

HOUSING AUTHORITYAND SEIU LOCAL 1021 REGARDING RAD IMPAGTS

Attachment 2

Thie,Gant Ftativisho Hinsing Authority (‘SEHA®) and Service Bmployees Internationz] Unioft
T.gval 1091 (*SEIUP) teached agrecmenton o Leftet of Agrentent ("LOA”) in Junie 214 over
mitigating the fmpacts of theKental Assfstancs Demenstration Progtam on SETUbargaining unit
employses: "Flie LAALS attached hereto-as AttachmeéntA.

T the'LOA, fhe partfes spreed tothie followingy
"l Tn Phase T, the:City and.County of San Franeiscorwill offerdive (5): Permanent:
Eiteriti(PEX: Categoty 18 —PioJeot) positions 0. Anthisrity bargaininpiint
ertrangitemplayees” fositionyin the tlagstiivatignuf Matiretiarics Geipgalistl
(City-Tob Code 2708 Cystodian);
%, InPhaseIlthe City and County of'San Fraulcisc:q‘yg"i:ﬂ_--woﬂc.wiﬂa:SFHA to.offer
_ PR odtlngto imwasted idertifisd penanefit SFEA dnplogebs.

3 RerSanFrncisce:Chatter seotfon 10.104.18, SieEBXp ofifions aredimifed fothe
mgzdtnpm dnration of three years and are tokyehowable;

A, ‘PerAthicksent .of the TOA, “it s imperatyefhat s SFHAsecks-agregnient
with SEEEA:SETU 1027 thit teraparary exernpt {TER)wppoiniments in
attffcipation.of he PE& appoinfropnt of former SFHA permatient-smployesy it
these posttions willmot be cantested nor grleved:. In the:absence-of sich
Agréerint, the City willndt hald epgnpositionsfor thess SEIU tiginbefs.”

5, Dussuatittqfhe Seption 8.5 ofthe LOA “eorfilt nembers of SEIDs bargainitg:
tinftgat SEHA may become exployed by anotherihdependerit agency; fnglndings
‘but not limited tothe City and County of San-Francisoo. Nofhing:in this |
Agreameht $hall creats atiy jolnt.éfh playeiobligativti ¢ thepatt of SKHA: aratly
il paty vho liftes former SFHA enployees, SEIU agreeythat itishall notfile:
arritsown hehald, er file orprogess bix beltalf of ity nembiers or any individial
senibex(s). any action, claim, grieyance, judgment; obligation, damage or

ligbilties of-attyXind against a thivd ey a8 4 pésult of the dpréerment iy fhidb

thifd party t6-employ SEIU niemberspigvionsly éthployed by SFHA anid 1aid off
of gtheryilse impacted by the RAD program,”

“Te effectuate the requitements outlined in Phase I and Phase IT of the LOA, specifically sections

3D aiid 4C, SFHA and SEIU agret to following:

il SFHA and SEIU ackmowledge that i1y order to mahntain the cooperation of the
City and County of San Francisco and offer PEX positions to identified, impacted
SFHA employess, SETU hereby agrees that it will not file any grievance nor shall
SEIU assistant an individual in filing such a grievance(s) against the City for City
appointments made to Temporary Exempt (TEX As Needed — Category. ] 6)
positions related to pending PEX appointments of formyer SFHA permanent
employees in Phase | and Phase T1.
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W2, : l- o o LETTER OF AGREEMENY BETWEENSAN FRANCISCO
HOUSING AUTHORITY AND-SEIU LOCAL, 1031 REGARDING RAT IMPACTS

5. 'Inthe event that SEIU files a frievance(s) or assists.dn idividual ir filing suc

ftievante(s) dgatist the City to cantest tlie:Gity’s THX appoititments related to
flie pregervation-of P positons Tor Tatd off SEHA permanent employees; the:
Gty hagadyised fhe:STEA fhaf ftwill yiotmalke any suoh PEX. appointments of
laid off SEHA.permanent employees. .For exammple, Tfthe Clty fieré to fiot
appioint & Gurieiit SEIU xeprasented Cltyenplogecto & PEX:position oiholda
ST represented Clty sinployesiina TEX position m erdet to.appointa-former
SFHA permanent employe info:a PEX position, SEIU. shall, nofgrievenor assist
anindividoal filing 4 grievance-oyer the Cliy’s action: TEEIUwete to-file.a
grlevance(s) or assist an fndividual in il such gHevarice(s), ths Clypwitlaiot
appofict Tald o SFHA feimatert diployess topE positions. The Cifiagrees
oy ottty SHITT of fhe positiong itfs proserviag-for Taidoff SETIA permanert

suployeess Tthe: Gty believes SEIU has Tiled-aigevapoeopardiing uso of TEX

iong pending-a PEX appottifmentsy it shall nofify SEIU ... ...

_appointments n'thegepositions p

of thogrlevance, SEIU shal. Favé foh bistness days fo-withdraw thoggrievande,

Agalty, nothfigin this §ide Leiter shallereate aity juint srployerobligation sii the part of SFEA:
oty third party who hites Forter SFEIA: employees; Ttdi herehynndprsto od gnd agreed that
ptherthan those:hat are exprossly contained:herein, no partyhas made:aity promises,,
repkesentations, indérstatidings of wasabiies. Thé fefiti ot thid Side Tetei ke dontractudl and
st mbrsieottal, Ty ide Lotter siall becomeapait ofithe LOA tid slbfeet to afl othor party
thapeot, nchiding seetion 9 “Afbifration™

Fot SETU LOGATL 1021 = FQR SFHA:

s 9 [% 0«/ Jord ey (041

SEJU Chief pegotiafos:(Prift Natic) ‘GFOA Chiof Negdtiator (BAnt Name)

/ NS

s . .
SEIY Chief Negotiator (Signature) . SFHA Chief Negotiator (Signatire)
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ATTACHMENT 3: PEPRA Summary Pension Act

ATTACGHMENT 3

b CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes to the Public Em
ol Intended to provide a comprehensive discusslon of the Puhlic Employees' Penslon Reform Act of 2013

CalPERS current Inlerpretations of the key areas of the law. CalPERS penslon reform leam
he relaled changes lo the Publio Employees' Relirernent Law (PERL) and, as such, this summary

ployees’ Retirement Law

This summary Is 1
(PEFPRA), This summary includes
continues to analyze PEPRAand L
may be revised.

