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 2025-2026 Memorandum of Understanding Negotiations 

Between the  
County of Alameda 

and the  
Service Employees International Union Local 1021 

 
 
SECTION 16. WAGES 
 
16.A. WAGES DURING THE MOU TERM  

 
1. July 9, 2023.  Effective July 9, 2023Effective [the pay period the parties reach comprehensive 

tentative agreement], salaries for employees in classifications represented by the Union shall be 
increased by six twofour percent (64.0%). 

 
2. July 7, 2024.  Effective July 7, 2024Effective July 4, 2027, salaries for employees in 

classifications represented by the Union shall be increased by five three percent (53.00%). 
 
3. 3. July 6, 2025.  Effective July 6, 2025Effective July 2, 2028, salaries for employees in 

classifications represented by the Union shall be increased by four three percent (4.03.00%). 
 

4. One-Time Payment.  Employees covered by this MOU who are in paid status as of the pay period 
containing Board adoption of this MOU, shall receive a one-time payment of seven-hundred and 
fifty dollars ($750).  This amount shall be prorated for employees who work less than full-time, 
based upon the hours the employee is regularly scheduled to work. 

 
16.B. LONGEVITY PAY 
 

1. 10-Years of Service.  Except for employees covered under subsection 16.B.1.a. (Child Welfare 
Worker I/II) below, employees completing the equivalent of ten (10) or more years of continuous 
service (equivalent to or at least 20,800 and 19,500 total service hours for 80- and 75-hour 
employee, respectively) shall receive an additional one percent (1.0%) compensation and shall 
apply to all hours in a paid status. 
 

a. Child Welfare Worker I/II.  Notwithstanding subsection 16.B.1. (10-Years of Service) 
above, employees occupying positions as Child Welfare Worker I (Job Code 6740) or Child 
Welfare Worker II (Job Code 6745), upon completion of the equivalent of ten (10) or more 
years of continuous service (equivalent to or at least 19,500 total service hours), in either or 
both job classifications, shall receive an additional two percent (2.0%) compensation. 

 
2. 20-Years of Service.  Except for employees covered under subsection 16.B.1.a. (Child Welfare 

Worker I/II) above, employees completing the equivalent of twenty (20) or more years of continuous 
service (equivalent to or at least 41,600 and 39,000 total service hours for 80-hour and 75-hour 
employee, respectively) shall receive an additional one percent (1.0%) compensation, for a total of 
two percent (2.0%) and shall apply to all hours in a paid status. 

 
16.B. ZONE 7 CLASSIFICATIONS. The job classes, unique to the Alameda County Flood Control and 

Water Conservation District, Zone 7 listed in Appendix F (Flood Control and Water Conservation 
District Zone 7) are excluded from the provisions of this subsection.9 
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16.C. REOPENER. At the County's discretion, reopeners may occur to meet and confer on salaries for 
specific classifications identified by the County based on recruitment and retention operational 
needs. 

 
16.DC. SPECIAL ADJUSTMENTS1.   In addition to the general wage increases as provided in subsection 

16.A. (Wages During the MOU Term), the base salaries for the following classifications will receive 
the respective special salary adjustment(s) listed belowas follows effective [two pay periods following 
adoption of the MOU by the Board of Supervisors]:  
 
1. Special Adjustments – Equities. The following special salary adjustments shall be applied to 

the top of the salary range and the preceding salary steps shall be adjusted five percent (5%) 
downward consistent with Salary Ordinance 4-15. 
 
Salary Step Equalization = (“SSE”) 

 

Job Code Classification Title 

Effective 2 
Pay Periods 
Following 
Adoption  

1305 Account Clerk I 2.54% 
1305 Account Clerk I SAN 2.54% 
1310 Account Clerk II 4.28% 
1310  Account Clerk II SAN 4.28% 
2705 Auditor-Appraiser I 2.50%  
2705N Auditor-Appraiser I SAN 2.50%  
2710 Auditor-Appraiser II 2.50% 
2710N Auditor-Appraiser II SAN 2.50% 
2715 Auditor-Appraiser III 2.50% 
9408 Auto Parts Technician 8.49% 
1165 Child Support Assistant I 3.15% 
1166 Child Support Assistant II 1.04% 
6740 Child Welfare Worker I 5.00% 
6745 Child Welfare Worker II 5.00% 
1241 Civil Legal Clerk 7.12% 
6700 Community Outreach Worker I 1.16% 
6507 CORE Associate Clinical Therapist 7.82% 
6498 CORE Clinical Therapist  7.82% 
6499 CORE Lead Clinical Therapist 7.82% 
8525 Criminalist III 3.00% 
1570 Eligibility Services Technician I 5.00% 
1572 Eligibility Services Technician III 3.00% 
1132 Eligibility Support Clerk 3.89% 
1882 Emergency Services Dispatcher I 4.00% 
1885N Emergency Services Dispatcher II 4.00% 
6784 Employment Counselor 3.00% 

 
 
 
 
1 Except for Job Codes (“JCs”) 5300, 5305 and 5315, classificaƟons with special adjustments shall also have the salary steps 
adjusted consistent with the “ImplementaƟon of Salary Step EqualizaƟon” sideleƩer of agreement.  
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Job Code Classification Title 

Effective 2 
Pay Periods 
Following 
Adoption 

6782 Employment Specialist II, Behavioral Health 2.99% 
6708 Family Support Senior Case Manager 4.00% 
1283 Fingerprint Examiner 5.00% 
5650 Hazardous Materials Specialist 1.17% 
7410 Janitor 2.00% 
7410N Janitor SAN 2.00% 
7411 Janitor, Floor Specialist 2.00% 
7416 Janitor, Detention Facilities 2.00% 
7417 Janitor Floor Specialist, Detention Facilities 2.00% 
8522 Latent Fingerprint Examiner 7.00% 
7415 Lead Janitor 2.00% 
7418 Lead Janitor, Detention Facilities 2.00% 
1511 Legal Process Clerk I 7.00% 
1513 Legal Process Clerk II 7.00% 
1103 Library Clerk I 4.15% 
1103N Library Clerk I SAN 9.51% 
1104 Library Clerk II 4.15% 
1104N Library Clerk II SAN 13.93% 
9310N Library Driver-Clerk SAN 8.92% 
4200 Library Lead Clerk 5.64% 
1109 Library Page 5.00% 
1109N Library Page SAN 15.79% 
1118 Mail Clerk 6.33% 
6490 Mental Health Specialist I 2.17% 
6491 Mental Health Specialist II 2.17% 
6492 Mental Health Specialist III 2.17% 
1105 Messenger 6.33% 
1105N Messenger SAN 6.33% 
5799 Nutrition Assistant II 3.12% 
5646 Pharmacy Support Specialist 10.0% 
5770 Public Health Investigator 6.00% 
5300 Registered Nurse I 20.92% 
5305 Registered Nurse II 6.00% 
5315 Registered Nurse III 6.00% 
5645 Senior Clinical Pharmacist, ACBH 4.00% 
1287 Senior Fingerprint Examiner 5.00% 
5655 Senior Hazardous Materials Specialist 1.17% 
8531 Senior Latent Fingerprint Examiner 9.00% 
1133 Service Support Specialist 3.89% 
9294 Sheriff’s Multimedia Producer 9.23% 
8752 Sheriff's Safety Aide 2.25% 
6720 Social Worker III 4.00% 
1705 Supply Clerk I 7.85% 
1705N Supply Clerk I SAN 17.69% 
1710 Supply Clerk II 3.26% 
1710N Supply Clerk II SAN 11.82% 
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2. Special Adjustments – Salary Step Equalization.  In implementing the following special 

adjustments, the County will review step placement of current incumbents and adjust the steps 
five percent (5%) upward or downward at the corresponding salary steps that do not negatively 
impact existing incumbents.  The following special adjustments shall be implemented to achieve 
the appropriate salary step equalization:  
 

Job Code Classification Title 

Effective 2 Pay 
Periods 

Following 
Adoption  

0132 Accountant 0.93% 
1314 Accounting Specialist I 0.23% 
1316 Accounting Specialist II 0.23% 
1142 Administrative Assistant 0.38% 
6760 Adult Protective Services Worker I 0.89% 
6765 Adult Protective Services Worker II 0.72% 

8418 Agricultural and Standards Investigator I 
1.48% 

 
8419 Agricultural and Standards Investigator II 1.55% 
8420 Agricultural and Standards Investigator IIII 0.77% 
2610 Appraiser I 1.00% 

2610N Appraiser I SAN 1.00% 
2615 Appraiser II 0.97% 

2615N Appraiser II SAN 0.97% 
2620 Appraiser III 0.48% 

 
0143 Auditor 0.06% 
6505 Behavioral Clinician I 0.86% 
6510 Behavioral Clinician II 0.44% 
6512 Behavioral Health Crisis Intervention Specialist I 0.64% 
6513 Behavioral Health Crisis Intervention Specialist II 1.64% 
1492 Billing Technician II 1.34% 
2972 Bonds & Finance Technician III 0.09% 
6787 Career Development Specialist I 1.17% 
1401 Child Support Specialist I 0.10% 
6515 Clinical Review Specialist 1.64% 
1115 Clerk I 1.77% 
1420 Collection Enforcement Deputy I 1.06% 
6701 Community Outreach Worker II 2.10% 
8520 Crime Laboratory Technician 0.67% 
8523 Criminalist I 0.39% 
8524 Criminalist II 1.22% 
1282 Elections Technician 0.50% 

1282N Elections Technician N 0.50% 
2123 Engineering CAD/D Tech II 0.58% 
5649 Environmental Health Technician 0.86% 
5660 Registered Environmental Health Specialist 

Trainee 
1.58% 

6706 Family Support Care Coordinator 1.94% 
6707 Family Support Case Manager 1.69% 
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Job Code Classification Title 

Effective 2 Pay 
Periods 

Following 
Adoption  

7510 Food Service Worker 2.14% 
7510N Food Service Worker SAN 2.14% 
6528 Forensic Behavioral Health Clinician I 0.87% 
6529 Forensic Behavioral Health Clinician II 0.69% 
9103 Gardener II, PWA 1.50% 
7879 Health Services Trainee 1.46% 
2955 Healthy Housing Rehab Spec I 0.42% 
2965 Housing & Comm Dev Spec II 0.54% 
2966 Housing & Comm Dev Spec III 0.25% 
2961 Housing & Comm Dev Tech I 0.57% 
2973 Housing & Comm Dev Tech II 0.71% 
0411 Information Systems Technician II 0.42% 
1792 Info Technology Specialist I 0.10% 
1793 Info Technology Specialist II 0.12% 
1795 Info Technology Specialist IV 0.05% 
4130 Librarian I 0.17% 

4130N Librarian I SAN 0.17% 
4140 Librarian II 0.19% 
4120 Library Technician 1.84% 

4120N Library Technician SAN 1.84% 
4121 Literacy Specialist 0.96% 
2183 Materials Testing Technician III 1.29% 
5605 Microbiologist 0.75% 

5605N Microbiologist SAN 0.75% 
5799 Nutrition Assistant II 0.83% 
5792 Nutritionist I 0.41% 
5850 Pediatric Occup Therapist 0.43% 

5850N Pediatric Occup Therapist N 0.54% 
5860 Pediatric Physical Therapist 0.43% 

5860N Pediatric Physical Therapist N 0.54% 
2925 Planner I 1.29% 
2930 Planner II 1.31% 
1821 Programmer I 0.20% 
1823 Programmer II 0.51% 
0173 Procurement & Contracts Specialist II 0.49% 
2111 Public Works Tech Asst I 0.79% 
2112 Public Works Tech Asst II 0.99% 
2113 Public Works Tech Asst III 0.71% 
2172 PW Inspector III, Facilities 0.67% 
2162 PW Inspector III, Construction 0.67% 
5665 Registered Environmental Health Specialist 1.50% 
5667 Senior Registered Environmental Health Specialist 0.12% 
5865 Senior Therapist 0.02% 
8755 Sheriff’s Technician 1.88% 
6710 Social Worker I 1.94% 
6715 Social Worker II 1.69% 
1205 Stenographer I 2.10% 
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Job Code Classification Title 

Effective 2 Pay 
Periods 

Following 
Adoption  

1205N Stenographer I SAN 2.10% 
1210 Stenographer II 0.79% 

1210N Stenographer II SAN 0.79% 
1799 Technical Support Specialist II 0.25% 
9280 Telecom Technician 1.20% 
9279 Telecom Technician Trainee 1.20% 
5825 Therapy Aide 0.98% 
1602 Treasurer-Tax Coll Spec II 0.93% 
1603 Treasurer-Tax Coll Spec III 1.29% 
1476 Veterans Service Representative 0.54% 

 
 
16.D. ZONE 7 CLASSIFICATIONS. The job classes, unique to the Alameda County Flood Control and 

Water Conservation District, Zone 7 listed in Appendix F (Flood Control and Water Conservation 
District Zone 7) are excluded from the provisions of this Section 16. (Wages). 

 
16.E. REOPENER. At the County's discretion, reopeners may occur to meet and confer on salaries for 

specific classifications identified by the County based on recruitment and retention operational 
needs. 

 

 
Tentative Agreement 
 

For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 

9/22/2026 9/23/2026
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Proposal Chronology: 
 
Date Note 
12/20/25 UP #4 to County 
2/10/26 CC1 to UP #4 to Union 
2/26/26 UP #4v2 to County 
4/9/26 CC1 to UP #4v2 to Union 
4/16/26 UP #4v3 to County 
4/21/26 CC1 to UP #4v3 to Union 
5/12/26 UP #4v4 to County 
5/14/26 CC1 to UP #4v4 to Union 
5/26/26 UP #4v5 to County  
5/28/26 CC1 to UP #4v5 to Union 
6/9/26 County Comprehensive Package Proposal #1 – 

CC1 to UP #4v5 tied to CC1 to UP #17v3 
6/16/26 Union Economic Package #1 
6/23/26 County Comprehensive Package Proposal #2 
6/30/26 Union Economic Package #2 
7/7/26 County Economic Package Proposal #1 
7/14/26 Union Economic Package #3 
7/21/26 County Comprehensive Package Proposal #3 - 

CC1 to UPkg #3 
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SIDELETTER OF AGREEMENT 
BETWEEN THE 

COUNTY OF ALAMEDA 
AND THE 

SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 
 
 

Implementation of Salary Step Equalization Review 
 

Salary Ordinance Section 4-15 defines a step as an increment approximating five percent (5%). 
Consistent with the County's salary-setting methodology, salary schedules are established using 
the top step of the salary range, with each preceding salary step derived from successive 
reductions of approximately five percent (5%) from the next higher step. 
 
To address the salary step equalization, the County will implement the following, effective as 
specified in the applicable Memorandum of Understanding provision or Sideletter of Agreement: 
 

1) Special Adjustments – General Implementation. In implementing the special 
adjustments set forth in subsection 16.C.1. (Special Adjustments), the County will apply 
the special adjustment to the top of the salary range and adjust five percent (5%) 
downward at each preceding salary step. As a result of this implementation, no employee 
employed as of the date of ratification shall receive less than the general wage increase 
as provided for in subsection 16.A.1. (Wages During the MOU Term) and the special 
adjustment amounts shall not exceed the percentages provided in subsection 16.C.1. 
(Special Adjustments - Equities). 
 

2) Special Adjustments – Salary Step Equalization. The special adjustments set forth in 
subsection 16.C.2. (Special Adjustments for Salary Step Equalization), were determined 
based on the step placement of incumbents during negotiations and the salary steps were 
adjusted five percent (5%) upward or downward from the lowest step that is occupied by 
an employee at the time of review. For example, if the classification has five steps, and 
the lowest paid incumbent at the time of review was at Step 3, the County will adjust Steps 
1 through 5 in 5% intervals upward and downward from Step 3. As a result of this 
implementation, no employee employed as of the date of ratification shall receive less 
than the general wage increase as provided for in subsection 16.A.1. (Wages During the 
MOU Term) and the special adjustment amounts shall not exceed the percentages 
provided in subsection 16.C.2. (Special Adjustments for Salary Step Equalization).  
 

3) Classifications with No Employee Impact.  For classifications listed in the Attachment, 
starting at the top of the salary range, adjust five percent (5%) downward at each 
preceding salary step. The classifications listed shall have no impact to existing 
employees employed as of the date of ratification as the classification either has no 
existing incumbents, all incumbents are at the top step, or the adjustments will result in 
the steps either remaining the same or being increased.  

 
4) Registered Nurse II and Registered Nurse III Classifications.  For classifications of 

Registered Nurse II (Job Code (“JC”) 5305) and Registered Nurse III (JC 5315), the salary 
step structure, step progression, step placement, and the salary step equalization process 
shall be implemented in accordance with the “Registered Nurse II/III Salary Step Structure, 
Timeframe and Step Placement” sideletter of agreement. 
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5) Certain Clerical Classifications.  For certain clerical classifications the salary step 
adjustment and employee step placement shall be implemented in accordance with the 
“Salary Step Adjustment and Employee Step Placement for Clerical Classifications” 
sideletter of agreement. 

 
To the extent any inconsistency exists between the implementation of the negotiated salary 
schedule and County ordinances or resolutions, the provisions of this Memorandum of 
Understanding shall control in accordance with Section 33 (Enactment). 
 
Tentative Agreement: 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 

9/22/2026 9/23/2026
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Attachment 
 

Classifications with Step Adjustment with No Employee Impact 
 

 
Job 
Code 

Classification Title 

8204 Agricultural and Stand Tech 

2515 Associate Right of Way Agent 

2510 Asst Right of Way Agent 

8509 Asst Public Guardian-Consrvtr 

1491 Billing Technician I 

1493 Billing Technician III 

2968 Bonds & Finance Technician I 

2969 Bonds & Finance Technician II 

8303 Building Inspection Tech 

8305 Building Inspector I 

8310 Building Inspector II 

0161 Business License Tax Auditor 

2210 Capital Improvement Prj Coor 

1167 Child Support Assistant III 

1402 Child Support Specialist II 

5337 Clinical Nurse Specialist 

6316 Clinical Psychologist 

6316N Clinical Psychologist SAN 

8675 Code Enforcement Officer I 

8680 Code Enforcement Officer II 

8685 Code Enforcement Officer III 

1425 Collection Enfrcemnt Depty II 

0325 Community Relations Coord 

5097 Consumer /Fam Rela Prog Asst 

6511 CORE Program Assistant 

0404 Crime Technician 

1154 Customer Srv Rep, DCSS 

1154N Customer Srvs Rep, DCSS N 

1131 Data Input Clerk 
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Job 
Code 

Classification Title 

1541 Deferred Compensation Tech 

8705 Deputy Public Guard-Cons/Inves 

2980 Econ & Civic Dev Spec I 

2981 Econ & Civic Dev Spec II 

2982 Econ & Civic Dev Spec III 

9267 Electronic Systems Technician 

1571 Eligibility Services Tech II 

1573 Eligibility Services Tech IV 

8720 Emergency Services Coord I 

8721 Emergency Services Coord II 

6781 Employment Specialist I, Behavioral 
Health 

2105 Engineering Aide 

2122 Engineering CAD/D Tech I 

2124 Engineering CAD/D Tech III 

5647 Environ Health Mainten Worker 

1426N Financial Hearing Off SAN 

1426 Financial Hearing Officer 

6532 For Mental Hlth Specialist 

8516 Forensic Computer Examiner I 

8517 Forensic Computer Examiner II 

7205 Gardener I, GSA 

9102 Gardener I, PWA 

7210 Gardener II, GSA 

2125 Geographical Info Tech 

1461 Health Care Claims Examr I 

1462 Health Care Claims Examr II 

5780 Health Educator I 

5781 Health Educator II 

2994 Healthy Homes Comm Dev Spec I 

2995 Healthy Homes Comm Dev Spec II 

2996 Healthy Homes Comm Dev Spec III 

2997P Healthy Homes Comm Dev Tech I 
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Job 
Code 

Classification Title 

2998P Healthy Homes Comm Dev Tech II 

2956 Healthy Housing Rehab Spec II 

2957 Healthy Housing Rehab Spec III 

2984 Healthy Housing Rehab Tech 

2964 Housing & Comm Dev Spec I 

6635 Housing Res Specialist, BHCS 

0410 Info Systems Tech I 

1794 Info Technology Specialist III 

6786 Job Developer 

5550 Laboratory Technician 

7710 Laundry Service Worker 

1155 Lead Customer Srvc Rep, DCSS 

1213 Legal Stenographer 

9310 Library Driver-Clerk 

4175 Librarian III 

6732 Licensing Evaluator 

1417 Literacy Advocate 

2301 Mapping Technician I 

2302 Mapping Technician II 

2303 Mapping Technician III 

6496 Marriage and Fam Therapist  I 

6497 Marriage and Fam Therapist II 

2181 Materials Testing Tech I 

2182 Materials Testing Tech II 

5982 Medical Assistant 

1460 Medical Records Technician 

6405 Medical Social Worker I 

6415 Medical Social Worker II 

9312 Mobile Library Driver-Clerk 

1803 Network Support Technician I 

1804 Network Support Technician II 

5798 Nutrition Assistant I 
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Job 
Code 

Classification Title 

1496 Patient Service Tech I 

1497 Patient Service Tech II 

1495 Patient Services Tech III 

2935 Planner III 

2921 Planning Technician I 

2922 Planning Technician II 

0172 Procrment & Contrcts Spec I 

1825 Programmer Analyst 

5980 Public Health Nursing Asst I 

5981 Public Health Nursing Asst II 

7401 Public Works Aide I 

7402 Public Works Aide II 

2170 PW Inspector I, Facilities 

2160 PW Inspector I,Construction 

2171 PW Inspector II, Facilities 

2161 PW Inspector II,Construction 

2604 Real Property Appraiser Aide 

5510 Registered Dental Assistant 

8178N Registered Veterinary Tech SAN 

6638 Rehabilitation Counselor I 

6640 Rehabilitation Counselor II 

1369 Retirement Accountant I 

1370 Retirement Accountant II 

1361 Retirement Benefits Specialist 

1344 Retirement Support Specialist 

1352 Retirement Technician 

1215 Secretary I 

8225 Senior Agricultural Biologist 

7512 Senior Food Service Worker 

5610 Senior Microbiologist 

1353 Senior Retirement Tech 

6646 Sr Clinical Case Mgr, CHSC 
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Job 
Code 

Classification Title 

5691 Sr Vector Control Biologist 

1798 Technical Support Spec I 

9270 Telecom Equipment Installer 

9284 Telecom Services Coord I 

9288 Telecom Services Coord II 

1212 Transcriptionist 

1212N Transcriptionist SAN 

1601 Treasurer-Tax Coll Spec I 

5690 Vector Control Biologist 

5695 Vector Ecologist 
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SIDELETTER OF AGREEMENT 
BETWEEN THE 

COUNTY OF ALAMEDA 
AND THE 

SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 
 
 

Registered Nurse II/III Salary Step Structure, Timeframe and Step Placement 
      
The County of Alameda (“County”) and the Service Employees International Union Local 1021 
(“Union”) (collectively, the “Parties”) agree that within 90 days following adoption of the 2026 – 
2029 Memorandum of Understanding by the Board of Supervisors, the Parties will meet to finalize 
an implementation plan for the following agreed-upon changes: 
 

• Change the salary step structure for the Registered Nurse II (Job Code (“JC”) 5305) and 
Registered Nurse III (JC 5315) classifications from eight (8) salary steps to five (5) salary 
steps; 

• Adjust the timeframe for progression between salary steps to align with the traditional five-
step structure set forth in Salary Ordinance 4-1.A. (Classifications with Salary Steps); and 

• Place employees on the new salary schedule at the step that provides a salary increase 
nearest to, but not less than, the employee's current salary, and credit service time in 
accordance with the step-placement methodology discussed during the Salary Step 
Increase Equalization Review Phase I meet and confer process. 

 
 
Tentative Agreement: 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                  
 

Peter Masiak, SEIU                             Date                   

 
 

9/22/2026 9/23/2026
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  2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: County comprehensive package proposal #4 - counter proposal to UP #7v4;  
 
 
Section  Disciplinary Action. 

 
The County agrees to the principles of progressive discipline where appropriate and to due 

process as set forth in this Article. It is the intent that disciplinary action be corrective in nature and 
will only be administered for just cause. Waiver of an employee’s right to Union representation during 
a disciplinary meeting or step meeting will be in writing. 
 
A. Progressive Discipline Steps 

 
First-Level Supervisor 
 
The first-level supervisor is responsible for making every reasonable effort to develop positive 

performance of employees and resolve performance problems with employees prior to initiating 
and/or recommending a disciplinary action. 

 
Coaching methods include clear performance expectations, training, regularly scheduled 

conferences as well as informal discussions, and the formal performance evaluation process (See 
Section 3-2.05, Evaluations.) "Conference Memorandum" form #51-60 will be used to summarize 
conference discussions and a copy will be given to the employee. 

 
When a need for disciplinary action does arise, first-level supervisors may provide performance 

counseling, give an oral warning which is confirmed in writing, and/or forward a recommendation for 
stronger disciplinary action (i.e., letter of reprimand, etc.) through regular management channels. 

 
Performance Counseling - Supervisor's documentation in the unit file. A copy of the "Need for 

Improvement in Performance" form #51-66 will be given to the employee. 
 
Oral Warning - An oral warning will be followed by written documentation and routed through 

supervisory channels to the personnel file at the Division level. 
  
Such documentation must be dated and describe the discussion, including the general content 

and conclusions reached. A copy of the written "Confirmation of Oral Warning" form #51-69 will be 
given to the employee. 

 
Second-Level Manager 
 
The second-level manager is responsible for, but not limited to, the following functions in the 

disciplinary process: 
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Coaching first-level supervisors in the complete process of developing positive performance, 
which includes progressive discipline. 

 
Assessing individual situations with the first-level supervisor on an as-needed basis in order to 

determine whether or not and, if so, what is the appropriate level of discipline action. 
 
Communicating up (third-level manager) and down (first-level supervisor) regarding assessment 

and progress. 
 
Assisting the third-level manager in the preparation of letters of reprimand and/or 

recommendations to the Department Personnel Officer for strong disciplinary action. 
 
Liaison to the Department Personnel officer following referral to that office. 
 
Third-Level Manager 
 
Letter of Reprimand - A formal letter of reprimand will be done at the level of the third-level 

manager (e.g., Division Director). A copy of this letter to the employee is filed in and becomes a 
permanent part of the Agency personnel file. 

 
The employee has a right to rebut the letter of reprimand. If a rebuttal is submitted, it will be filed 

and remain in the Agency personnel file with the letter of reprimand. 
 
A recommendation for stronger disciplinary action will be referred to the Department Personnel 

Officer through appropriate management levels up to and including the Assistant Agency Director. 
Intermediate supervisory levels will review and advise regarding appropriate action prior to 
forwarding the recommendation to the next higher level.  
 
Section  Personnel Files. 
 

Review of Personnel (H.R.) Files. An employee, alone or accompanied by a Union 
Representative, shall have the right to review their personnel (H.R.) file or authorize their Union 
Representative in writing to conduct such a review. Upon presentation of a written authorization 
signed by the employee the Union Representative may request a copy of the employee’s personnel 
record. The County shall provide one copy of the record without charge. The County may verify any 
written authorization. The Union’s access to employee records shall be for good cause only. Third 
party reference material shall not be made available. Such inspections shall be arranged in advance 
with Human Resources. 

 
Placement and Removal of Disciplinary Material in Personnel (H.R.) File. No disciplinary 

material shall be inserted in an employee’s personnel (H.R.) file without their prior notice. Discipline 
will be removed from an employee’s official personnel (H.R.) file upon request of the employee after 
two (2) years from the date of the Skelly Decision or Settlement Agreement. All requests must be 
presented in writing to the Department Manager or Designee. Provided that no discipline of a similar 
nature has taken place for two years, failure of the Employee to have the discipline removed does not 
grant permission for The County to continue to utilize the materials in subsequent actions; materials 
that are greater than two years old are considered stale and unusable.  
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NEW SECTION. PROVISIONS FOR UNCLASSIFIED EMPLOYEES IN THE DISTRICT ATTORNEY’S 
OFFICE 
 
##.A. PROBATIONARY PERIOD.  Effective [two pay periods following adoption of the MOU by the Board 

of Supervisors], all unclassified employees employed by the District Attorney’s Office in classifications 
covered by this MOU shall serve a probationary period as outlined hereunder. 

 
1. DEFINED.  The probationary period shall be regarded as an integral part of the hiring process. It 

shall be utilized for the effective adjustment of the probationer, for close observation of the 
probationer’s performance, and for termination, if such performance does not meet the work 
standards for the classification or if the probationer’s conduct, moral responsibility, or integrity is 
found to be unsatisfactory.  

 
2. APPOINTMENTS SUBJECT TO PROBATIONARY PERIOD. The following types of 

appointments are subject to satisfactory completion of a probationary period: 
 
Regular; promotional; services-as-needed; reinstatement; transfer  (from another 
Agency/Department) or demotion (voluntary or involuntary) appointments. 

 
3. EXCLUSION OF LIMITED TERM APPOINTMENTS.  Time not served in the actual classification 

shall not be credited toward the completion of any period of probation. 
 

4. WHEN PROBATIONARY PERIOD NOT REQUIRED.  A new probationary period is not required 
for voluntary demotion appointments of employees who completed the probationary period in the 
classification from which they are taking a demotion. 

 
5. LENGTH. Appointments referenced in ##.A.2. (Appointments Subject to Probationary Period) 

shall be tentative and subject to a 12-month probationary period, consisting of a minimum of 2,080 
hours of actual work, exclusive of all leave and light duty. The probationary period shall be 
completed within 24-months. 

 
6. PROBATIONARY PERIOD AND MILITARY LEAVE.  Probationary employees who are granted 

military leaves of absence shall complete the balance of their probationary period within a period 
of 12-months following their return to County service. No provision of this subsection shall be 
interpreted to preclude the County from establishing a new classification covered by this MOU 
that may require a probationary period of more than 12-months. 

 
7. EXCLUSION.  Employees in a covered classification as of the effective date of this provision shall 

be subject to the probationary period requirements set forth herein. However, employees who 
were hired, rehired, or promoted prior to the effective date [insert effective date] shall receive 
credit toward completion of the probationary period only for time served in their current 
classification immediately preceding [insert the effective date].   

 
No employee shall receive credit toward completion of the probationary period for time served in 
any prior or different classification, nor shall any rights or status be based on positions held prior 
to the employee’s current appointment. An employee who is subsequently appointed, as 
described in ##.A.2., to a classification previously held shall be required to serve a new 
probationary period for that classification. 
 
a. Notwithstanding the foregoing, for a period of twelve (12) months following [insert the effective 

date], an employee who was promoted to a higher classification less than twelve (12) months 
prior to [insert the effective date], as of [insert the effective date], and voluntarily demotes 
during the probationary period to the lower classification held immediately preceding the 
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promotion shall receive credit toward completion of the probationary period for time previously 
served in that lower classification, if such time was as described in subsection ##.A.5. 
(Length).  The voluntary demotion must be approved by the District Attorney. 

 
8. STATUS UPON COMPLETION OF PROBATIONARY PERIOD. An employee who satisfactorily 

completes the period of probation for the classification to which the employee was regularly 
appointed, shall be eligible for just cause as outlined in subsection ##.B. (Discipline Procedures) 
if charged with disciplinary action involving suspension, demotion or termination of employment. 

 
9. REJECTION.  During the probationary period, an employee may be rejected at any time without 

right of appeal or hearing in any manner. An employee rejected from a classification to which the 
employee has been was promoted may be reinstated to the position from which the employee 
was promoted and had previously completed their probationary period.  If reinstated, the 
employee shall complete the probationary period applicable to the reinstated classification in 
accordance with this subsection ##.A. (Probationary Period), except as provided in subsection 
##.A.7.a.  

 
In circumstances in which an employee, who had not completed the probationary period required 
under this subsection following the effective date, is reinstated to a prior position, the employee 
shall be required to complete the probationary period in that reinstated classification in 
accordance with this subsection, without credit for any service performed prior to the effective 
date.  