SECTIONS | IMPAGTS | IMPAGTS
Brief Summary CLASSIC NEW
MEMBERS | MEMBERS

Pefinition of a New Member 7522.04(f)
A new member Includes:

(1) A new hire who s brought Into
January 1, 2013, and who has nop

retirement syslem.

(2) A new hire whals brought inlo CalPERS membership for the firs! lime on or afler
January 1, 2013, and who Is not eligible for reciprocity with another California public N X
retirement syslem.

(3) A member who estab
is hired by & different CalPERS employer afler January 1, 2013,

of grealer than six months,

CalPERS mambership for the first ime an or after
ror membership In any other Calliornia public -

(ished CalPERS membershlp prior to January 1, 2013, and who
after a break In service

Idered the same employer, as are all school employers.
the definition of a "new member” as

All State agencles are cons
CalPERS refers lo all members that do not fit

' Classlc members may be impacled where (hey chands employers andlor change relirement systems and do nof meet the stalulory requirements
relaled to reciprooity or wheére there Is break In servica of more than slx months.

* Currently, these provislons do not Impact classic members directly. However, théy prohiblt public employers from offering sttch a benefil or

aplion fo classic members in the uture.
November 27, 2012
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A CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes fo the Public Employees’ Retirement Law

This summary is not intended to provide a comprehensive discussion of the Publio Emplovees' Pension Reform Act of 2013
(PEPRA). This summaty includes CalPERS current Interpretations of the key areas of the law. CalPERS penslon reform leam
continues lo analyze PEPRA and the related changes 1o the Public Employses’ Retlrement Law (PERL) and, as such, this suminary

may be revised.,

CLASSIC NEW

< SECTIONS | IMPACTS | IMPACTS
Brief Summary
MEMBERS | MEMBERS

"classle members.”

Reducad Benefit Formulas & Increased Retirement Ages

Creates a new defined benefit formula of 2% at age 62 for all new miscellaneous (non- 752215

safety) members with an early retirement age of 52 and a maximum benefit factor of 7522.20
7522,25

2.5% al age 67.

Creates thres new defined benafit formulas for new safely members with a nommal
retirement age at 60 and a maximum benefit faclor at age 57, Also requires that new X
safely members be provided with the new formula that is the closest lo the formula |
offered 1o classlc members of the same classification and that provides a lower banafil at
65 years of age than the formula offered 1o classic members.

Normal Ret Aga Maximum Benefit Faclor
Baslc Formula  1,426% at Age 60 2% at Age 57 and older
Optlon Plan 1 2% at Age 60 2.5% al Age 57 and older
Option Plan 2 2% vl Age 50 2.7% at Age 67 and older

* Currenlly, hese provisions do nol Impac! classic members direclly, However, they prohibil public employers from offering such a bensiit ar

oplien lo classle members In the fulure,
Page | 2 November 27, 2012




PN

A, CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

This summary is nol intended {o provide a comprehensive discussion of the Publle Employees’ Penslon Reform Act of 2013

(PEPRA). This summary Includes CalPERS current interprelations of the key areas of the law. CalPERS penslon reforn leam
continues to ahalyze PEPRA and (he related changes o the Publle Employees' Retirement Law (PERL) and, as such, this summary

may be revised.

SECTIONS | IMPACTS | IMPACTS
CLASSIC NEW

Brlef Summary
MEMBERS | MEMBERS

| Imposed through Impasse procadures,

An employer and lts employees may agree by MOU to place new employses (hired after
the date of the MOU) in a lower ter of safety benefits, but this change cannel be

Panslonable Compensation Cap
Caps the annual salary lhal can be used lo calculale final compansallon for all new 752210

members, excluding judges, at $113,700 (2013 Soclal Securlly Conlribulion and Benefit
Base) for employees thal participale In Soctal Securily or §136,440 (120% of the 2013
Contribution and Benefit Base) for thess employees that do not parliclpate In Soclal
Security. Adjustments lo the caps are permitled annually based on changes lo the CFJ

for All Urban Consumers,
Replacement Benefit Plans

Prohibits a public employer from offering a plan of replacement benefits for new 7522.43
employees who are subject o lhe federal benefit limitations under Inlernal Ravenue * X
Code section 415(b), Also prohibits a public employer from offering a replacement ’
henefit plan for any employee if the employer does not offer a plah of replacement

* Gurrently, these provisians do not impact classle members direclly, However, they prohibil public employers from offaring such a benefil or

oplion to classic members in the fulure.
Page |3 November 27, 2012




£

_may be revised.

A, CalPERS

Summary of Public Employees’ Pension :
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

This summary Is nol Intended to provide a comprehensive discusslon of the Public Employees' Penslon Reform Act of 2013

(PEPRA), This summary includes CalPERS current Interpretalions of the key areas of the law, CalPERS penslon reform leam
continues fo analyza PEPRA and the related changes to the Publlc Employees' Retirement Law (PERL) and, as such, this summary

SECTIONS | IMPACGTS | IMPACTS
Brief Surmmary CLASSIC NEW
MEMBERS | MEMBERS

benefits prior to January 1, 2013, or to any additional emplayee group that was not
covered by an exisling plan prior {o January 1, 2013.°

Industrial Disability Retirement (IDR) Benefits for Public Safety Members
In addltion to tha current caleulation options for the IDR benefit for & safely member, this 7522.66

provision adds a calculation for a safely member who quaiifies for an IDR that may resull 21400 X
in a higher benefll than 50% of salary, This seclion remains in effect only unlil January 1, X
2018, Afler lhat dale, the new IDR provisions will not apply unless the date Is extended
by statute.
Equal Sharing of Normal Cost
»  For publle agencles, schools emglayera, the CSU, and the judicial branch, a new 7522.30