 
##.B. DISCIPLINE PROCEDURES. Effective [two pay periods following adoption of the MOU by the Board 

of Supervisors], unclassified employees employed by the District Attorney’s Office covered by this 
MOU shall be afforded the procedure established hereunder in subsection ##.B. (Discipline 
Procedures) for disciplinary action(s) involving suspension, demotion, or termination of employment.  

 
1. GENERAL PROVISION AND ELIGIBILITY. Employees who have successfully completed their 

probationary period in their existing classification as outlined in subsection ##.A. (Probationary 
Period) covered by this MOU may be suspended, demoted, or terminated for just cause as 
provided below.  

 
2. CAUSES. Each of the following may constitute a cause or reason for disciplinary action, but such 

action shall not be restricted to the particular causes listed: 
 

a) Fraud in securing the appointment. 
b) Unfitness for the position. 
c) Inefficiency. 
d) Neglect of duty. 
e) Drunkenness on the job. 
f) Addiction to the use of narcotics or habit-forming drugs. 
g) Willful disobedience. 
h) Insubordination. 
i) Inexcusable absence without leave. 
j) Discourteous treatment of the general public or fellow employees. 
k) Forbidden political activity. 
l) Willful misuse of public property. 
m) Immorality. 
n) Dishonesty. 
o) Conviction of a felony. 
p) Any failure of good behavior or acts either during or outside of office hours which are  
q) incompatible with or inimical to the public service. 
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r) Engaging in business or accepting outside employment, while an employee of Alameda 
County, which gives rise to a conflict of interest. 

 
3. REPRESENTATION.  Any employee facing formal disciplinary action shall have the right to be 

represented, at the employee’s own expense by an attorney, labor representative or other person 
selected by the employee.  

 
4. WRITTEN NOTICE OF INTENT. A written Notice of Intent (“NOI”), stating the reasons for the 

proposed disciplinary action, shall be provided to any employee subject to suspension, demotion, 
or termination of employment. The NOI shall inform the employee of the right to deny the 
allegations by providing a written response to the District Attorney within ten (10) working days 
from the date of service of the NOI to the employee. 

 
5. WRITTEN DECISION. The District Attorney shall consider the written response to the allegations 

in the NOI, if submitted, and issue a decision. The issued decision constitutes the District 
Attorney’s determination of the disciplinary action and shall be effective and implemented in 
accordance with its terms. The employee may appeal the decision pursuant to subsection ##.B.6. 
(Appeal); however, the filing of an appeal shall not stay or delay its implementation. If the 
employee does not file a timely appeal, the District Attorney’s decision shall be final and binding. 
The decision shall be effective as of the date the decision is issued by the District Attorney. The 
decision of the District Attorney shall be final, but not final final. 

 
The decision under this subsection ##.B.5. (Written Decision) may be appealed in accordance 
with subsection ##.B.6. (Appeal).  

 
6. APPEAL. The employee suspended, demoted, or terminated, may, within ten (10) working days 

after receipt of the decision pursuant to subsection ##.B.5. (Written Decision), appeal said Written 
Decision to an impartial hearing officer as provided in subsection ##.B.7. (Impartial Hearing) by 
notifying the District Attorney in writing, with a copy to the Director of Human Resource Services 
or their designee. 

 
7. IMPARTIAL HEARING. Unless the parties otherwise agree, the appeal shall consist of a 

proceeding conducted by an Administrative Law Judge (“ALJ”) with the California Department of 
General Services, Office of Administrative Hearings (“OAH”), as outlined in the District Attorney’s 
Office Procedures for Impartial Hearings. The County and the employee or the employee’s 
representative retain the right to one (1) peremptory challenge of the assigned ALJ. 

 
The ALJ’s decision shall be final and binding on both parties, because it’s final final. 

 
8. INDEMNIFICATION AND DEFENSE.  The Union will defend, indemnify, and hold harmless the 

County of Alameda, and its officers, employees, and agents from and against all liability, loss, 
damage, cost, and expense, including reasonable attorneys' fees actually and necessarily 
incurred, arising out of any claim or cause of action brought or filed during the term of this MOU 
to the extent said claim or cause of action seeks to void subsection ##.B. (Discipline Procedures), 
or any part thereof, so long as subsection ##.B. (Discipline Procedures) remains in effect. The 
Union’s responsibility under this provision shall extend only to claims or causes of action seeking 
to void subsection ##.B. (Discipline Procedures). 

 
##.C.  AUTOMATIC RESIGNATION.  Failure to return at the expiration of a leave of absence or being 

absent without an approved leave shall be considered an automatic resignation. Eligible employees 
covered by this MOU shall be afforded the procedure established hereunder in subsection ##.C. 
(Automatic Resignation).  Eligible employees covered by this MOU shall be afforded the procedure 
established hereunder in subsection ##.C. (Automatic Resignation).   
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1. GENERAL PROVISION AND ELIGIBILITY.  Employees who successfully completed their 

probationary period as outlined in subsection ##.A. (Probationary Period) shall be afforded the 
procedure established below.   

 
2. WRITTEN NOTICE OF INTENT.  A written NOI to invoke automatic resignation shall be provided 

to any employee who fails to return at the expiration of a leave of absence or is absent without 
leave.  The NOI shall inform the employee of the right to provide a written response to the District 
Attorney within three (3) calendar days from the date on the NOI.   

 
A written response may be made by the employee or on behalf of the employee by a 
representative of the employee’s choice and will be considered before a final decision is made.  
Failure to present satisfactory reasons for the absence within three (3) calendar days of the date 
of actual or constructive receipt of the NOI will be deemed to have resigned effective the day 
immediately following the expiration of the three (3) calendar days. 

 
3. WRITTEN DECISION.  The District Attorney shall consider the written response to the allegations 

in the NOI, if submitted, and issue a decision.  The District Attorney may rescind the resignation 
if the employee presents satisfactory reasons for their absence within three (3) calendar days of 
the date of actual or constructive receipt of the NOI. 

 
The decision of the District Attorney shall be final. 

 
1. Reinstatement Following Resignation 

 
 On the request of a department head, an employee who resigned in good standing may, within three 
(3) years after the effective date of employee’s resignation, be reinstated in a position in the class from 
which the employee resigned or in a position in another class for which the employee may be eligible. 
Appointments by reinstatement following resignation are subject to the probationary period established 
for the class. 
 

 
Tentative Agreement: 
 

For the County:  For SEIU: 
   

Jeff Bailey, IEDA                               Date                 
 

Nato Green, SEIU                             Date                  

 
 
Proposal Chronology: 
Date Note 
12/2/25 UP #7 Passed to County 
2/10/26 CPkg1 County Reject 
3/12/26 UP #7 Resubmitted 
4/16/26 County conceptual response – Pending consideration for 

Disciplinary Procedures for Unclassified Employees 
5/26/26 CC1 to UP #7 
6/9/26 UP #7v2 Passed to County 
6/23/26 CPkg2 - CC1 to UP #7v2 

7/31/2026 8/3/2026
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Date Note 
7/9/26 UP #7v3 Passed to County 
7/21/26 CPkg3 – CC1 to UP #7v3 
7/23/26 UP #7v4 Passed to County 
7/30/26 CPkg4 – CC1 to UP #7v4 
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Attachment 
 
 

County of Alameda 
District Attorney’s Office  

Procedures for Impartial Hearings 
 
1. Statement of Defenses 

No less than one (1) week prior to a scheduled hearing by the OAH assigned ALJ of an appeal from disciplinary 
action, appellant or the appellant’s representative shall file with the ALJ a written statement setting forth the appellant’s 
defenses to, and any matters in mitigation of, the disciplinary action from which the appeal is taken.  In the event that said 
statement is not timely filed, the pending appeal shall be dropped from the ALJ hearing calendar until such time as the 
statement has been filed. 
 
2. Hearing by ALJ 

Any hearing before an OAH assigned ALJ shall be scheduled at the earliest date convenient to the ALJ and the 
Parties to the appeal. 
 

ALJs shall be scheduled in rotation as appeals are ordered heard except that the appellant or the appellant’s 
representative and the County each shall have the right to make one (1) peremptory challenge of the assigned ALJ. 
 

The appellant and County both shall be entitled to appear personally at the hearing, to produce evidence, and to 
have counsel and a public hearing.  
 

In the conduct of the hearing, the ALJ shall not be bound by the rules of evidence nor the procedure of courts of 
record but shall endeavor to establish the facts in order that justice may be done and the welfare of the County may be 
conserved.   
 

A recording shall be made of any hearing conducted but it is not required that such recording be transcribed except 
upon the request of, and at the expense of, a party to the appeal. 
 

Except in the case of a settlement or withdrawal of an appeal, no scheduled hearing shall be cancelled or 
rescheduled within ten (10) working days of the scheduled date by either the appellant or the County except by their mutual 
agreement and the payment to the County of the ALJ’s cancellation fee.  Any request for cancellation or rescheduling of a 
hearing within ten (10) working days of the scheduled date that is not accompanied by payment of the cancellation fee shall 
be of no effect and the ALJ shall proceed to hear the appeal as scheduled.  Failure of the appellant to appear at the scheduled 
hearing either in person or by a representative shall be deemed a withdrawal of the appeal provided that the County’s 
representative appears, and failure of the County or County’s representative to appear shall be deemed a withdrawal of the 
disciplinary action from which the appeal is taken provided that the appellant appears. 
 

The ALJ may receive closing briefs post-hearing. 
 

Upon completion of the hearing and receipt of any post-hearing briefing, the OAH assigned ALJ shall render a 
decision to the parties which will end the formal disciplinary appeal process.  ALJ decisions on matters properly before them 
that pertain to disciplinary actions involving the suspension, demotion, or termination of employment of an employee shall 
be final and binding on both parties. 
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4. Fees 
 
 The OAH fees and related expenses shall be shared equally by the employee (or the employee’s representative) 
and the County.  Each party, however, shall bear the cost of its own presentations including preparation and post-hearing 
briefs, if any. 
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2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

 
PURPOSE: County Counter to UP22v2 regarding Health and Safety. Agree to some changes proposed 

in UP #22v2.  
 

 
 

2025-20262022 Memorandum of Understanding Negotiations 
between the 

County of Alameda 
and the 

Service Employees International Union, Local 1021  
 

Sideletter of Agreement 
 

Health and Safety 
 
1. General Provisions 

 
A. The Service Employees International Union, Local 1021 (“Union”) shall have the right to designate 

workplace Union Safety Representatives pursuant to CAL-OSHA laws. 
 

B. The County of Alameda (“County”) Risk Manager shall respond in writing to all recommendations made 
by the Countywide Safety Committee within sixty (60) days after receipt of said communications. 

 
C. It is Tthe County’s responsibility  to maintain a safe working environment.  The County will conduct and  

will operate and maintain facilities (owned or leased) providemaintain safe and healthy working 
conditions in accordance with applicable federal, state, and local standards established by the State 
Division of Occupational Safety & Health and in compliance with the Occupational Safety and Health 
Act and other applicable safety and health and safety laws and regulations.  
 

B.D. The County will maintain safety programs, including but not limited 
to Injury and Illness Prevention (“IIPP”) and Workplace Violence Prevention Plans (“WVPP”), in 
accordance with applicable law. Upon request, such plans will be made availableprovided to the Union. 

 
1.2. Hazard Identification and Response 

 
A. The County will address identified workplace hazards in a timelyas promptly as practicable manner 

consistent with applicable safety standards and operational feasibility. 
 

B. When the County determines that a condition presents an imminent risk of serious harm, the County 
will take appropriate action, which may include relocating employees to a different worksite, 
teleworking, restricting access, or implementing interim safety measures as soon as practicable, at the 
agency/department head’s discretion.  

 
C. The County will provide reasonable notice to affected employees and, where appropriate, the Union, 

regarding significant health and safety issues impacting worksites. 
 
2.3. Safety Committees and Training 
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A. Consistent with Section 19— (Safety Committees) of the 2026 – XXXX Memorandum of 
Understanding, each Each County agency/department will include Union-designated employees in 
the agency/department or work site safety committees that exist or are formed during the term of 
this Memorandum of Understanding (“MOU”).  The agency/department Union field representative 
will submit a list of Union-designated employees to be appointed to the agency/department or work 
site safety committee.  The agency/department head will determine Tthe structure and size of each 
safety committee will be determined by the agency/department head.  Tand the number of 
agency/department Union-designated employees assigned to a work site safety committee will be 
determined by mutual agreement.  In the event the Union and the agency/department head or their 
designee are unable to agree on the number of Union-designated employees, the Union may appeal 
to the Central Safety Committee.  If the Central Safety Committee is unable to reach a majority 
decision, it may be appealed to the County Risk Manager.  The agency/department or work site 
safety committees may elect to have a rotating chairperson. 
 

B. Upon request, the County Safety Officer will provide orientation/training to members of the 
agency/departmental or work site safety committee.  Training provided to agency/department or 
work site safety committee members may be developed by the County Central Safety Committee, 
subject to the approval by the County Safety Officer.  In the event outside training is available to the 
committees, the County will allow release time for committee members in accordance with 
subsection 19.D. (County Time) of the MOU. 

 
4. Reporting and Information 
 

A. Upon request, Tthe agency/department safety coordinators will provide, information to their 
agency/department employees’, information that specifies the procedures that should be followed 
when reporting hazards or safety problems, including  the IIPP and WVPP policies.  The information 
will also identify the agency/department or work site safety coordinator and the members of the 
agency/departmental or work site safety committee.   
 

B. The agency/department safety coordinator will make available and distribute the Safety/Hazard 
Report Form through supervisors, safety committee members, departmental safety coordinator and 
the County Safety Officer.   The Safety/Hazard Report Form will be attached to the information 
described in number 34.A. above.  
 

C. Upon request, the County Safety Officer will provide the Union with copies of all reports they 
generate, pursuant to County Administrative Code §2.108.050(G).  
 

5. Employee Protections.   
A. Employees shall not be retaliated against for reporting workplace safety concerns or hazards in good 

faith or for exercising rights under applicable health and safety laws. This protection is consistent 
with, and includes but is not limited to, rights provided under Section 11(c) of the Occupational Safety 
and Health Act (29 U.S.C. § 660(c)), the California Occupational Safety and Health Act, California 
Labor Code §6310 and §1102.5, and California Government Code §53296–532987.  
 

B. This protection includes an employee’s right to refuse to perform a work assignment thatWhere the 
employee has a good faith belief that a violates workplace safety laws, regulations, orders, or 
standards, where the violation would create a real and apparent hazard to the employee or their 
fellow employees.work assignment will cause imminent danger (i.e., death or serious physical harm)  
In such circumstances, or violates an applicable safety rule, regulation, or policy, the employee shall 
promptly report the concern to their supervisor so the matter may be reviewed and addressed 
consistent with applicable safety procedures may refuse to begin or continue a work assignment.  

A.  
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 Within ninety day of ratification of this Agreement, the parties will meet to negotiate additional 
hazard pay differentials and/or one-time payments for employees who are unavoidably and 
regularly exposed to workplace hazards. 
 
The agency/departmental safety coordinators will prepare and circulate one (1) copy of their 
agency/department’s Cal/OSHA log to the Union on a quarterly basis.  These forms will also be made 
available to the agency/department or work site safety committee upon request. The County Safety Officer 
will provide the Union with copies all of reports they generate, pursuant to County Administrative Code 
§2.108.050(G). 

1.  
 
3.  
4. The County reserves the right to reopen the MOU regarding safety committees, work site 

representatives, and orientation/training of designated on-site employee representatives.  If the parties 
are unable to reach agreement during the reopener negotiations, the County reserves its right to 
implement its proposal pursuant to the Meyers-Milias-Brown Act. 

 
 
SECTION 19 HEALTH & SAFETY 
 
The Employer is responsible for providing safe, healthy work environments for employees, clients, 
and visitors that protect employees from physical, environmental, chemical, biological, and 
psychosocial hazards. Every employee has the right to safe and healthy working conditions, including 
the right to functioning and effective heating, cooling, and ventilation systems in indoor workspaces. 
The Employer will provide a safety training program to ensure, to the maximum extent possible, safe, 
violence-free worksites. The Employer will obtain the active involvement of employees in designing 
and implementing training. The Employer will comply with all applicable federal, state, and local 
health and safety regulations. 
 