20516.5

member's nitlal contribution rata® will be at least 50% of the tola] normal cost rale or

the current contribullon rate of similarly situaled employees, whichever is greater, 20683.2 = [ X X
except whera it would cause an exlsting Memorandum of Underslanding (MOU) fo
he Impalred, Once the Impaired MOU Is emended, extended, renewed, or expires,
the new requirements will apply. CalPERS has interpreted "similarly situated

2 calPERS has inlerpreled this provision fo apply to new members rather than new employees,

* Gurrenlly, these provisians do nol impac! classic members direclly. However, they prohiblt public employers from offering such a benefit or

oplion (o classic members in the fufure.
November 27, 2012
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N,

M. CalPERS

Summary of Public Employees’ Pension

Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law
This surnmary fs nol Intended la provide a comprehensive discusslon of the Public Employses' Panslon Reform Act of 2013

(PEPRA), This sum
sontinues fo analyze PEPRA and (he relale

may be revised,

mary includes CalPERS current Inlerpretations of the key areas of the law, CalPERS pension reform leam
d changes lo tha Publlc Employees’ Retirament Law (PERL) and, as such, lhls summary

SECTIONS | IMPACTS | IMPACTS
Brlef Summary CLASSIC NEW
MEMBERS | MEMBERS

employees” to mean hose employses that are In the same baneflt group {meaning
those employaes wilh the same benefit formula).

Employer Pald Member Contribulions (EPMC) ara also prohiblted for new members
employed by public agencles, school employers, the judicial branch or CSU. An
excepiion to this prohibllion exlsts where the employer's Memorandurm of
Understanding (MOU) would be impalred by the prohibiilon. If an employer
delermines that an exlsting MOU is Impalred and communicales that decision to
CalPERS, then any stated EPMC agreements will apply lo new members through
the duration of the MOU, Once |he impairad MOU is amended, extended, renewed
orexpires, employers will no longer be able to report EPMC for new members,

For classlc members of a public agency or schaol employer, the member contribution
rate Is not required to change. In addition, EPMC can cantinue to be reporled as ILis
loday for classic members pursuant to existing PERL provislons.

State employees (excluding new CSU members and new Judisial branch members)
will pay the contribution rates determined through bargalning and/or as provided by
statute, For certain Stale employees, contribullon rates will increase by a fixed

* Cumently, these provisions do not impact classic members direclly. However, they prahibil public employers from offering such a bensfil or

oplion {o classic members In the future.

Page |5
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. CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

ide a comprehensive discusslon of the Public Employess' Penslon Reform Act of 2013

key araas of the law. CalPERS pension reform leam

This summary Is ot intended lo prov
Rellrement Law (PERL) and, as such, thls summary

(PEPRA). This summary includes CalPERS current inlerprelations of lhe
continues lo analyze PEPRA and the related changes (o the Public Employees'

may be revised.

SECTIONS | IMPACTS | IMPACTS

Brief Summary CLASSIC NEW
WMEMBERS | MEMBERS

percenlaga at specific dates beginning July 1, 2013, Rales Incrsase and vary by
bargaining unit and by classificalion.

Beginning on January 1, 2018, public agency: and school employers that have
collectively bargalned in good faith and have completed inpasse procedures,
including mediation and fact finding, hava the abllity to unllaterally require classlc
members lo pay up 1o 50% of the fotal normal cost of thelr penslon benefit
Howaver, the employes contribution may only be Inereased up lo an 8% contribution
rale for miscellaneous members, a12% contribution rate for local police officers,
local firafighters, 2nd county peace officers, oran 11% confributien rale for all other

local safety members,
205186

Cost Sharing of Employer Gontribulions
Parmits public agencles and thelr employees to agree 1o share the cosl of the emplover

contribution with or without a change in beneflt. These conlributions are paid in addition X
to the member contribution rale, Allows cost-sharing agreements lo differ by bargaining X
unit or for classlfications of employees subject to different benefit levels as agreed to In y

an MOU. Also permits cast sharing of the employer cosls for non-represented

* Currenlly, thesa provislons do hot inipacl classlc members directly. However, they prahibit public employers from offering such a henefit or

opllan lo classic members In the fulure.
November 27, 2012
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. CalPERS

Summary of Public Employees’ Pension

Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

This Eummary s not intended lo provide a comprehensiva discussion of lhe Public Employees' Penslon Reform Act of 2013
(PEPRA). This summary includzs GalPERS current Inlerprelations of the key areas of the law, CalPERS pensfon reform leam
continues to analyze PEPRA and the related changes to the Publlc Employees’ Relirement Law (PERL) and, 2s such, this summary

may be revised.

r Brief Summary

SECTIONS

IMPACTS
CLASSIC
MEMBERS

IMPACTS
NEW
MEMBERS

employees as approved In a resolution passed by the public agency.

Close Legislators’ Retlrement System (LRS) to New Members
Prahibits new members from participaling in the LRS, However, new slatewide
constiluional and legislative statutory officers would still be eligible for optional

membership In CalPERS.

9355.4
8356,41
935G6.45

Equal Health Benefit Vesting Scheduls for Nori-Represented and Represented
Employees

Ganerally prohibits employers from providing a more advantageous health benefit
vesting schedule fo carialn individuals (namely a publlc employee who Is elected or
appoinled, a trustes, excluded from collective bargalning, exempt from clvll service, or a
manager) than It dees for other public employess, including representerd employees, of
the same publlc employer who ara in related retirement membership classifications.