The Employer will promote worker safety by addressing workplace hazards using the hierarchy of 
controls as defined by OSHA, and will take whatever action is necessary to address the hazard at the 
highest level that is feasible. When a workplace hazard is identified, the Employer will eliminate the 
hazard wherever possible. When that is not possible, the Employer will adopt substitution or 
engineering controls to reduce or eliminate the exposure to the hazard for employees. If those steps 
are not possible, the Employer will adopt administrative controls such as training or reassignment. 
Finally, if nothing else is possible, the Employer will provide sufficient PPE.  
 
When the Employer becomes aware of a safety hazard which the Employer considers an imminent 
physical danger to the workers at a worksite, the Employer shall remove the employees from the 
affected area as soon as practicable. The Employer shall notify the employees in the affected area and 
the Union when this occurs as soon as practicable. 
 
Upon request of the Union, the Director of Human Resources or designee shall meet with the Union 
to discuss safety concerns relating to facilities or other spaces where employees are assigned to work. 
The Director of Human Resources or their designee will respond to any concerns immediately.  
Right To Refuse Work Assignment Posing Imminent Hazard 
 
Where the employee has a good faith belief that a work assignment will cause imminent danger (i.e., 
death or serious physical harm) or violates an applicable safety rule, regulation, or policy, the 
employee may refuse to begin or continue a work assignment. When in such a case an employee 
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declines to begin or continue a work assignment, the employee shall immediately notify the manager 
of the situation. The manager shall promptly investigate the complaint. While the employee is 
awaiting the arrival of the manager, and until the Employer has made a determination of the safety, 
the employee shall not be required to perform the disputed assignment. The Employer shall post in 
all areas where notices are regularly posted the name and contact information of the designated 
Human Resources Representative and update as necessary via e-mail if the designated Human 
Resources Representative changes.  
 
Employees shall not be subject to discipline or retaliation for exercising any rights under this Article 
unless the employee’s complaint was made or pursued in bad faith or for ulterior motives unrelated to 
the merits of the dispute.  
 
Health and Safety Plan 
 
The Employer will provide a copy of any Injury and Illness Prevention Program, Workplace Violence 
Prevention Plan, or any other plan or policy document dealing with workplace safety, provide a copy 
of evacuation plans and trainings, and any schedule of training related to the implementation of such 
plans to the Union on an annual basis. The Union will designate bargaining unit employees to give 
feedback on the safety plans during regular work hours. 
 
On a monthly basis, the Employer will provide the Union with all relevant data regarding workplace 
injuries, hazards, incidents, and assaults. The Union has the right to request to meet and confer on 
changes to health and safety policies based on new data.  
 
Temperatures 
 
The Employer will ensure adequate heating, cooling, and ventilation in worksites and to ensure 
adequate monitoring of outdoor worksites to ensure that worksites do not go above 80 degrees 
Fahrenheit or below 65 degrees Fahrenheit, or expose staff to unhealthy air due to wildfire smoke. All 
worksites will include thermometers and AQI sensors. If the HVAC systems break down during work 
hours and extreme temperatures, employees will be permitted to telecommute to the maximum extent 
operationally feasible, or relocate to another location. The Employer will follow recommendations of 
the Bay Area Air Quality Management District for assigning work outdoors. 
 
Workplace Violence 
 
In accordance with Employer’s Workplace Violence Prevention Plan and Behavior Policies, the 
Employer will maintain a protocol for flagging and providing appropriate staff to 
patients/clients/visitors who are assaultive or dangerous towards staff. All public-facing staff will be 
provided with annual de-escalation training as part of Employer’s annual workplace violence 
prevention training. If there is an imminent danger or threat to an employee, the Employer will notify 
all employees in the building immediately. 
 
Hazard Pay 
 
Within ninety day of ratification of this Agreement, the parties will meet to negotiate additional 
hazard pay differentials and/or one-time payments for employees who are unavoidably and regularly 
exposed to workplace hazards. 
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For the County:  For SEIU: 

 
   

Jeff Bailey, IEDA                                 Date 
 

Nato Green, SEIU                                 Date 

 
 

 
Proposal Chronology: 

Date Note 

1/8/26 UP #22 Passed to County 

2/10/26 County Comprehensive Conceptual Response - Reject 

3/12/26 UP #22 Resubmitted to County 

4/16/26 County Comprehensive Conceptual Response –Pending 

4/28/26 CC1 to UP #22 

5/19/26 UP #22v2 Passed to County 

6/9/26 County Comprehensive Package #1 – CC1 to UP 22v2 

6/11/26 TA to CCPP #1 – CC1 to UP #22v2 

 

6/11/2026 6/11/2026
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SIDELETTER OF AGREEMENT 

BETWEEN THE 
COUNTY OF ALAMEDA 

AND THE 
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 

 
 

SIDELETTER OF AGREEMENT 

 

Temporary Recruitment and Retention Differential for Child Welfare Workers 

      
The County of Alameda (“County”) and the Service Employees International Union Local 1021 
(“Union”) (collectively, the “Parties”) agree to establish recruitment and retention footnotes for 
employees in the classifications of Child Welfare Worker I (Job Code “JC” 6740) and Child Welfare 
Worker II (JC 6745) assigned to the Emergency Response, Family Reunification Units or SEED 
program as follows: 
 

Effective [two pay periods following adoption of the Memorandum of Understanding by the 
Board of Supervisors], employees in the classifications of Child Welfare Worker I, JC 6740, 
and Child Welfare Worker II, JC 6745, assigned to the: 
 
• Emergency Response Unit shall receive additional compensation equal to seven and 

one-half percent (7.5%) of the base pay. 
 

• Employees assigned to the Family Reunification Unit or SEED program in Children and 
Family Services shall receive additional compensation equal to five percent (5%) of the 
base pay. 

 
These footnotes shall remain in effect for the term of the 2026-2029 MOU.  Six (6) months prior 
to the expiration of the 2026-2029 MOU, the Social Services Agency will evaluate staffing levels, 
recruitment, retention, vacancy rates, and operational needs within the above-referenced affected 
units to assess whether continuation or modification of the footnotes is appropriate, and/or if 
alternative approaches should be considered.  The County will share with the union relevant 
recruitment, retention and vacancy data relied upon to make the determination.  Based on this 
evaluation, the Director of Social Services shall determine if any changes will be made and the 
County will take the necessary administrative actions to satisfy any applicable meet and confer 
obligations as required.  Any continuation or modification to the footnotes is subject to approval 
by the Board of Supervisors. 

 
 

 

For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                  
 

Peter Masiak, SEIU                             Date                   

 

9/21/2026 9/21/2026
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2025 Memorandum of Understanding Negotiations 
Between the 

County of Alameda 
and the 

Service Employees International Union Local 1021 
 

PURPOSE: County counter with Sideletter of Agreement to discuss workload concerns for 
the EST classification series; maintain rejection to meet and confer regarding 
Employment Counselor classification; County also rejects meet and confer 
regarding customer call center due to ongoing current discussions between SSA 
and SEIU.  

____________________________________________________________________________ 
 
Proposal 36 
SSA, Request for Meet & Confers 
 
The parties agree to hold a meet and confer process regarding the matters below. The meet 
and confers shall commence within ninety (90) days to (120) days and dependent on the subject 
of the meet and confers the meet and confers should be concluded within (6) months to the (90) 
days before the end of this MOU end date. If the parties are unable to reach agreement within 
ninety (90) days prior to the expiration of this MOU, the parties agree to submit the matter to 
mediation with a mutually-agreed upon mediator. 

· Employment Classification series 
· Social Services Customer Call Center  
· Social Worker Internship Program 
· Social Services Agency Eligibility Services Technician Series Performance 

Evaluation 
 
CASELOADS FOR ELIGIBILITY SERVICE TECHS 
 
In consideration of the intense and challenging workload of employees in the Eligibility Service 
Tech series and to ensure that Alameda County residents are able to effectively access public 
benefits, to address workload for Eligibility Service Techs, within sixty days of the effective date 
of this agreement, the parties agree to meet and confer the Eligibility Service Tech series to 
explore improvements in the following areas, subject to mutual agreement by the parties: 

1. Improving the retention rates of participants in the induction program 
2. Monetary benefits where appropriate 
3. Best practices in training and administration 
4. Whether there are an adequate number of budgeted and posted positions in the series 

to meet the demand for services projected in the next three years 
5. Workloads, caseloads, and task distribution to determine feasible workloads for 

employees. 
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Sideletter of Agreement 

Alameda County Social Services Agency (“ACSSA”) 
Eligibility Services Technician (“EST”) 

[Date] 
 

The ACSSA and the Service Employees International Union Local 1021 (“Union”), collectively 
herein “Parties”, agree that within 180 days after the adoption of the January 4, 2026 to [TBD] 
Memorandum of Understanding (“MOU”) by the County Board of Supervisors, the Parties will 
meet to discuss the workload issues related to the EST classification series.  Topics for discussion 
shall include the following: 
 

 Retention rates of participants in the induction program;  
 Training best practices; 
 Appropriate staffing levels; and  
 Caseloads and task distribution. 

 
The purpose of these discussions is to provide the Union with an opportunity to identify and 
discuss its concerns regarding these issues.  If, following these discussions, ACSSA decides to 
implement changes that impact the terms and conditions of employment for ESTs, the County will 
provide notice and offer to meet and confer regarding the impacts of such changes. 
 
Tentative Agreement: 

 
For the County:  For SEIU: 

   

JeƯ Bailey, IEDA                               Date                  Peter Masiak, SEIU                             Date                  

 
 
Proposal Chronology: 
Date Note 
1/8/26 UP #36 from Union 
2/10/26 CPkg1- Pending 
3/25/26 County Conceptual Response 
5/19/26 UP #36v2 from Union 
5/28/26 CC1 to UP #36v2 to Union 

 

7/2/20267/3/2026
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CC1 to: UP #35  To Union: 5/26/2026 
 

2025-2026 Memorandum of Understanding Negotiations 
Between the 

County of Alameda 
and the 

Service Employees International Union Local 1021 
 

PURPOSE: Response to UP #35 (Social Worker Clinical Supervision), adding Job Codes 
6710, 6715, 6720, 6760, 6765, and 8705 to Salary Ordinance Section 3-18.27 

 
 
SECTION 3-18. SOCIAL SERVICES AGENCY 
… 

3-18.27 – Employees in the class of Job Codes 6740 orand 6745 who meet the provisions of the 
Licensing Supervision Program Policy (“Policy”) adopted by the Board of Supervisors on May 7, 
2002, may be reimbursed up to a total of $2,000 (including reimbursement from the SEIU 
Education Stipend Fund) per fiscal year. 

Effective [Placeholder: two (2) pay periods following MOU adoption by the BOS], employees in 
Job Codes 6710, 6715, 6720, 6760, 6765, and 8705 who meet the provisions of the Policy, may 
also be reimbursed up to $2000 (including reimbursement from the SEIU Education Stipend Fund) 
per fiscal year.     

 An employee who voluntarily terminates his/hertheir employment with the County prior to 
completion of the two (2)- year employment commitment shall reimburse the County the amount 
of the cost of the Supervision or $500, whichever is less. 

 
Tentative Agreement: 

 
For the County:  For SEIU: 

   

JeƯ Bailey, IEDA                               Date                  Peter Masiak, SEIU                             Date                  

 

Proposal Chronology: 

Date: Note: 
1/8/26 UP#35 to County 
3/25/26 County conceptual response with interest in expanding program. 
5/26/26 County counter to UP #35 
  

 

7/2/20267/3/2026

For SEIU 1021 Use Only Not for Distribution



TA to Amended CC #1 to: UP 15A  To Union: 3/3/2026  

 

2025-2026 MOU Negotiations – SEIU Local 1021 Page 1 of 2 

2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: County counter to UP #15A; Effective July 1 following adoption of the MOU by the BOS, remove 

$100.00 maximum for professional license and certification reimbursements. 
 

 
 
SECTION 25. EDUCATIONAL STIPENDS & LICENSE/CERTIFICATION REIMBURSEMENT 
 
25.A. EDUCATIONAL STIPEND.  Effective July 23, 2023, employees may request reimbursement for 

professional license or certification required by the County as a condition of employment for up to a 
maximum of one-hundred dollars ($100.00).  Moreover, uUpon the approval of an employee’s 
educational plan by the Agency/Department Head, or designee, the County shall reimburse an 
employee of any plan submitted by an employee to engage infor job-related educational courses, 
attainment of certifications and/or licenses, but that maintains or upgrades the employee’s skills on 
the job, or prepares the employee for promotional opportunities, subject to the limits set forththe 
County shall reimburse up to seven hundred dollars ($700) per employee per fiscal year (less any 
reimbursement the employee may have received for professional license or certification as stated 
above) in subsection 25.C. (Employee Maximum and County Liability) below, upon submission of 
evidence of successful completion of  such coursework, certification and/or license.   

 
Study materials and coursebooks may also be eligible for reimbursementbe reimbursed if the 
employee can demonstrate that such materials were directly related to the attainment of a 
completedapproved course, certification or licensure.  More than one (1) educational plan may be 
approved in any fiscal year, but in no event shall the stipend exceed seven-hundred dollars ($700.00) 
per employee, per fiscal year.  Effective July 1, 2024, the reimbursement amount shall be increased 
to eight hundred dollars ($800.00) per employee per fiscal year.  The maximum County liability under 
this Section 25. (Educational Stipends) shall not exceed one hundred fifty thousand dollars 
($150,000.00) in any fiscal year; except as herein provided. Effective July 1, 2024, the maximum 
County liability under this Section 25. (Educational Stipends & License/Certification Reimbursement) 
shall not exceed one hundred and seventy-five thousand dollars ($175,000.00).  The County agrees 
to carry over from fiscal year to fiscal year any unexpended funds from this provision, not to exceed 
a maximum of twenty thousand dollars ($20,000.00). Employees shall receive such stipends on a 
first come-first served basis each fiscal year. 

 
25.B. LICENSE/CERTIFICATION REIMBURSEMENT.  Employees may request reimbursement of up to 

one hundred dollars ($100.00) for a professional license or certification required by the County as a 
condition of employment.   

 
Effective July 1 following adoption of the MOU by the Board of Supervisors, reimbursement under 
this subsection shall not be subject to the one hundred dollar ($100.00) limit; however, such 
reimbursement shall continue to apply toward the annual maximum set forth in subsection 25.C. 
(Employee Maximum and County Liability).  

 
25.C. EMPLOYEE MAXIMUM AND COUNTY LIABILITY. Employees may submit more than one (1) 

educational plan or license/certification reimbursement request in a fiscal year (FY), but in no event 
shall the stipend exceed eight hundred dollars ($800.00) per employee per FY.  Effective July 1 
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following adoption of the MOU by the Board of Supervisors, the maximum reimbursement amount 
shall be nine hundred dollars ($900.00) per employee per FY.  The maximum County liability under 
this Section 25. (Educational Stipends & License/Certification Reimbursement) shall not exceed one 
hundred and seventy-five thousand dollars ($175,000.00).  Unexpended funds shall be carried over 
to the following FY only, The County agrees to carry over from fiscal year to fiscal year any 
unexpended funds from this provision, not to exceed aup to a maximum of twenty thousand dollars 
($20,000.00).   

 
Reimbursements Employees shall receive such stipendsbe distributed on a first -come,- first -served 
basis each fiscal year. 

 
25.D. PROCESS FOR REQUESTS.  Employees must submit reimbursement requests on the form provided 

by the Auditor-Controller’s Office. Requests received within a FY shall apply toward both the 
employee’s annual maximum and the County’s annual liability for that FY.  

 
Claims for eligible expenses incurred in the prior FY must be received by the Auditor-Controller’s Office 
no later than August 1. After August 1 of each FY, the Educational Stipend and License/Certification 
Reimbursement pool for the prior FY will be closed and no further claims shall be accepted. 

 
25.E. REIMBURSEMENT FORM.  Alameda The County agrees to post the educational stipend 

reimbursement form on the Alameda County intranet and SEIUthe Union agrees to post the 
educational stipend reimbursement form on the SEIUits website. Any changes to the form will be 
reviewed with SEIU 1021the Union prior to implementation. 

 
25.F. EXCLUSION OF ZONE 7 EMPLOYEES. Employees in representation unit 059 (Zone 7) shall be 

excluded from the provisions of this Section. 
 