7522.40

Prohibits Purchase of Additlonal Retirement Service Credit (ARSC)

Prohibils the purchase of nonqualified servica credil on or after January 1, 2013, This
prohibilion will not apply if an official application is recelved by CalPERS on or befora
December 31, 2012, Only applicalions from Individuals who quallfy lo purchase ARSC

752246

* Currently, these provisions do nol fmpacl classie members directly. However, they prohibit public employers from offering such a benefi or

oplion lo classlc members in the fulure,

. Page|7
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A CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

This surnmary Js nol Intended lo pravide a comprahensive disoussion of lhe Public Employees' Penslon Reform Act of 2013
{PEPRA), This summary includes CalPERS currenl Interpretations of the key araas of the |aw. CalPERS pension reform (eam
continues to analyze PEPRA and the relaled changes ta the Public Employess’ Reliremenl Law (PERL) and, as sugh, this summary

may be ravised.

SECTIONS IMPACTS IMPACTS
Brief Summary CLASSIC NEW
MEMBERS | MEMBERS

on or befare December 31, 2012, will be accepted, CalPERS Is reviewing whether other

types of nonqualliied service credit may be impacted by this prohibition.

Prohibits Retroactive Pension Benefit Enhancements

Prohiblts public employers from granting relroactive penslon benefit enhancements that 7522.44

would apply lo service performed prior to the dale of the enhancement, In addition, if a

change In a member's membership classfication or employment resulls In a benefil X X

enhancement, that enhancement can only be applied to service performed on or after

{he oparalive dats of the change. This provision applies fa both classic and new

members. Anhual cost-of-living adjustmenls are excluded from this prohibition.
Prohlbits Pension Holidays

- | Requires that the combined employer and member contrlbutions, In any fiscal year, not 752252 X X

be lower than the total year's normal cost,

Pensionable Compensation
PEFRA uses the lerm "penslonable compensalion” for the purpose of delermining 7522,34
teportable compensation for new members. Penslonable compensation for new

members f5 defined as “the normal monthly rate of pay or base pay of the member pald

* Currenlly, these provisions do not Impact classlc members directly. However, they prohibit public empioyers from offering such a benefit or
option to classic members In the future,
Page |8 November27, 2012




AN,

A, CalPERS

Summary of Public Employees’ Pension
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

This surnmary Is not intended lo pravide a comprahensive dlscussion of the Public Employees’ Penslon Reform Act of 2013

rrent Inlerpretalions of the key areas of the law. CalPERS pension reform leam

(PEPRA), This summary includes CalPERS curre
continues to analyze PEPRA and (he related changes lo the Public Employees' Relirement Law (PERL) and, as such, this summary

may be revised.

SECTIONS | IMPAGTS | IMPACTS
Brief Summary CLASSIG NEW
MEMBERS | MEMBERS

In cash to simllarly situated members of the same group of class of amployment for
services rendered on a full-lime basis during nammal working hours, pursuant lo publicly
available pay schedules,” Also specifically excludes certaln types of pay from being
reported as pensionable compensation, Including, bonuses, overtime, pay for additlonal
services outslde normal working hours, cash payouls for upused leave (vacalion, annual,
sick leave, CTD, elc.,), and severance pay, among others, Also excludes any
compensalion determined by the retirement board to have been pald lo Increase a
member's retirerment benefit and any olher form of compensation dslermined to ba
inconsistent with the statutory definition, CalPERS conlinues lo evaluale what
cempensalion can be reported by employers and wlil updale employers once addltional

Information Is avallabla.

Existing compensation samable provisions continue to apply for classic mambers.

Requires Three-Year Final Compensation
For new members, provides that final compensatlon means the highest average anpual 752232 o X
penslonable compepsation earned by a member during a parlod of at Jeast 36

* Currently, these provisions do nol Impact classlc members direclly. However, they prokhibit publle emplayers from offerlng such a benefit or

opllon {o classic members in the fillure. -
. November 27,2012 -
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. CalPERS

Summary of Public Employees’ Pension _ '
Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law

is nol Intended lo provide a comprehensive discusslon of the Public Employees' Panslon Reform Acl of 2013
s CalPERS current Interpretations of the key areas of the law. CalPERS pansion reform leam
lo lhe Public Employees' Refirement Law (PERL) and, as such, thls summary

This summary
(PEPRA). This summary include
contintes to analyze PEPRA and the relaled changes

may be revised.

SECTIONS IMPACTS IMPACTS
Brief Surntnary CLASSIC NEW
MEMBERS | MEMBERS

consecutive months, or threa schoal yaars, as applicable. Also prohibits a public
orn adopling a final compensation period of less than laree years for classic

employer fr

members who are currently subjecl to a three-year final compensation period.

Felons Forfeit Pension Benefits

Requires both current and future public officlals and emplayaes to forfelt certain 752272

specified penslon and related bensfits If hey are convicled of a felony In car[ﬁng out 7522.74 X X
n with

their official dufles, in seeking an elecled offlce or appoinlment, or In connec
obtalning salary or pension henefifs, subject to cerlaln requirements,
Limits Post-Retirement Public Employment
« Provides thal 3 CalPERS reliree cannot serve, be employed by or be employed 7522,56
through a contract directly by a CaPERS employer unless he or she ellher reinstates 7522.57
or his or her employment salisfles the following conditjons: . X X
o The person is appolnled elther during an emergency ta pravent sloppage of
public business er becausa lhs retired person has skills needed lo perform

work of [imited duralion;
o The appointment does not exceed a tolal for all CalPERS employers of 860

+ Gurrenlly, thess provisions do hol impact classic members direclly. However, they prohlbit public ermployers from offering such a benefit or
oplion 1o classlc members In the Tutura, :
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i, CalPERS

Summary of Public Employees’ Pension

Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law
This summary Is hot Intended lo provide a comprehensive discusslon of the Public Emolovees’ Penslon Reform Act of 2013

(PEPRA), This summary includes CalPERS current interprelations of the key areas of (he law. CalPERS penslon reform leam

conlinues to analyzs PEPRA and the related changes to he Public Employees' Retirement Law (PERLY and, as such, this summary

may be revised.

SECTIONS | IMPACTS | IMPACTS
Brlef Summary CLASSIC NEW
. MEMBERS | MEMBERS

hours, or other equivalent limil, per flscal year; and
o The person's pay rale must ba within the range pald by the employer lo other
employees performing comparable dutles.
In addition, requires a 180-day walling period hefore the retires can relurn ta work for
& CalPERS employer without relnstating from retiremant, except under cealn
specified circumstances. The 180-day walting perlod generally does not apply to
public safely officers or firafighters. However, the 180-day waiting period provision
applies without exception lo retirees who recsive either a golden handshake or some
other employer Incentive lo retire. .
« The 180-day walling period starls on tha date of retirement. Rellred annuitants
already employed befora January 1, 2013, are not Impacled by the 180-day waiting
period.
A relirea wha accepls an appointment after recelving unemployment Insurance
compensatlon must lerminate that emplayment and will nol be eligible for
reappointment thereafter for 12 months,
Any public relirse appoinled to a full-ime position oh & Slata board or commission on

* Currently, these provislons do nol impact cfasslc members directly. However, they prohibit public employers fram offering such a benslitor

option to alassic members In the future.

Page ] 11
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. CalPERS

Summary of Public Employees’ Pension

Reform Act of 2013 and Related Changes to the Public Employees’ Retirement Law
This summary Is not intended le provide a comprehensive discusslon of the Publlc Employees’ Pension Reform Act of 2013

(PEPRA). Thils summary includes CalPERS ciirrent interprelations of the key areas of the law. CalPERS penslon reform leam
continues to analyze PEPRA and tha related changes to the Public Employeas' Relirement Law (PERL) and, as stich, this summary

may be revised.

Brief Summary

SECTIONS

IMPACTS
CLASSIC
MEMBERS

IMPACTS
NEW
MEMBERS

or after January 1, 2013, will ba required to suspend his or her retirement allowancae
and become an acliva member of CalPERS, unless the appoinlment [s pon-salarled,

Contracting Agency Llability for Excesslve Compensation

Requires CalPERS (for plans It administers) la define a "slgnlificant Inorease” in acluarlal
liabillly due lo Tncreased compensation pald lo a non-represented employee and further
direcls the Board lo Implement program changes to ensure thal a public agency that
creales a significant Increase In actuarial Jlabliity bears the Increased cosl assoclated
with that labiiity. CalPERS is working to develop [he program changes and definitlons

20791

necessary to administer these provisions.

Alternate Retirement Program (ARF)

ARP, a retirement savings program thal certaln Slale employees are autornatically
enralled in for two years from thelr initial hire date, will be closed to new members

20281.6

effective July 1, 2013.

* Currenlly, these provisions do not Impact classlc members dirscly. However, they
opllon 1o classic members in the future.

Page |12
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ATTACHMENT 4: INCIDENT REPORT FORM

Employee involved Date of incident
Time of incident

Location of incident

Employee’s Job Posiltion Assignment

Has employee been notified of his/her right to Union representation?

Time ' Employee’s initials

Witness to incident

WHAT WAS
OBSERVED

WHAT IS EMPLOYEE'S
EXPLANATION

Action Recommended:

Action

taken:

1. - ' 2.

Signature : Signature

Employer Representative Union Representative
Title: Title:
Date/Time/Action

taken

“FORM A”
75



ATTACHMENT 5: CONSENT FOR URINE TEST FOR DRUGS AND/OR ALCOHOL

l, (name) understarid that my Employer has adopted a Drug

and Alcohol Policy which allows for urine drug and or alcohol testing for reasonable cause. | have
been requested to give a urine specimen which will be tested for the presence of Cocaine, Opiates,

Phencyclidine, Marijuana, the Amphetamine Group and Ethyl Alcohol.

| may refuse to provide a urine sample, but disciplinary action by the Company, up to and including
discharge may result if a sample is not provided.

All charges for this urine test for drugs and/or alcohol will be paid for by the Company, and not me.

| am presently taking the following medicines or prescription drugs

| have read, understand and agree to the above.

Date

Time

Employee

Dispatched worker

76



ATTACHMENT 6: SEIU Admin Classification Pay Schedule (Effective 6/24/17)

77



SAN FRANCISCO HOUSING AUTHORITY
SEIU ADMIN CLASSIFICATION PAY SCHEDULE
Bi-Weekly Effective June 24, 2017

1 SCHEDULE A n - SALARY: ~ BENCHWARK

CLASSIFICATION 2 -# _ .: LOW S .
Account Cletk TU05725 | §1495 | $1,814 | CCSF 1630 Account Clerk
Accountant 06115 $1,805 $2,194 | CCSF 1650 Accountant
Administrative Assistant 06420 $2,094 $2,545
Administrative Clerk 06160 $1,844 $2,242 | CCSF 1426 Senior Clerk Typist
Administrative Law Clerk 06060 $1,756 $2,135 | 15% below CCSF 6116 Legislation Clerk
Admissions Clerk ' 06025 $1,727 $2,000 | CCSF 2903 Eligibility Worker
Architectural Associate 1 06425 $2,099 | $2,551 | CCSF 5261 Architectural Assistant 1
Architectural Associate I 07010 $2,793 $3,396 | CCSF 5266 Architectural Associate 1]
Architectural Technician 06225 $1,904 $2,314 | CCSF 5260 civil Engineering Assistant
Asslstant Property Manager ' 06795 $2,514 $3,056 | 5% below SFHA Property Site Manager
Buyer 06715 $2,418 $2,940 | CCSF 1952 Purchaser
Commission / Committee Clerk 06630 $2,319 $2,819
Community Outreach Worker 05115 $1,117 $1,352 | 15% below CCSF 1402 Junior Clerk
Community Petrol Rep Supervisar 05020 $1,0867 $1,291 | 10.5% above SFHA Community Petrol Rep
Community Petrol Representafive 04805 $964 $1,166 | 10% above CCSF 6201 School Crossing Guard
Compuler Operations Specialist 06035 $1,736 $2,110 | CCSF 1003 (S Operator - Senior
Computer Operations Trainee 05375 $1,264 $1,532 | CCSF 1734 Computer Operator |
Construction Inspector 07220 $3,093 $3,760 | 5% below SFHA Architectural Associate Il
Construction Planner | 06750 $2,459 $2,989
Construction Planner Il 06965 $2,732 $3,320
Construction Planner 1] 07205 $3,072 $3,734
Contract Administrative Assistant 06135 $1,823 $2,215 | CCSF 1840 Junior Management Assistant
Contracts Specialist 06715 $2,418 $2,940 | CCSF 1952 Purchaser
gg;tomer Service Complaint Desk 05950 $1,666 $2,023 | SFHA Maintenance Dispatcher
Data Entry Clerk 05750 $1,513 $1,835 | CCSF 1720 Data Entry Operator
Distribution Specialist 05885 $1,615 $1,960 | CCSF 1932 Assistant Starekeeper
Diversity & Self-Sufficiency Specialist 06090 $1,782 $2,166 | 10% below CCSF 9770 Community Dev Assistant
Duplication Techniclan 05565 $1,385 '$1,678 | CCSF 1706 Telephone Operator
Eligibility Clerk 06105 $1,796 $2,183 | 10% below CCSF 2905 Senior Eligibility Worker
Eligibllity Technician 06515 $2,194 $2,666 | CCSF 2907 Eligiblity Worker Supervisor
Efigibility. Worker | 06285 $1,960 $2,383
Eligibility Worker |l 06415 $2,089 $2,539
Employment Specialist 06005 $1.710 $2,079 ;5% below CCSF 9702 Employment/Training Spec
Evictions Specialist 06385 $2,058 $2,502 | CCSF 6173 Legal Assistant
Executive Floater 05850 $1,588 $1,927 | SFHA Administrative Clerk