 

 
TENTATIVE AGREEMENT 
 
For the County:  For SEIU Local 1021: 

 
   

Keith Fleming Date 
 
  

Nato Green Date 
 
 

 

 
Proposal Chronology: 

Date Note 

12/18/25 UP #15 Passed to County 

2/10/26 County Conceptual Response to UP #15 

2/19/26 UP #15A Passed to County 

3/3/26 CC1 to UP #15A Passed to SEIU 

3/3/26 TA to Amended CC1 to UP #15A 

 

3/3/2026 3/3/2026
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Maintain cleanup from CP #4; incorporate 8 hours of shop steward training per year; reject 

additional release time for Chapter Officers and Chief Shop Stewards; clarify shop steward 
duties; add cleanup for requesting permission for steward release time;  

 

 
 
SECTION 5. SHOP STEWARDS 
 
5.A. PURPOSE.  The County recognizes the need and affirms the right of the Union to designate shop 

stewards from among employees in the unit.  It is agreed that the Union in appointing such shop 
stewards, does so for the purpose of promoting an effective relationship between supervisors and 
employees by helping to settle problems at the lowest level of supervision. 

 
5.B. ROLE OF STEWARD AND SUPERVISOR.  The shop steward recognizes the fact that the 

supervisor is the key person in the agency/department and, as such, is responsible to higher 
management for the quality and quantity of work.  As the supervisor is the key person for 
management, the shop steward is the key person for the Union.  They must promote and maintain 
good morale and friendly relations and must be willing to meet in good faith to settle grievances as 
they arise, exercising a positive approach.  There must be mutual respect on both sides in these 
relations.  The shop steward understands that their stewardship function does not relieve him/her 
from conforming to all rules of conduct and standards of performance established by law, regulation, 
county or agency/department policy or MOU. 

 
5.C. SELECTION OF STEWARDS.  The Union shall reserve the right to designate the method of 

selection of shop stewards.  The Union shall notify the Agency/Department Head in writing of the 
names of the stewards and the units they represent.  If a change in stewards is made, the 
Agency/Department Head shall be advised in writing of the steward being replaced and the steward 
named to take their place.  The number of stewards shall be mutually agreed upon and a list of 
stewards shall be submitted to each agency/department concerned. 

 
5.D. DUTIES AND RESPONSIBILITIES OF STEWARDS.  The following functions are understood to 

constitute the complete duties and responsibilities of shop stewards. 
 
 1. Duties and Time Limits. 
 
 a. Shop StewardsSteward Duties Working Full Time.  After obtaining supervisory 

permission, shop stewards employed full-time will be permitted to leave their normal work 
area during on-duty time not to exceed eight (8) hours per pay period to conduct their steward 
duties, including in order to assisting in the investigation of facts and assist in presentation 
of a grievance, providing or a representation for a disciplinary actionhearing or for the subject 
of an investigatory interview. 

 
 b. Time Limits. 

i. Shop stewards working full-time shall be permitted to perform their steward duties up 
to eight (8) hours per pay period. 
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ii. Shop stewards working less than full-time (employed two-fifths (0.4) or more, but less 
than full-time), shall be permitted to perform their steward duties up to four (4) hours 
per pay period.  

  Shop Stewards Working Les Than Full Time.  After obtaining supervisory permission, 
shop stewards employed two-fifths (0.4) time or more, but less than full time, will be permitted 
to leave their normal work area during on-duty time not to exceed four (4) hours per pay 
period in order to assist in investigation of facts and assist in presentation of a grievance or 
a disciplinary action. 

 
c. Steward Training. Effective [two (2) pay periods following adoption of the MOU by the Board 

of Supervisors] Once a year, all SEIUdesignated shop stewards will be provided allowed with 
up to eight (8) hours of release time annually during on-duty time to hold attend steward 
trainings.  SEIU shall notify HRS Employee and Labor Relations of the request for release 
time at least ten (10) business days in advance of the training.   

 

 d. Chapter President & Chief Shop Steward Release Time. In addition to release time for 
shop stewards, the three SEIU Chapter Presidents and three Chief Shop Stewards will each 
get eight hours per pay period of release time for other union business. 

 
2.  Process for Obtaining Permission for Shop Steward Duties.   

a.  Grievances. To obtain permission to investigate a grievance on on-duty time, the steward 
shall advise their supervisor and the supervisor of the grievant of their investigation of the 
facts and the general nature of the grievance.  The shop steward shall report such time to 
their supervisor as shop steward leave (payroll code UNI) for timekeeping purposes.  

 
To promote resolution at the lowest level, if a matter is not resolved pursuant to subsection 
20.C.1. of Section 20. (Grievance Procedure), the employee may consult with a shop 
steward. The shop steward may is permitted to discuss the problem issue with all the 
employees immediately concerneddirectly involved, and, if where appropriate, to attempt to 
achieve resolve the matter settlement with the relevant supervisory personnel involved.   
 
Agencies, wards, clients, detainees and outside interested parties will not be contacted by 
stewards as part of the grievance process.   
 
The employee may be represented by a steward at such times as a grievance is reduced to 
writing. 

 
b. Disciplinary Hearings and Investigatory Interviews.  To obtain permission to represent 

an employee at a disciplinary hearing or the subject of an investigatory interview, the steward 
shall advise their supervisor of the employee involved, as well as the date, time and location 
of the hearing or interview, and copy their agency/department human resources 
representative. Such notice shall be provided as far in advance as possible.  

 
 2. c. Supervisor Permission.  If, in the judgment of the supervisor, because of the necessity of 

maintaining an adequate level of service, permission cannot be granted immediately to the 
shop steward in order to present or investigate a grievance or a disciplinary actionprovide 
representation as referenced above in 5.D.2.b. (Disciplinary Hearings and Investigatory 
Interviews) during on-duty time, such permission shall be granted by the supervisor no later 
than the next working day from the date the shop steward was denied permission. 

 
 3. Timekeeping for Shop Steward Leave. The shop steward shall report such timeapproved time 

to their supervisor as shop steward leave (payroll code UNI) for timekeeping purposesusing 
payroll code UNI.Stewards/employees who participate in the meet and confer process and/or 
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participate on a Labor Management Team, must report such time to their supervisor as payroll 
code MCL for meet and confer and payroll code LMC for participating on a labor management 
team. 

 
5.E. CHANGES IN STEWARDS OR NUMBER OF STEWARDS.  If management reassigns a shop 

steward which will leave their present shift or work location without a steward, the Union shall have 
the right to appoint a replacement.  Should the Union wish to change stewards during the grievance 
procedure, it may do so provided that only one (1) steward will be allowed time off from work upon 
one (1) occasion to investigate the grievance. 

 
5.F. CONDUCT OF MEETINGS.  Any meeting of shop stewards and supervisors will be held in a quiet, 

dignified manner.  Management personnel will agree to recognize and work with Union stewards in 
a conscientious effort to settle problems at the earliest possible step of the grievance procedure. 

 
5.G. LIMITATIONS OF TIME OFF.  Stewards shall not be permitted time off from their work assignment 

for the purpose of conducting general Union business. 
 
5.H. TIMEKEEPING FOR RELEASE TIME.  Employees who participate in the meet and confer process, 

MOU negotiations or serve on a Labor Management Committee, shall report such approved time 
using the appropriate payroll codes: 1) MCL for meet and confer; 2) NEG for MOU negotiations; and 
3) LMC for Labor Management Committee meetings.  

 
Requests for release time related to meet and confers or MOU negotiations shall be submitted to 
the Employee and Labor Relations Division, which will coordinate approval with the employee’s 
respective agency/department Human Resources office.  

 
5.H. SHOP STEWARD SIGNS.  Shop stewards may identify themselves by use of an appropriate sign or 

placard so long as the sign or placard is no larger than four (4) inches by twelve (12) inches. 
 
5.I. SHOP STEWARD/ELECTED OFFICERS EXTENDED LEAVE OF ABSENCE.  Pursuant to the 

provisions of Senate Bill 1085 (“SB 1085”)/Government Code Section 3558.8, upon written request 
of the Union to the Human Resource Services Employee and Labor Relations Division, and subject 
to Agency/Department Head approval, the County shall grant a steward or union officer of the Union 
a reasonable leave of absence without loss of compensation or other benefits.  Leave granted under 
this subsection 5.I. (Shop Steward/Elected Officers Extended Leave of Absence) must be in full-day 
increments and may be on a full-time, part-time, periodic, or intermittent basis and is subject to the 
following procedures and conditions: 

 
1. The Union shall submit a written request to the Agency/Department Head, with a copy to the 

County’s Labor Relations Manager, at least fifteen (15) business days in advance of the 
requested leave.  The request shall specify it is being made pursuant to SB 1085 and must 
include the following: 

a. Name of Shop Steward or Elected Officer; 
b. Classification; 
c. Job Code; 
d. Bargaining Unit; and 
e. Dates and times of requested leave. 

 
2. The leave shall be approved if the requested timeframe does not interfere with the performance 

of County services and Agency/Department operations and provided the following conditions are 
met, unless otherwise mutually agreed: 

a. No more than three (3) employees shall be on leave at the same time for the purposes 
of subsection 5.I.; 
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b. Employees must have completed their probationary period.  Employees who are 
approved for leave prior to the completion of their probationary period shall have their 
probationary period extended by the same period of time the employee is on leave under 
this subsection 5.I.; and 

c. Employees are not on administrative leave for any other purpose. 
 

3. Upon approval of the leave, the authorizing Agency/Department shall codify in a memorandum 
to the union of the approved leave dates in accordance with subsection 5.I. herein. For the 
duration of the employee’s approved leave, the following shall apply: 

a. The employee shall receive general wage increase(s) and step increases authorized for 
said classification as outlined in Section 16. (Wages).   

b. The employee shall not work overtime or in any other capacity for the County during such 
time the employee is on leave as provided in subsection 5.I. 

c. The Union shall reimburse the County for all benefits and compensation paid and 
earned/realized by the employee on leave, including but not limited to all wages, health 
and retirement benefits, and any related direct and indirect employer driven costs. The 
County shall provide the Union with an invoice detailing the direct and/or indirect 
employer driven costs. 

d. The employee shall be covered by the Union’s Workers’ Compensation Insurance for the 
duration of the approved leave.  The Union shall provide the County with a liability 
insurance certificate that covers any third-party claim that pertains to the conduct of the 
employee while they are acting as a representative of the Union. 

e. Reimbursement by the Union shall occur within thirty (30) business days of the County 
billing to the Union.  The Union’s failure to reimburse the County within thirty (30) 
business days may be grounds for termination of the employee’s otherwise approved 
leave.  

 
4. At the conclusion or termination of the leave granted under this subsection 5.I., to the extent 

feasible, the steward or Elected Officer shall have a right to reinstate to the same position and 
work location they held prior to such leave.  If the authorizing Agency/Department determines 
that by approving such leave, it may not be feasible to reinstate the steward or Elected Officer 
to the same position and/or work location upon completion of such leave, such concern shall be 
communicated to the union prior to approving said leave.  In the event it is not feasible to reinstate 
the steward or Elected Officer to the same position and/or work location, the employee will be 
reinstated to a substantially similar position without loss of seniority, rank or classification. 

 
5. The Union shall hold harmless, defend, and indemnify the County and its officers, agents, and 

employees from and against any liability, claim, action, cost, expense, fee, damage or loss 
attributable to bodily injury, sickness, disease, death or to injury to or destruction of property, 
including the loss therefrom, or to any violation of federal, state or municipal law or regulation 
arising out of or during the course and scope of the employee’s approved assignment. 

 

 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                                  Date 
 

Nato Green, SEIU                                 Date 

 
 

 
Proposal Chronology: 

6/11/2026 6/11/2026
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Date Note 

10/16/25 CP #4 Passed to SEIU 

12/18/25 UP #1 Passed to County 

2/10/26 County Conceptual Response to UP #1 

2/19/26 UP #1v2 Passed to County 

2/26/26 County verbal response to UP #1v2 

3/12/26 UP #1v3 Passed to County 

3/19/26 CC #1 & CP #4 to UP #1v3 

4/9/26 CC #2 & CP #4 to UP #1v3 

5/7/26 Union maintains UP #1v4 

6/9/26 County Comprehensive Package Proposal #1 – 
Maintain CC #2 to UP #1v3 

6/11/26 TA to CC #2 & CP #4 to UP #1v3 
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2025 Memorandum of Understanding Negotiations 
Between the 

County of Alameda 
and the 

Service Employees International Union Local 1021 
 

PURPOSE: County counter with Sideletter of Agreement to meet with the Union on the 
possibility of creating a lead footnote for ESC and SSS 

____________________________________________________________________________________ 

Union Proposal 30  

Eligibility Support Clerk and Service Support Specialist 2nd Step Series  

SEIU requests that a meet and discuss commence within (365) days of the adoption of 
this MOU with the intent to discuss establishing a second and higher promotional 
classification for the classifications of Eligibility Support Clerk and Service Support 
Specialist, ie Eligibility Support Clerk II and Service Support Specialist II. 

____________________________________________________________________________________ 

Sideletter of Agreement 
Alameda County Social Service Agency 

Eligibility Support Clerk and Service Support Specialist 
[Date] 

 
The County of Alameda (“County”) Social Services Agency and the Service Employees 
International Union Local 1021 (“Union”), collectively herein “Parties”, agree that within 365 
days after the adoption of the January 4, 2026 to [TBD] Memorandum of Understanding 
(“MOU”) by the County Board of Supervisors, the Parties will meet to discuss the possibility 
of establishing a lead footnote for the classifications of Eligibility Support Clerk (Job Code 
“JC” 1132) and Service Support Specialist (JC 1133). 
 
Tentative Agreement: 

 
For the County:  For SEIU: 

   

JeƯ Bailey, IEDA                               Date                  Peter Masiak, SEIU                             Date                  

7/2/20267/3/2026

For SEIU 1021 Use Only Not for Distribution
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Proposal Chronology: 

Date Note 
1/8/26 UP #30 from Union 
2/10/26 CPkg #1 
4/2/26 UP #30 from Union (Resubmit) 
4/21/26 CC1 to UP #30 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: County counter to UP 10v5; add language for agencies/departments with existing policy, 

program or guidelines, if there is no existing revocation and reinstatement process, they 
must follow II.a. until one is established.  

 
 

Sideletter of Agreement 
 

Telework/Telecommute 
 
County of Alameda (“County”) agencies/departments are encouraged to establish their individual policies 
or programs that include agency/departmenttelework or telecommuteing options program or policy that 
provides for continuity of operations and services during emergencies, improves employee productivity, 
supports the reduction of traffic congestion and greenhouse gas emissions, helps to attract, and retain a 
diverse and talented workforce, reduces unscheduled absences, provide for an enhanceds work/life 
balance, and helps to improves employee morale. 
 

I. Agency/Department with Policy/Program/Guidelines.  It is recognized that many County 
agencies/departments have existing policies/programs/guidelines that provide foroffers telework or 
telecommuting options. The parties agree that any such existing policies/programs/guidelines shall 
remain in full force and effect and this Sideletter shall not apply to those agencies/departments. This 
includes circumstances in which an existing policy/program/guidelines already excludes certain 
classifications or work units from telework due to operational reasons; nothing in this Sideletter shall 
be construed to create a right or new opportunity to request telework where such options are not 
provided under the applicable policy/program/guidelines. 

 
II.  Agency/Department without Policy/Program/Guidelines. Effective in Calendar Year 2027, 

employees in agencies/departments without an established policy/program/guidelines that provides 
foroffers telework or telecommute options may submit a request to their Agency/Department Head or 
designee.  If a request is denied, the Agency/Department Head or designee, shall provide a written 
justification explaining the reason(s) for the denial.  Reasons for denial may include but are not limited 
to, performance issues, training needs, and any operational impacts such as productivity, service 
delivery, functions or availability to the public or other County agencies/departments.  In accordance 
with the Meyers-Milias-Brown Act, the County commits to providing the Union with an opportunity to 
meet and confer in good faith on the impact of the decision to implement new or amended 
telecommuting policies. 