CCSF 7412 Automotive Service Worker

$2,140

Fleet Specialist 06065 $1,761 Superiior




SAN FRANCISCO HOUSING AUTHORITY
SEIU ADMIN CLASSIFICATION PAY SCHEDULE
Bi-Weekly Effective June 24, 2017

CLASSIFICATION +:SCHBOULE (S ALY sALARY BENCHVARK

L HIGH

FSS Specialist _ 08450 | $2124 | $2,582

HOPE VI Resident Community Worker 05210 $1,169 $1,414 | 10% below CCSF 1402 Junior Clerk

HOPE VI Self-Sufficiency Specialist 05790 $1,543 $1,871 | 10% below CCSF 9770 Community Dev Assistant
Housing Inspector | 06815 $2,539 $3,087 | 26.6% below CCSF 6331 Building Inspector
Housing Inspector li 06890 $2,632 $3,199 | 22.5% below CCSF 6331 Building Inspector
Intake Specialist 05405 $1,282 $1,554 | CCSF 1402 Junior Clerk

Inventory Controls Specialist 05635 $1,433 $1,736 | CCSF 1922 Senlor Inventory Clerk

Junior Buyer 06235 $1,914 $2,326 )

Junior Clerk 05720 $1,491 $1,809 | CCSF 1402 Junior Clerk

Junior Payroll Analyst 06085 $1,778 $2,161 | CCSF 1220 Payroll Clerk

Junior Technlcal Writer 06030 $1,731 $2,104 | 10% below CCSF 1817 Procedural Writer
Leased Housing Inspector | 06515 $2,194 $2,666 | 26.6% below CCSF 6331 Building Inspector
Leased Housing Inspecter [} 06585 $2,269 $2,758 | 22.5% below CCSF 6331 Building Inspector
Legal Clerk 06050 $1,748 $2,124 | CCSF 8106 Legal Process Clerk
Maintenance Construction Planner | 06440 $2,115 $2,571 | 25% below SFHA M/C Planner i
Maintenance Gonstruction Planner Il 06655 $2,342 $2.855 | 12.5% below SFHA M/C Planner Il
Maintenance Construction Planner 1l 06900 $2,647 $3,217 | CCSF 7262 Maintenance Planner (Flat Rate)
Maintenance Dispatcher 06255 $1,032 $2,348 | SFHA Senior Administrative Clerk
Maintenance Inspector 07220 $3,093 $3,760 | 5% below SFHA Architectural Associate 1
Management Operations Technician 06135 $1,823 $2,215 | CCSF 1840 Junlor Management Assistant
Maintenance Planner | 06750 $2,459 $2,989

Maintenance Planner [l 06965 $2,732 $3,320

Malntenance Planner Il 02705 $3,072 $3,734

Messenger 05580 $1,394 $1,690 | CCSF 1404 Clerk

Payroll Clerk 06085 $1,778 $2,161 | CCSF 1220 Payroll Clerk

Payroll Technician 06400 $2,074 $2,521 | CCSF 1204 Senior Personnel Clerk
Personnel File Clerk 05405 $1,282 $1,554 | CCSF 1402 Junior Clerk

Principal Account Clerk 06270 $1,946 $2,365 | CCSF 1634 Principal Account Clerk
Programmer 06385 $2,058 $2,502 | CCSF 1062 1S Programmer Analyst
Property Manager | 06740 $2,449 $2,977

Property Manager Il 06890 $2,632 $3,199

Property Site Manager 06580 $2,264 $2,752 | SFHA Leased Housing Inspector (1
Recreation Coordinator 05835 $1,677 $1,914 | CCSF 3264 Recreation Director

Relocation Aide 05720 $1,491 $1,809 | CCSF 1402 Junior Clerk

Rent Assistant 06040 $1,740 $2,115 | SFHA Senior Legal Clerk

Reproduction Specialist 06160 $1,844 $2,242 | SFHA Administrafive Clerk

Resident Coordinator 05720 $1,481 $1,809 | CCSF 1402 Junior Clerk




SAN FRANCISCO HOUSING AUTHORITY
SEIU ADMIN CLASSIFICATION PAY SCHEDULE
Bi-Weekly Effective June 24, 2017

' SCHEDULE | SALARY : iR Eo :
AT s LOW .Sﬁll-gg‘! : BENCHMARK

CLASSIFICATION

- $1,844 SEHA Administrative Clerk

Resident Liaison - S 06160 ) ,24

Resident Management Trainee 06125 $1,814 $2,204 | 25% below Property Site Manager

Resident Organizer 05210 $1,169 $1,414 | 10% below CCSF 1402 Junior Clerk

Resources Center Aide 04940 $1,027 $1,243 | 25% below CCSF 1402 Junior Clerk

Secretary 06350 $2,023 $2,459 | CCSF 1446 Secretary

Security Monitor 04810 $966 $1,169 | 10% above CCSF 6201 School Grossing Guard
Senior Account Clerk 06025 $1,727 $2,099 | CCSF 1632 Senior Account Clerk

Senior Accountant 07105 $2,926 $3,657 | CCSF 1652 Senior Accountant

Senior Administrative Clerk 06255 $1,932 $2,348 | 5% Above SFHA Administrative Clerk

Senior Buyer 07110 $2,933 $3,566 | CCSF 1956 Senior Purchaser

Senior Eligibility Clerk 06610 $2,297 $2,793 | CCSF 2905 Senior Eligibility Worker

Senior Legal Clerk 06040 $1,740 $2 115 | 5% above CCSF 6108 Senior Legal Process Clerk
Senior Maintenance Dispatcher 06485 $2,161 $2,627 | 15% above SFHA Maintenance Dispatcher
Senior Payroll Specialist 06560 $2,242 $2,726

Senior Secrefary 06535 $2,215 $2,693 | CCSF 1450 Executive Secretary |

Senior Social Worker 06995 $2,772 $3,369 | CCSF 2920 Medical Social Worker

Social Worker 06385 $2,058 $2,502 | CCSF 2910 Social Worker

Supervising Security Monitor 05300 $1,220 $1477 | 10% below CCSF 8202 Security Guard

Switchboard Operator 06160 $1,844 $2,242 | SFHA Administrative Clerk
Technical Assistant _ 06225 $1,904 $2,314 | SFHA Senior Secretary
Youth Coordinator 06525 - $2,204 $2,679 | CCSF 3287 Assistant Recreation Director




ATTACHMENT 7: SEIU Admin Classification Pay Schedule (Effective 6/23/18)
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SAN FRANCISCO HOUSING AUTHORITY
SEIU CLASSIFICATION PAY SCHEDULE
Bi-WeekIy Effective June 23, 2013

SCHEDULE  SALARY o, apy BENCHMARK

CLASSIFICATION
# LOwW HIGH

Account Clerk 05790 $1,543 $1,871 | CCSF 1630 Account Clerk
Accountant 06180 _ $1,862 $2,264 | CCSF 1650 Accou_ntant
Administrative Asslstant 06485 $2,161 $2,627
Administrative Clerk 06225 $1,904 $2,314 | CCSF 1426 Senior Clerk Typist
Administrative Law Clerk 06125 $1,814 $2,204 | 15% below CCSF 6116 Legislation Clerk
Admissions Clerk 06090 $1,782 $2,166 | CGSF 2903 Eligibility Worker
Architectural Associate | 06490 $2,166 $2,632 | CCSF 5261 Architectural Assistant Il
Architectural Associate Il ' 07075 $2,882 $3,503 | CCSF 5266 Architectural Associate Il
Architectural Technician 06290 $1,965 $2,388 | CCSF 5260 civil Engineering Assistant
Assistant Property Manager 06860 $2,506 $3,155 | 5% below SFHA Property Site Manager
Buyer 06780 $2,496 $3,035 | CCSF 1952 Purchaser
Commission / Commiittee Clerk 06695 $2,395 $2,910
Community Outreach Worker 05180 $1,152 $1,394 | 15% below CCSF 1402 Junior Clerk
Community Petrol Rep Supervisor 05085 $1,102 $1,333 | 10.5% above SFHA Community Petfrol Rep
Community Petrol Representative 04870 $994 $1,203 | 10% above CCSF 6201 School Crossing Guard
Computer Operations Specialist 06100 $1,791 $2,178 | CCSF 1003 IS Operator - Senior
Computer Operations Traines 05440 $1,304 $1,680 | CCSF 1734 Computer Operator |
Construction Inspector 07280 $3,189 $3,873 | 5% below SFHA Architectural Associate Il
Constructlon Planner | 06810 $2,533 $3,080
Construction Planner Il 07030 $2,819 $3,426
Construction Planner il 07270 $3,169 $3,851
Contract Administrative Assistant 06200 $1,881 $2,287 | CCSF 1840 Junior Management Assistant
Contracts Specialist 06780 $2,496 $3,035 | CCSF 1952 Purchaser
gg,sjtomer Service Complaint Desk 06015 $1,718 $2,089 | SFHA Maintenance Dispatcher
Data Entry Clerk 05815 $1,562 $1,895 | CCSF 1720 Data Entry Operator
Distribution Specialist 05950 $1,666 $2,023 | CCSF 1932 Assistant Storekeeper
Diversity & Self-Sufficiency Specialist 06155 $1,840 $2,236 | 10% below CCSF 9770 Cornmunity Dev Assistant
Duplication Technician 05630 $1.429 $1,731 | CCSF 1706 Telephone Operator
Eligibility Clerk 06170 $1,853 $2,252 | 10% below CCSF 2905 Senior Eligibility Warker
Eligibility Technician 06580 $2,264 $2,752 | CCSF 2907 Eligibility Worker Supervisor
Eligibility Worker | 06350 $2,023 $2,459
Eligibility Worker I 06480 $2,156 $2,621
Employment Specialist 06070 $1765 $2.145 I5% below CCSF 9702 Employment/Training Spec
Evictions Speclalist 06450 $2,124 $2,582 | CCSF 6173 Legal Assistant
Executive Floater 05915 $1,638 $1,990 | SFHA Administrative Clerk

CCSF 7412 Automotive Service Worker

Fleet Specialist 06130 $1,818 $2,209 Supervisor ,




SAN FRANCISCO HOUSING AUTHORITY
SEIU CLASSIFICATION PAY SCHEDULE
Bi-Weekly Effective June 23, 2018