 
The approval or denial of a telework schedule shall be at the sole discretion of the Agency/Department 
Head or designee.  

 
a. Revocation and Reinstatement of Telework Schedule.  If the Agency/Department Head or  

designee determines that a telework schedule must be revoked due to operational needs or 
performance issues, such schedule may be reinstated within a reasonable period of time at the 
discretion by of the Agency/Department Head or designee, after the underlying condition(s) have 
been addressed.   
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III. Agencies/Departments that have an existing Telecommuting Policy with an appeal procedure that 
goes up to the Agency/Department Head to address reinstatement and revocation of a telework 
schedule for an individual employee are excluded from this paragraph. Agencies/Departments with a 
Telecommuting Policy that do not have an appeal process for revocation and reinstatement will 
establish one.If an Agency/Department’s telecommuting policy, program, or guidelines do not provide 
an appeal process for the revocation and reinstatement of telework, the Agency/Department shall 
follow subsection II.a. (Revocation and Reinstatement of Telework Schedule) until such a process is 
established.  
 

IV. In accordance with the Meyers-Milias-Brown Act, in the event a County agency/department 
establishes a new telework policy/program/guidelines or modifies an existing one, or changes telework 
assignments, the County will provide the Union an opportunity to meet and confer on the impacts of 
the new or modified teleworkcommuting policies or assignments. 

 
V. Any policy/program/guidelines established or modified by an agency/department after the effective 

date of this Sideletter that provides foroffers telework, telecommuting or other alternative work 
arrangements, upon completion of any required meet and confer obligations shall supersede the 
provisions of this Sideletter. 

 
 
 

For the County:  For SEIU: 

   
Jeff Bailey, IEDA                                 Date 

 
Nato Green, SEIU                                Date 

 
 
Proposal Chronology: 
Date Note 
12/18/25 UP #10 Passed to County 
2/10/26 CPkg1 County Reject 
3/3/26 UP #10 Resubmitted 
4/9/26 CC1 to UP #10v2 Resubmitted 
4/9/26 UP #10v2 Passed to County 
4/16/26 CC1 to UP #10v2 Passed to SEIU 
4/21/26 UP #10v3 Passed to County 
4/30/26 CC1 to UP #10v3 Passed to SEIU 
5/7/26 UP #10v4 Passed to County 
5/19/26 CC1 to UP #10v4 Passed to SEIU 
6/9/26 CPkg1 – Maintain CC1 to UP #10v4 from 5/19 
6/23/26 CPkg2 – Maintain CC1 to UP #10v4 from 5/19 
7/2/26 UP #10v5 Passed to County 
7/21/26 CPkg3 – CC1 to UP #10v5 Passed to SEIU 

 
 

7/23/2026 7/23/2026
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2025-2026 Memorandum of Understanding Negotiations 
between the 

County of Alameda 
and the 

Service Employees International Union, Local 1021  
 

Sideletter of Agreement 
 

Contracting Out 
 
 
The County of Alameda (“County”) retains the right to determine how services are provided, 
including the use of contracted services, consistent with applicable law.  Where  contracting 
decisions impact bargaining unit employees, the County will make reasonable efforts to mitigate 
those impacts.  
 
Meet and Confer Under the Meyers-Milias-Brown Act (“MMBA”) 
 
Consistent with the MMBA, the County will provide notice and satisfy any meet and confer 
obligations required by applicable law regarding the negotiable impacts of contracting decisions 
on bargaining unit employees.  
 
Notice Requirements Under Government Code §3504.1 (AB 339) 
 
In accordance with Government Code §3504.1 (AB 339), the County will provide the Service 
Employees International Union Local 1021 (“Union”) with a written notice at least 45 days prior to 
issuing a request for proposals (“RFP”), request for quotes (“RFQ”), or renewing or extending an 
existing contract for services that are within the scope of work of the job classifications 
represented by the Union. 
 
The written notice to the Union shall include the following related to the contracted services: 

1) Anticipated duration 
2) Scope of work 
3) Anticipated cost 
4) Draft solicitation, or if not yet drafted, any information that would normally be included in 

a solicitation. 
5) Reason for contracted services 

 
Following receipt of the notice described above, the Union may submit questions or requests for 
clarification regarding the proposed contract action. The County will make reasonable efforts to 
respond in a timely manner. Unless otherwise required by applicable law, such inquiries or 
discussions shall not delay or otherwise impede the County's ability to proceed with the 
contemplated contract action. 
 
 
For the County: 

  
For SEIU: 

 
 
   

Jeff Bailey, IEDA                                  Date 
 

Nato Green, SEIU                                  Date 

 

6/11/2026 6/11/2026
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE:  County counter to UP #14A 
 
 
 
SECTION 26. UNIFORM ALLOWANCES AND REIMBURSEMENT 
 
26.A. UNIFORM ALLOWANCE.   
 

1. Sheriff’s Technicians (JC 8755) and Sheriff Safety Aides (JC 8752).  
a. Initial Uniform Allowance for New Hires.  Newly hired Sheriff’s Technicians (JC 8755) and 

Sheriff Safety Aides (JC 8752), aAfter successful completion ofcompleting six (6) months of 
continuous service, newly hired employees shall receive an initial uniform allowance in the 
amount of five hundred and fifty dollars ($550.00).  Effective January 7, 2024, the initial 
uniform allowance shall beof six hundred and twenty-five dollars ($625.00). Effective two (2) 
pay periods following adoption of the MOU by the Board of Supervisors (BOS), the initial 
uniform allowance shall increase to seven hundred and twenty-five dollars ($725.00). 

 
b. Annual Uniform Allowance.  Following payment of the initial uniform allowance, employees 

shall receive an Effective January 1, 2018, the annual Sheriff’s Technician (JC 8755) and 
Sheriff Safety Aide (8752) uniform allowance is seven hundred twenty-five dollars ($725.00) 
per year.  Annual uniform allowances are payable in January of each year.  Effective January 
7, 2024, the annual uniform allowance shall beof eight hundred dollars ($800.00), payable in 
January of each year. Effective two pay periods following adoption of the MOU by the BOS, 
the annual uniform allowance shall be nine hundred dollars ($900.00). 
 

2. Newly hired Coroner’s Investigator I (JC 8503) and Coroner’s Investigator II (JC 8504).,  
c.a. Initial Uniform Allowance for New Hires.  After completing six (6) after successful 

completion of 6 months of continuous service, newly hired employees shall receive an initial 
uniform allowance in the amount of four hundred and eighty dollars ($480.00).  Effective 
January 7, 2024, the initial uniform allowance shall be of five hundred and fifty-five dollars 
($555.00). Effective two (2) pay periods following adoption of the MOU, the initial uniform 
allowance shall be six hundred and fifty-five dollars ($655.00). 

d.  
e. b.  Annual Uniform Allowance.  Effective January 1, 2018, the annual Coroner’s 

Investigator I (JC 8503) and Coroner’s Investigator II (JC 9504) uniform allowance is six 
hundred and fifty-five dollars ($655.00) per year.  Annual uniform allowances are payable in 
January of each year.  Effective January 7, 2024,Following payment of the initial uniform 
allowance, employees shall receive an the annual uniform allowance shall beof seven 
hundred and thirty dollars ($730.00), payable in January of each year. Effective two (2) pay 
periods following adoption of the MOU by the BOS, the annual uniform allowance shall be 
eight hundred and thirty dollars ($830.00). 
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3. Newly hired Emergency Services Dispatcher I (JC 1882), and Emergency Services 
Dispatcher II (JC 1885).,  
f.a. Initial Uniform Allowance for New Hires.    after  After successful completion ofcompleting 

six (6) months of continuous service, newly hired employees shall receive an initial uniform 
allowance in the amount of four hundred dollars ($400.00).  Effective January 7, 2024, the 
initial uniform allowance shall be four hundred and seventy-five dollars ($475.00). Effective 
two (2) pay periods following adoption of the MOU, the initial uniform allowance shall increase 
to five hundred and seventy-five dollars ($575.00). 

 
g.b. Annual Uniform Allowance.  Following payment of the initialEffective January 1, 

2018, the annual Emergency Services Dispatcher I (JC 1882) and Emergency Services 
Dispatcher II (JC 1885) uniform allowance, is five hundred and seventy-five dollars ($575.00) 
per year. Annual uniform allowances are payable in January of each year.  Effective January 
7, 2024, the annual uniform allowance shall be six hundred and fifty dollars ($650.00), 
payable in January of each year.  Effective two (2) pay periods following adoption of the MOU 
by the BOS, the annual uniform allowance shall be seven hundred and fifty dollars ($750.00). 

 
2.4. Damaged or Lost Uniforms.  The County shall replace or repair all uniforms damaged or lost, 

provided that the damages or loss occurred in the normal line of duty and that these damages 
or losses were not caused by or contributed to by any negligence on the employee’s part.  The 
determination whether to repair or replace shall be at the discretion of the Sheriff.   

 
26.B. UNIFORMS PROVIDED.  
 

1. Heavy Equipment Repair.  The County shall provide uniforms to each employee in the 
classification of Senior Heavy Equipment Parts Technician (JC 9411) and to one (1) position of 
Supply Clerk II (JC 1710) when assigned to the Heavy Equipment Repair Building of the Public 
Works Agency.  The employees in these classifications shall be required to wear the uniform 
during work hours.  At the discretion of the Agency/Department Head these uniforms will be 
replaced as needed. 
 

2. Gardeners.  The County will provide five (5) sets of shirts and pants to each employee in the 
classifications of Gardener I, General Services Agency (JC 7205), Gardener I, Public Works 
Agency (JC 9102), Gardener II, General Services Agency (JC 7210), and Gardener II, Public 
Works Agency (JC 9103).  The employees in these classifications will be required to wear the 
uniform during work hours.  At the discretion of the Agency/Department Head, the uniform will 
be replaced as needed. 
 

3. Public Guardian-Conservator Staff.  Effective October 1, 2023, tThe County will provide a 
windbreaker to each employee in the classifications of Assistant Public Guardian-Conservator 
(JC 8509) and Deputy Public Guardian–Conservator/Investigator (JC 8705). The employees in 
these classifications will be required to wear the windbreaker during work hours.  At the discretion 
of the Agency/Department Head, the windbreaker will be replaced as needed. 

 
4. Janitorial Staff. The County will provide a five (5) uniform shirts or smocks and five (5) uniform 

pants for each employee in the classifications of Janitor (JC 7410), Lead Janitor (JC 7415), 
Janitor, Detention Facilities (JC 7416), Janitor Floor Specialist, Detention Facilities (JC 7417), 
and Lead Janitor, Detention Facilities (JC 7418).  Each employee in these classifications will 
receive five (5) pants and five (5) shirts or smocks. Janitor staff will be responsible, at their cost, 
for the cleaning and maintenance of the uniforms.  The uniforms will be replaced as needed as 
a result of normal wear and tear during the daily performance of job duties or as a result of 
inadvertent damage while on duty. Janitor staff will be responsible, at their cost, for replacing 
uniforms that are damaged during off duty hours or are lost. Effective January 2027 or as soon 
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as administratively possible, the initial uniform shirts or smocks and pants provided to employees 
shall be in new condition. 

 
To replace worn or damaged uniforms, staff must submit a uniform exchange request form to 
their immediate supervisor denoting the need to replace the existing uniform as well as provide 
the worn or damaged garment in exchange. 

 
The uniform fabric and the color will be determined by the General Services Agency and is non-
grievable.  The employees must wear the uniform shirt or smock and uniform pants during work 
hours. 

 
5. Criminalist and CORE Therapist Staff. Effective two (2) pay periods following adoption of the  

MOU by the BOS, the County will provide two (2) uniform shirts and two (2) uniform pants to 
employees in the classifications of Criminalist I (JC 8523), Criminalist II (JC 8524), and 
Criminalist III (JC 8525) when assigned to the Crime Response Team, and to employees in the 
classifications of CORE Program Assistant (JC 6511), CORE Associate Clinical Therapist (JC 
6507), CORE Clinical Therapist (JC 6498) and CORE Lead Clinical Therapist (JC 6499).  
 

5.6. Code Enforcement Officers.  Effective two (2) pay periods following adoption of the MOU 
by the BOS, the County will provide five (5) uniform shirts with County insignia to employees in 
the classifications of Code Enforcement Officer I (JC 8675), Code Enforcement Officer II (JC 
8680) and Code Enforcement Officer III (JC 8685). 
 

7. Uniform Standards.  Employees provided uniforms as outlined in this subsection 26.B. 
(Uniforms Provided) are required to wear the County-issued uniform during work hours.  
Uniforms shall be replaced as needed at the discretion of the respective Agency/Department 
Head.  

 
26.C. RAIN GEAR.  
 

1. The County will provide one (1) set of rain gear, including boots, per employee to each 
employees in the classifications of Building Inspector I (JC 8305), Building Inspector II (JC 8310) 
and Construction Inspector (JC 8350) who are regularly assigned to work outdoors. 
 

2. The County will provide up to one (1) set of rain gear, excluding boots, per employee to each 
employees in the classifications of Agricultural and Standards Investigator I (JC 8418), 
Agricultural Standards Investigator II (JC 8419), and Agricultural and Standards Investigator III 
(JC 8420) who are regularly assigned to work outdoors.   

 
2.3. Rain gear will be replaced as needed, Aat the discretion of the Agency/Department Head the 

rain gear will be replaced as needed. 
 

26.D. UNIFORM REIMBURSEMENT.    
 
The County shall reimburse employees in the classifications of Food Service Worker (JC 7510), and Senior 
Food Service Worker (JC 7512), who are assigned to work at Juvenile Institutions and or the Sheriff’s Work 
Alternative Program (also known as Work Furlough), for one-half (1/2) the cost of up to eight (8) dietary 
uniforms per employee per fiscal year.   
 
26.E. SAFETY FOOTWEAR REIMBURSEMENT.   
 

1. Agricultural and Standards Classifications. Effective January 7, 2024, tThe County will 
reimburse employees in the classifications of Agricultural and Standards Technician (JC 8204), 
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Agricultural and Standards Investigator I (JC 8418), Agricultural Standards Investigator II (JC 
8419), and Agricultural and Standards Investigator III (JC 8420) for the actual cost of one (1) pair 
of approved safety footwear up to a maximum of one-hundred and thirty dollars ($130.00) per 
year.  Effective January 5, 2025, the maximum reimbursement shall increase to one hundred 
and fifty dollars ($150.00) per calendar year.  Reimbursement, after the end of the calendar year, 
will be based on verification of assignment and submittal of proof of purchase.  The employees 
are required to wear the safety footwear during work hours. 

1.  
 

2. Gardeners. The County will reimburse employees in the classifications of Gardener I, General 
Services Agency (JC 7205), Gardener I, Public Works Agency (JC 9102), Gardener II, General 
Services Agency (JC 7210), and Gardener II, Public Works Agency (JC 9103) for the actual cost 
of one (1) pair of steel toed, ankle-high work boots, (steel-toed, ankle high work boots) up to a 
maximum of one hundred and thirty dollars ($130.00) .  Effective January 5, 2025, , the maximum 
reimbursement shall increase to one hundred and fifty dollars ($150.00) per calendar year.  
Reimbursement, after the end of the calendar year, will be based on verification of assignment 
and submittal of proof of purchase.  The employees are required to wear these work boots during 
work hours. 
 

3. Telecommunications Classifications. The County will reimburse employees in the 
classifications of Electronic Systems Technician (JC 9267), Telecommunications Equipment 
Installer (JC 9270), and Telecommunications Technician (JC 9280) for the actual cost of one (1) 
pair of safety climbing boots up to a maximum of one hundred and eighty dollars ($180.00) once 
every three (3) years.  Effective January 5, 2025, the maximum reimbursement amount shall 
increase to two hundred dollars ($200.00) once every three (3) years.  Reimbursement will be 
based on verification of assignment and submittal of proof of purchase.  The employees are 
required to wear these work boots during work hours when climbing, as determined by the 
supervisor. 
 

4. Food Service Workers.  The County will reimburse employees in the classification of Food 
Service Worker (JC 7510), and Senior Food Service Worker (JC 7512), for the actual cost of one 
(1) pair of slip-resistant, reinforced-toe work shoes (slip resistant, reinforced toe), up to a 
maximum of one hundred and thirty dollars ($130.00).  Effective January 5, 2025, the maximum 
reimbursement amount shall increase to one hundred and fifty dollars ($150.00) per calendar 
year.  Reimbursement will be based on verification of assignment and submittal of proof of 
purchase.  The employees are required to wear these shoes during work hours, as determined 
by the supervisor. An employee may receive only one (1) reimbursement per year.  

 
5. Code Enforcement Officers.  Effective two (2) pay periods following adoption of the MOU by 

the BOS, the County will reimburse employees in the classifications of Code Enforcement Officer 
I (JC 8675), Code Enforcement Officer II (JC 8680) and Code Enforcement Officer III (JC 8685) 
for the actual cost of one (1) pair of steel-toed, slip resistant work shoes, up to a maximum of 
one hundred and fifty dollars ($150.00) per calendar year. 

 
6. Janitorial Staff. Effective two (2) pay periods following adoption of the MOU by the BOS, the 

County will reimburse employees in the classifications of Janitor (JC 7410), Lead Janitor (JC 
7415), Janitor, Detention Facilities (JC 7416), Janitor Floor Specialist, Detention Facilities (JC 
7417), and Lead Janitor, Detention Facilities (JC 7418) for the actual cost of one (1) pair of slip-
resistant work shoes, up to a maximum of one hundred and fifty dollars ($150.00) per calendar 
year. 
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4.7. General Provisions.  Reimbursement, after the end of the calendar year, will be based on 
verification of assignment and submittal of proof of purchase.  Employees are required to wear 
safety footwear during work hours, as determined by the supervisor. 

 
 
TENTATIVE AGREEMENT 
 
For the County:  For SEIU Local 1021: 

 
   
Keith Fleming Date 
 
  

Nato Green Date 
 
 

 
 
 
Proposal Chronology: 
Date Note 
12/18/25 CP #20 Passed to SEIU 
12/18/25 UP #14 Passed to County 
2/10/26 CC1 to UP #14 and incorporate cleanup from CP #20 
2/19/26 Amended UP #14A Passed to County 
3/3/26 CC1 to UP #14A including CP #20 
3/3/26 Tentative agreement 

 

3/3/2026
3/3/2026
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SECTION 8. LEAVES OF ABSENCE 
 
8.A. LEAVE MAY NOT EXCEED NINE (9) MONTHS. A leave of absence without pay may be granted by 

the Agency/Department Head upon the request of the employee seeking such leave but shall not be 
longer than nine (9) months, except as hereinafter provided. 

 
8.B. NO LEAVE TO ACCEPT OUTSIDE EMPLOYMENT. A leave of absence without pay may not be 

granted to a person accepting either private or public employment outside the service of the County 
of Alameda, except as hereinafter provided. 

 
8.C. MILITARY LEAVE. Employees shall be entitled to military leaves of absence as specified in Chapter 

7, Part 1, Division 2 of the California Military and Veterans Code. Employees must present to their 
supervisor a copy of their military orders which specify the dates and duration of such leave. 

 
 If such employee shall have been continuously employed by the County for at least one (1) year 

prior to the date such absence begins, he/shethey shall be entitled to receive paid military leave as 
follows: 

 
 1. Paid military leave which may be granted during a fiscal year for continuous or intermittent 

military leave, is limited to a maximum of 240-working hours for forty (40) hour/week classes or 
225-working hours for thirty-seven and one-half (37.5) hour/week classes, during ordered military 
leave, including necessary travel time.  The 240-hour limit reflects the equivalent of thirty (30), 
eight (8) hour days but is designated in hours to account for alternative work schedules.  The 
225-hour limit reflects the equivalent of thirty (30), seven and one-half (7.5) hour days but is 
designated in hours to account for alternative work schedules. 

 
 2. During the period specified in 8.C.1. above, the employee shall be entitled to receive pay only 

for those hours which the employee would have been regularly scheduled to work and would 
have worked but for the military leave. 

 
 3. The rate of pay shall be the same rate the employee would have received for hours worked 

during a shift he/shethey would have been scheduled to work or scheduled for paid holiday leave, 
had he/shethey not been on military leave. 

 
 4. In no event shall an employee be paid for time he/shethey would not have been scheduled to 

work during said military leave. 
 

 In determining employee eligibility for classifications requiring a minimum length of service, time 
spent on military leave shall be eligible for inclusion in the length of service calculation. 

  
8.D. TEMPORARY APPOINTMENT DUE TO MILITARY LEAVE. An Agency/Department Head may 

grant an employee a leave of absence without pay from their position to permit such an employee 
to be temporarily appointed to fill a position which is vacant as the result, and during the period of, 
a military leave of absence. 
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8.E. EDUCATIONAL LEAVE. A leave of absence without pay may be granted by the Agency/Department 
Head upon the request of the employee seeking such leave for the purpose of education, but no one 
(1) such leave of absence shall exceed a period of one (1) year. 

 
8.F. PAID TIME OFF FOR EDUCATION PURPOSES.  
 

1. State-Mandated Training.  Except for employees enumerated in Appendix B (Intermittent and 
Services-As-Needed Classifications), employees in the following classifications will be granted 
paid leave per fiscal year for state mandated training required to maintain their licenses, 
certifications, or registration.  Paid leave for any employee regularly scheduled to work less than 
the normal work week for the job classification shall be prorated within a pay period in which 
leave is granted, based upon a proportion of the hours which would have been worked during 
that pay period but for the leave to the normal full-time pay period for the job classification. 

 
Job 
Code 

Covered Classifications Hours 
Limit 

Frequency* 

2610 Appraiser I Up to 24 Each fiscal year (“FY”). 
2615 Appraiser II Up to 24 Each FY. 
2620 Appraiser III Up to 24 Each FY. 
2706 Auditor-Appraiser I Up to 24 Each FY. 
2710 Auditor-Appraiser II Up to 24 Each FY. 
2715 Auditor-Appraiser III Up to 24 Each FY. 
6505 Behavioral Health Clinician I Up to 36 Over a 2-FY period, 

effective on the date 
established by the BBS. 

6510 Behavioral Health Clinician II Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6512 Behavioral Health Crisis 
Intervention Specialist I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6513 Behavioral Health Crisis 
Intervention Specialist II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

5337 Clinical Nurse Specialist Up to 30 Over a 2-FY period. 
6316 Clinical Psychologist Up to 36 Over a 2-FY period. 
6515 Clinical Review Specialist** Up to 36** **Applies only if the 

employee is required to 
obtain educational units 
mandated by State law or 
regulation to maintain 
licensure or certification:  
Over a 2-FY period, for 
BBS or up to 30-hours 
over 2 FY period for 
Board of Registered 
Nursing. 

5779 Dental Hygienist Up to 12.5 Each FY. 
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Job 
Code 

Covered Classifications Hours 
Limit 

Frequency* 

6528 Forensic Behavioral Health 
Clinician I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6529 Forensic Behavioral Health 
Clinician II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6496 Marriage and Family Therapist 
I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the Board 
of Behavioral Sciences 
(“BBS”). 

6497 Marriage and Family Therapist 
II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6490 Mental Health Specialist I, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

6491 Mental Health Specialist II, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

6492 Mental Health Specialist III, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

5605 Microbiologist Up to 15 Each FY. 
5383 Mid-Level Practitioner Up to 30 Over a 2-FY period. 
5850 Pediatric Occupational 

Therapist 
Up to 24 Over a 2-FY period. 

5860 Pediatric Physical Therapist Up to 30 Over a 2-FY period. 
5644 Pharmacist, ACBH Up to 15 Each FY. 
5510 Registered Dental Assistant Up to 25 Over a 2-FY period. 
5300 Registered Nurse I Up to 30 Over a 2-FY period. 
5305 Registered Nurse II Up to 30 Over a 2-FY period. 
5315 Registered Nurse III Up to 30 Over a 2-FY period. 
5645 Senior Clinical Pharmacist, 

ACBH 
Up to 15 Each FY. 

5610 Senior Microbiologist Up to 15 Each FY. 
5865 Senior Therapist Up to 24-or 

30 (based 
on 
licensure) 

Over a 2-FY period. 

**Paid time off for education purpose frequency shall be prorated for part-time 
employees in the covered classifications. 

 
2. Substitution.  The County may substitute on an hour-for-hour basis accredited mandated 

training offered by the County on an in-service basis for Nursing (5300, 5305, 5315, 5337, 5383) 
and Pharmacy (5644 and 5645) classifications, and for the classifications of Behavioral Health 
Clinician I (6505) and Behavioral Health Clinician II (6510).   
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3. Nursing Scheduling Time Off.  With respect to scheduling paid time off for the Nursing 
classifications (5300, 5305, 5315, 5337, 5383), the Agency/Department Head shall schedule 
such time as follows:  The Agency/Department Head shall designate a bulletin board at each 
major work location where continuing education course announcements shall be posted in a 
timely fashion.  Nurses wishing leave to attend such courses shall complete and forward to the 
Agency/Department Head any necessary leave form.  The County shall have fifteen (15)-days 
to deny such leave in writing or leave shall be granted as requested by the employee. 

 
4. Mid-Level Practitioner (5383).  If a Mid-level Practitioner (5383) is required to obtain 

educational units by an Agency/Department Head that cannot be taken within the Hours Limit as 
stated above, the Agency/Department Head will authorize such additional paid educational leave 
as is necessary to satisfy practitioner staff qualifications.  Any such additional leave shall be 
prorated for part-time Mid-level Practitioners (5383) as provided above. 

 
5. Behavioral Health.  If a Behavioral Health Clinician I (6505), Behavioral Health Clinician II 

(6510), Behavioral Health Crisis Intervention Specialist I (6512), and Behavioral Health Crisis 
Intervention Specialist II (6513), Forensic Behavioral Health Clinician I (6528) and Forensic 
Behavioral Health Clinician II (6529) has not complied with the one-time-State-required 10-hour 
Human Sexuality Training, or one-time-State-required 7-hour Child Abuse Training, or one-time-
State-required 15-hour Alcoholism Training, the Agency/Department Head shall authorize paid 
educational leave for these specific hours for these specific training programs.  Any such leave 
shall be prorated for part-time employees in these classifications. 

 
6. If additional classifications covered by this MOU are mandated by State law or regulation to 

complete a continuing education requirement to maintain licensure or certification, at the request 
of the union, the County will meet and confer on inclusion of such classifications within the 
provisions of this subsection 8.F. (Paid Time Off for Education Purposes). 

 
8.G. LEAVE WHEN LENT TO OTHER GOVERNMENTAL AGENCY OR GOVERNMENTAL 

INSTITUTION. A leave of absence without pay may be granted by the Agency/Department Head to 
any employee who is lent to another governmental jurisdiction, to an agency engaged in a survey of 
government practices, or to an educational institution, but no one (1) such leave of absence shall 
exceed a period of one (1) year. 

 
8.H. LEAVE OF ABSENCE TO ACCEPT APPOINTMENT TO THE UNCLASSIFIED SERVICE. A leave 

of absence without pay may be granted to an employee to permit such person to accept employment 
for an indefinite period in the unclassified civil service of the County or in a position outside the 
County service, the salary of which is paid in whole or in part by the County.  Upon termination of 
such employment, such person shall revert to the position from which said leave of absence was 
granted and, in the event such position has been filled by another person, the reduction in force 
procedures set forth in the Civil Service Commission Rules shall apply. 

 
8.I. LEAVES OF ABSENCE TO ACCEPT APPOINTMENT TO ANOTHER POSITION IN THE 

CLASSIFIED SERVICE. An employee having tenure in a classification in the classified civil service 
who is appointed to another classification in the classified service of the County may be granted a 
leave of absence without pay from the position to which the employee has tenure until the employee 
obtains tenure to such other position, or the employee’s appointment thereto is terminated for any 
reason, whichever first occurs.  In the event of the return of such employee to the position from which 
leave of absence was granted, the employee with the least seniority in such class in such 
agency/department shall be laid off if all authorized positions are filled. 
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8.J. LEAVE FOR ASSIGNMENT TO SPECIAL PROJECT. An employee having tenure in a classification 
in the classified civil service, who is appointed to the classification of Project Specialist, may be granted 
a leave of absence without pay from the classification in which he/she has tenure, by the 
Agency/Department Head, for the duration of said employee's assignment to the special project. 

 
8.KJ. LEAVE FOR JURY DUTY OR IN ANSWER TO A SUBPOENA. Sufficient paid leave shall be granted 

to permit an employee to travel between the workplace and the court and while serving on jury duty 
or in answer response to a subpoena as a witness.  Full-time employees will receive their regular 
compensation for any work week in which they perform jury service under this Section. Part-time 
employees will receive compensation on a pro-rated basis of the regular work schedule. Employees 
who are regularly scheduled to work less than full-time shall receive pay on a prorated basis, based 
on the hours they would have been scheduled to work during the period of leaveCompensation for 
any employee regularly scheduled to work less than the normal work week for the job classification 
shall be prorated within a pay period in which leave is granted, based upon a proportion of the hours 
which would have been worked during that pay period but for the leave to the normal full-time pay 
period for the job classification.   

 
Any jury or witness fee awarded to such personreceived by the employee, excluding mileageless 
reimbursement for mileage, shall be deposited into the County Treasury.   
 
Any personEmployees who are assigned an to afternoon or evening shifts shall be entitled to equal 
time off as leave with pay from the person’sreceive paid leave from their next regularly scheduled 
shift for equal toall the time spent serving on jury duty or answering responding to a subpoena as a 
witness, including travel time and for traveling to and from court.   
 
Any person who isEmployees who are regularly assigned to a schedule which that includes working 
Saturday and Sunday, and who serves on jury duty for on their entire two (2) scheduled days off 
during the previous Monday through Friday period, may, upon 24-hour advance notice to their 
supervisor elect to use shall be allowed to schedule their next regular workday as vacation or 
compensatory time off for their next regular workday. Any person whoseIf the employee’s jury 
service extends into a second workweek shall have theirthe employee’s schedule shall be 
temporarily changed to a Monday to Friday day shift schedule for the duration of such jury service 
only. 

 
 When an employee is excused from jury duty or from answering responding to a subpoena as a 

witness in time to report for at least one-half (1/2) their employee’s regularly scheduled shift, the 
employee shall report to duty work and jury duty pay under this subsection shall be reduced 
accordingly.  If the employee fails to report as set forth hereinrequired, the employee shall be docked 
for the balance remainder of the day. 

 
 Employees shall apply for standby jury duty if the court permits this option.  An employee whose 

work assignment precludes participation in the standby jury duty shall be exempted from this 
requirement, provided that an Agency/Department Head may adjust an employee's work assignment 
to permit the employee to apply for standby duty. 

 
8.LK. DISABILITY LEAVE FOR OTHER EMPLOYMENT. Anything in this MOU to the contrary 

nNotwithstanding any other provision of this MOU, any person employee who, because of 
sicknessdue to illness or injury, is incapable unable toof performing their work or duties in the service 
of the County but who is nevertheless capable of performing other work or duties outside the County 
service of the County may, within at the discretion of the Agency/Department Head, be granted sick 
leave of absence without pay during such period of disability to accept such employment. 
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8.M. PERSONAL DISABILITY LEAVE. After six (6) months from date of employment, an employee shall 

be entitled to leaves of absence without pay for not more than two (2) periods aggregating to no 
more than ninety (90) calendar days within a twelve (12) month period upon presentation of 
acceptable proof of their personal disability.  Before such leave, the employee must have used all 
accrued vacation, paid sick leave or compensating time off, unless the employee is receiving 
accrued vacation, paid sick leave or compensating time off as a supplement to disability insurance 
benefits under Section 15. (Disability Insurance Benefit) of this MOU, in which event, the employee 
shall be entitled to personal disability leave.  But the employee's entitlement to personal disability 
leave shall be reduced by the hourly equivalent of the disability insurance payment (hours of 
personal disability deducted per pay period equals two (2) times the employee's weekly disability 
insurance entitlement divided by the employee's normal hourly rate) provided, however, that an 
employee who has exhausted paid leave balances and is receiving disability insurance only shall 
have personal disability leave deducted on a day-for-day basis.  Such leave may be extended by 
mutual agreement of the employee and the Agency/Department Head. 

 
 The Agency/Department Head may require acceptable proof of the employee's ability to return to 

work provided that the Agency/Department Head shall notify the employee in writing of such 
requirement in advance.  If the submitted proof is deemed unacceptable, the Agency/Department 
Head shall immediately notify the employee in writing of existing deficiencies in the submitted proof.  
Employees granted leave under this paragraph shall be returned to the same classification and the 
Agency/Department Head shall make its best effort to return such employee to the same 
geographical location, shift and, where there is specialization within a classification, to the same 
specialization.  Questions as to whether or not the Agency/Department Head has used their best 
effort herein shall not be subject to the grievance procedure. 

 
8.NL. PREGNANCY & CHILD BONDING DISABILITY LEAVE. An employee is entitled to receive awho is 

disabled by pregnancy, and childbirth, or a related medical condition is entitled to an unpaid, job-
protected leave of absence of up to 17 and 1/3 weeks as determined by the employee’s health care 
provider, in accordance with the Fair Employment and Housing Act (FEHA) Pregnancy Disability 
Leave (PDL) provision bonding leave of up to six (6) months.   Employees who are approved for 
PDL will have their accrued sick leave automatically applied or supplemented if they are eligible and 
receiving State Disability Insurance (SDI). If employees exhaust their sick leave, their vacation leave, 
compensatory time off or other accrued paid leave will automatically be applied to their PDL unless 
the employee requests, in writing, not to have their other leave balances applied. For an employee 
who is regularly scheduled to work less than the full-time work week for the classification, usage of 
accrued paid leave shall be granted only for those days, or fractions thereof, on which such an 
employee would have been regularly scheduled to work and would have worked but for the PDL.  
Such an employee may elect to take accrued vacation or compensatory time off or sick leave, when 
eligible, during the period of pregnancy and child bonding leave, except that in the case of an 
employee who is regularly scheduled to work less than the normal full-time workweek for the 
classification, paid leave shall be granted only for those days, or fractions thereof, on which such an 
employee would have been regularly scheduled to work and would have worked but for the 
pregnancy and child bonding leave.  The employee shall be entitled to sick leave, when eligible, with 
pay accumulated pursuant to subsection 11.E. (Cumulative Sick Leave Plan) of this MOU.  The 
scheduling of child bonding leave (either on FMLA or CFRA) on an intermittent basis and/or requests 
for a reduced work schedule are subject to mutual agreement by the employee and the 
Agency/Department Head as allowed by law. 

 
 Notwithstanding the above, the employee may be entitled to take up to seven (7) months of total 

leave for the integration of the pregnancy disability and child bonding leaves pursuant to the Family 
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Medical Leave Act (FMLA), California Pregnancy Disability Leave (PDL), and California Family 
Rights Act (CFRA). Disability leave due to pregnancy runs concurrently with FMLA and PDL.  Child 
bonding leave runs concurrently with FMLA and CFRA. 

 
 Reinstatement subsequent to pregnancy and child bonding leave of absence shall be to the same 

classification from which leave was taken and the Agency/Department Head shall make its best 
effort to return such employee to the same geographical location, shift, and where there is 
specialization within a classification, to the same specialization.  Questions as to whether or not the 
Agency/Department Head has used its best effort herein, shall not be subject to the grievance 
procedure. 

 
PDL runs concurrently with approved leave under the federal Family and Medical Leave Act (FMLA), 
if eligible.  Reinstatement of an employee returning from PDL or other job-protected leave shall be 
to the same classification the employee occupied when the leave was taken, and the 
Agency/Department Head shall make their best effort to return such employee to the same 
geographical location, shift and where there is a specialization within a classification, to the same 
specialization. The determination on whether the Agency/Department Head has used their best 
effort herein shall not be subject to the grievance procedure.  

 
 
8.OM. CHILD BONDING LEAVE. A prospective father, spouse, domestic partner or adoptive parent is 

entitled to child bonding leave of up to six (6) months, within one (1) year of the qualifying event. 
Child bonding leave runs concurrently with FMLA and CFRA.  The scheduling of child bonding leave 
(either on FMLA or CFRA) on an intermittent basis and/or requests for a reduced work schedule are 
subject to mutual agreement by the employee and the Agency/Department Head as allowed by law. 

8.P.  
8.Q. An employee may elect to take accrued vacation or compensatory time off during the period of child 

bonding leave except that in the case of an employee who is regularly scheduled to work less than 
the normal full-time workweek for the classification, paid leave shall be granted only for those days, 
or fractions thereof, on which such an employee would have worked but for child bonding leave.  
The use of sick leave during child bonding leave shall not be permitted unless employees are 
otherwise eligible to use it as provided in subsection 11.L. (Family Sick Leave). 
 
Reinstatement subsequent to child bonding leave of absence shall be to the same classification from 
which leave was taken and the Agency/Department Head shall make its best effort to return such 
employee to the same geographical location, shift, and where there is specialization within a 
classification, to the same specialization.  Questions as to whether or not the Agency/Department 
Head has made its best effort herein, shall not be subject to the grievance procedure. 
 
1. Child Bonding Leave Under California Family Rights Act (CFRA) and Family Medical 

Leave Act (FMLA):  An employee who is a new parent (birth, adoptive or foster placement) is 
entitled to an unpaid, job-protected leave of absence to bond with a new child up to 12-weeks, 
within one (1) year of the qualifying event, in accordance with CFRA and FMLA. Child bonding 
leave taken under CFRA runs concurrently with approved leave under FMLA, if eligible. The 
scheduling of child bonding leave (either on CFRA or FMLA) on an intermittent basis shall be a 
basic minimum duration of two (2) weeks; however, an employee shall be permitted leave of less 
than two (2) weeks’ duration on any two (2) occasions. Any requests for additional occasions of 
intermittent leave or a reduced work schedule are subject to approval by the employee’s 
Agency/Department Head as allowed by law.  
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2. Additional County Child Bonding Leave Not Covered by CFRA/FMLA:  An employee may 
be eligible to take up to a total of 26-weeks of leave inclusive of time under FEHA PDL and Child 
Bonding Leave under CFRA/FMLA; however, any additional leave taken up to the maximum 26-
weeks of total leave that is not covered under FEHA PDL or CFRA/FMLA may be taken utilizing 
the employee’s own leave balances or will be considered authorized leave without pay and 
subject to subsection 8.U. (Effect of Leave Without Pay). If an employee’s combined leave under 
FEHA PDL and CFRA/FMLA is 26-weeks or more, the employee shall not be eligible for 
Additional County Child Bonding Leave under this subsection.  

 
3. Application of Employee Accrued Leave During Child Bonding: An employee’s accrued 

vacation leave, compensatory time off or other accrued paid leave (excluding sick leave) will 
automatically be supplemented during the period of child bonding leave referenced in 
subsections 8.M.1. (Child Bonding Leave Under CFRA/FMLA) and 8.M.2. (Additional County 
Child Bonding Leave Not Covered by CFRA/FMLA), unless the employee requests, in writing, 
not to have their other leave balances applied. In the case of an employee who is regularly 
scheduled to work less than the full-time workweek for the classification, paid leave shall be 
granted only for those days, or fractions thereof, on which such an employee would have worked 
but for child bonding leave.  

 
4. Use of Sick Leave During Child Bonding:  The use of sick leave during child bonding leave 

shall not be permitted unless they are otherwise eligible to use it as provided in Section 11. (Sick 
Leave).  

 
5. Reinstatement Following Child Bonding Leave: Reinstatement of an employee returning from 

child bonding leave or other approved leave referenced herein shall be to the same classification 
the employee occupied when the leave was taken and the Agency/Department Head shall make 
their best effort to return such employee to the same geographical location, shift, and where 
there is specialization within a classification, to the same specialization. The determination on 
whether the Agency/Department Head has made their best effort herein shall not be subject to 
the grievance procedure.  

 
8.PN. BEREAVEMENT LEAVE.  An regularly scheduled employee Leave of absence with pay because of 

death in the immediate family of an employee shall be granted up to five (5) days of leave of absence 
with pay by the Agency/Department Head because of death in the immediate familyof up to five (5) 
days.  Employees are required to complete and submit the Bereavement Leave Statement within 
thirty (30) days of the start of the bereavement leave, and the bereavement leave shall be completed 
within three (3) months of the date of death of the immediate family member. 
 
For purpose of this subsection 8.PN. (Bereavement Leave), "immediate family" means a: 
 
 Spouse or domestic partner (as defined in Appendix B (Domestic Partner Defined); 
 Parent (biological, step-, in-law, foster); 
 Child (biological, adopted, foster, step-, legal ward, or child of a Domestic Partner); 
  mother, stepmother, father, stepfather, husband, wife, domestic partner, (upon submission of 

an affidavit as defined in Appendix E. (Domestic Partner)), child of domestic partner, son, 
stepson, daughter, stepdaughter, gGrandparent;,  

 gGrandchild;,  
 Sibling; brother, sister, foster parent, foster child, mother-in-law and father-in-law, or  
 aAny other person sharing the relationship of in loco parentis; and  
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 when When living in the household of the employee, a son-in-law, daughter-in-law, orbrother-in-
law or sisterssibling-in-law. 

 
Effective [two pay periods following adoption of the MOU by the Board of Supervisors], employees 
may use up to three (3) days of accrued paid leave for bereavement leave upon the death of a 
“designated person” as defined under California Government Code §12945.2, for whom the 
employee was previously approved to use leave under CFRA or family sick leave pursuant to 
subsection 11.K. (Family Sick Leave). Employees who experience the death of an sibling-in-law who 
does not live in their household may take an unpaid leave of absence for up to three (3) days. 
 
Entitlement to leave of absence under this subsection 8.P. (Bereavement Leave) shall be only for 
all hours the employee would have been scheduled to work for those days granted and shall be in 
addition to any other entitlement for sick leave, emergency leave, or any other leave.  

    
8.O. LEAVE FOR REPRODUCTIVE LOSS. After 30-days from the date of employment, employees shall 

be entitled to an unpaid leave of absence of up to five (5) days for each reproductive loss event, up 
to a maximum of 20 days within a 12-month period. Employees may elect to use their accrued leave 
balances for all hours of their scheduled workdays. The leave may be taken non-consecutively and 
must be taken in increments of one (1) workday and completed within three (3) months of the date 
of the event entitling the employee to such leave. For employees on pregnancy disability leave, 
FMLA/CFRA leave or other leave entitlement under state or federal law, the reproductive loss leave 
is in addition to any other such leave entitlements must be completed within three (3) months of the 
end date of the other leave. 

 
For purposes of this subsection 8.O. (Leave for Reproductive Loss), “a reproductive loss” is defined 
as: 
 Failed adoption 
 Failed surrogacy 
 Miscarriage 
 Stillbirth 
 Unsuccessful assisted reproduction  

 
To request such leave, employees must complete and submit the “Request for Leave for 
Reproductive Loss” form to their Agency/Departmental Human Resources Officer/Representative. 

 
8.P. VICTIM AND FAMILY SUPPORT LEAVE.  Effective January 1, 2025, in accordance with 

Government Code §12945.8 and any amendments thereto, employees are entitled to an unpaid, 
job-protected leave of absence if they or their family members are a victim of a qualifying act of 
violence (“QAV”).  “Family member” means a child, parent, grandparent, grandchild, sibling, spouse, 
or domestic partner, or designated person. This leave runs concurrently with any leave under the 
California Family Rights Act and the Family Medical Leave Act, if the employee is eligible. 

 
1. Use of Paid Leave.  Employees may elect to use accrued sick leave, vacation, compensatory 

time off, or other available paid leave balances for leave taken pursuant to this subsection. For 
employees scheduled to work less than the full-time work week, use of paid leave shall be 
granted only for those days, or fractions thereof, that the employee was scheduled to work.  
Employees who do not elect to use accrued leave or lack sufficient leave accruals to cover the 
leave taken under this subsection shall be granted authorized leave without pay.  
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2. Request and Documentation.  When feasible, employees must provide advance notice and, if 
requested, reasonable documentation to support the leave.  To request the leave, employees 
must complete and submit the “Request for Victim and Family Support Leave” form to their 
Agency/Departmental Human Resources Officer/Representative.  

  
8.Q. LEAVE FOR PARTICIPATING IN EXAMINATION PROCESS. Upon forty-eight (48) hours advance 

notice by the employee to their supervisor, an employee shall be granted paid leave while 
participating in an Alameda County of Alameda employment examination which that is scheduled 
during the employee's working hours.  If the examination is in-person, Ssufficient paid leave shall be 
granted to permit the employee to travel between the work placeworkplace and the testing site.  
Examinations for jurisdictions other than the County of Alameda are exempted from this provision. 

 
8.R. LEAVE FOR PARTICIPATING IN THE SELECTION OR TRANSFER PROCESS. Upon twenty-four 

(24) hours advance notice by the employee to their supervisor, an employee who has received a 
certification for an Alameda CountyCounty of Alameda employment interview or an employee who 
must be interviewed as part of an interdepartmental transfer shall be granted paid leave while 
participating in the interview scheduled during the employee's work hours.  If the interview is in-
person, Ssufficient paid leave shall be granted to permit the employee to travel between the work 
place and the site of the interview.  With prior notice to the employee, the Agency/Department Head 
may require written verification of an interdepartmental transfer interview.  Interviews for jurisdictions 
other than the County of Alameda are exempted from this provision. 

 
8.S. LEAVE FOR PARTICIPATING IN A LITERACY PROGRAM. Any employee accepted into the 

Alameda County Workplace Literacy Program, subject to grant approval, as a learner or a participant 
or other workplace program approved by Alameda County shall be permitted up to twenty-five (25) 
hours in a twelve (12) month period of educational leave with pay to the extent that such courses of 
instruction are provided during the employee's on-duty hours. 

 
8.TS. LEAVE FOR EMPLOYMENT WITH THE UNION. Upon written certification from the Union and the 

agreement of the Agency/Department Head, up to six (6) employees at any one (1) time who are 
subject to this MOU shall be granted a leave of absence without pay for a period of up to six (6) 
months in a twelve (12) month period to work for Local 1021.  At the end of such leave the employee 
shall be returned to the employee’s same classification and Agency/Department.The Union shall 
reimburse the County for all costs incurred for that employee while on leave for union business. 

 
8.UT. FAMILY-SCHOOL PARTNERSHIP ACT LEAVE.  California Government Code Section 230.8 entitles 

employees who are a parent, legal guardian, stepparent, foster parent, or grandparent of, or a person 
who stands in loco parentis to a child in a licensed daycare facility or school (from birth through grade 
12) up to forty (40) hours off per year, with a maximum of eight (8) hours per calendar month, to 
participate in school activities. 

 
 Employees shall utilize vacation or compensatory time, for the purposes of the planned absence.  The 

type of leave used by the employee shall be at the sole discretion of the employee.  Employees who 
do not have any accrued vacation, compensatory time or personal leave are permitted to utilize leave 
without pay for this purpose.   

 
Employees shall give reasonable notice to their supervisor of the school activity planned absence and 
upon return to work, provide to their supervisor documentation from the school or licensed childcare 
provider as proof that the employee engaged in child-related activities.  An Agency/Department Head 
shall not deny a request for this leave except for reasons critical to the agency/department operations. 
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8.U. EFFECT OF LEAVE WITHOUT PAY.  No benefits or time credit, such as sick leave or vacation leave, 

shall be earned during the period when an employee is absent on leave without pay, except as required 
by law or otherwise specified herein this MOU.  

 
 
Tentative Agreement: 
 

For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  
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4/21/26 CP #7A Passed to SEIU 
4/23/26 SEIU Counter to CP #7A & UP #19 
4/28/26 CP #7B and CC1 to UP #19 to SEIU 
5/12/26 SEIU Counter to UP #7B/UP #19v3 
6/9/26 CPkg #1 – Maintain CP #7B and CC1 to UP #19 
6/18/26 SEIU Resubmit 5/12/26 Counter 
6/23/26 CPkg #2 - CC1 to Union Counter to CP #7B 
7/2/26 SEIU amend UP #19 and counter CP #7B 
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Sideletter of Agreement 
Human Resource Services (“HRS”) 

Medical Leaves and Accommodation Services (“MLAS”) 
[Date] 

 
 
The County of Alameda (“County”) and the Service Employees International Union Local 1021 
(“Union”), collectively herein the “Parties”, agree that within 180 days after adoption of the January 
4, 2026 to [TBD] Memorandum of Understanding (“MOU”) by the County Board of Supervisors 
Human