SCHEDULE SALARY SLARY BENCHMARK

CLASSIFICATION # LOW HIGH

FSS Specialist 06515 $2,194 $2,666
HOPE VI Resident Community Worker 05275 $1,206 $4,460 | 10% below CCSF 1402 Junicr Clerk
HOPE VI Self-Sufficiency Specialist 05855 $1,592 $1,932 | 10% below CCSF 9770 Community Dev Assistant
Housing Inspector | 06880 $2,621 $3,187 | 26.6% below CCSF 6331 Building Inspector
Housing Inspector i 06955 $2,719 $3,304 | 22.5% below CCSF 6331 Building Inspector
Intake Specialist 05470 $1,323 $1,603 | CCSF 1402 Junior Clerk
Inventory Controls Speclalist 05700 $1,477 $1,791 | CCSF 1922 Senior Inventory Clerk
Junior Buyer 06300 $1,975 $2,401
Junior Clerk 05785 $1,539 $1,867 | CCSF 1402 Junior Clerk
Junior Payroll Analyst 06150 $1,835 $2,230 | CCSF 1220 Payroll Clerk
Junior Technical Writer 06095 $1,787 £2.172. | 10% below CCSF 1817 Procedural Writer
Leased Housing Inspector | 06580 $2,264 $2,752 | 26.6% below CCSF 6331 Building Inspector
Leased Housing [nspector If 06650 $2,342 $2,847 | 22.5% below CCSF 6331 Building Inspecfor
Legal Clerk . 06115 $1,805 $2,194 | CCSF 8106 Legal Process Clerk
Maintenance Construction Planner | 06505 $2,183 $2,654 | 25% below SFHA M/C Planner Ili
Maintenance Construction Planner || 06720 $2,424 $2,946 | 12.5% below SFHA M/C Planner HI
Maintenance Construction Planner i1l 06965 $2,732 $3,320 | CCSF 7262 Maintenance Planner (Flat Rate)
Maintenance Dispatcher 06320 $1,994 $2,424 | SFHA Senior Administrative Clerk
Maintenance Inspector ' 07280 $3,189 $3,873 | 5% below SFHA Architectural Associate Il
Management Operations Technician 06200 $1,881 $2,287 | CCSF 1840 Junior Management Assistant
Maintenance Planner | 06810 $2,533 $3,080
Maintenance Planner Il - 07030 $2,819 $3,426
Maintenance Planner Il| 07270 $3,169 $3,851
Messenger 05645 $1,440 $1,744 | CCSF 1404 Clerk

“Payroll Clerk 06150 $1,835 $2,230 | CCSF 1220 Payroll Clerk
Payroll Technician ' 06465 $2,140 $2,602 | CCSF 1204 Senior Personnel Clerk
Personnel File Clerk 05470 $1,323 $1,603 | CCSF 1402 Junior Clerk
Principal Account Clerk 06335 $2,008 $2,442 | CCSF 1634 Principal Account Clerk
Programmer 06450 $2,124 $2,582 | CCSF 1062 1S Programmer Analyst
Property Manager | 06805 $2,527 $3,072
Property Manager I 06955 $2,719 $3,304 |,
Property Site Manager 06640 $2,332 $2,835 | SFHA Leased Housing Inspector Il
Recrsation Coordinator 05900 $1,626 $1,975 | CCSF 3264 Recreation Director
Relocation Aide 05785 $1,539 $1,867 | CCSF 1402 Junior Clerk
Rent Assistant 06105 $1,796 $2,183 | SFHA Senior Legal Clerk
Reproduction Specialist 06225 $1,904 $2,314 | SFHA Administrative Clerk
Resident Coordinator 05785 $1,539 $1,867 | CCSF 1402 Junior Clerk




SAN FRANCISCO HOUSING AUTHORITY
SEIU CLASSIFICATION PAY SCHEDULE
Bi-Weekly Effective June 23, 2018

SCHEDULE SALARY SALARY
CLASSIFICATION # LOW HIGH BENCHMARK

Resident Liaison = 06225 $1,904 | $2,314 | SEHA Administrative Clerk

Resident Management Trainee 06180 $1,871 $2,274 | 25% below Property Site Manager

Resldent Organizer 06275 $1,208 $1,460 | 10% below CCSF 1402 Junlor Clerk

Resources Center Aide 05005 $1,060 $1,282 | 25% below CCSF 1402 Junior Clerk

Secretary 06415 $2,089 $2,539 | CCSF 1446 Secretary Il

Security Monitor 04875 $996 $1,206 | 10% above CCSF 6201 School Crossing Guard
Senior Account Clerk 06090 $1,782 $2,166 | CCSF 1632 Senior Account Clerk

Senior Accountant 07170 $3,018 $3,668 | CCSF 1652 Senior Accountant

Senior Administrative Clerk . 06320 $1,994 $2,424 | 5% Above SFHA Administrative Clerk

Senior Buyer 07175 $3,027 $3,679 CCSF 1956 Senior Purchaser

Senior Eligibility Clerk 06675 $2,371 $2,882 | CCSF 2905 Senior Eligibility Worker

Senior Legal Clerk 06105 $1,796 $2,183 | 5% above CCSF 6106 Senior Legal Process Clerk
Senior Maintenance Dispatcher 06550 $2,230 $2,711 | 15% above SFHA Maintenance Dispatcher
Senior Payroll Specialist 06625 $2,314 $2,813

Senior Secrelary 06600 | $2,287 $2,779 | CCSF 1450 Executive Secretary |

Senior Social Worker 070860 $2,862 $3,479 | CCSF 2920 Medical Social Worker

Social Worker 06450 $2,124 $2,582 | CCSF 2910 Social Worker

Supervising Security Monitor 05365 $1,258 $1,524 | 10% below CCSF 8202 Security Guard
Switchboard Operator 06225 $1,904 $2,314 | SFHA Administrative Clerk

Technical Assistant 06290 $1,065 $2,388 | SFHA Senior Secretary

Youth Coordinator 06590 $2,274 $2,764 | CCSF 3287 Assistant Recreation Director




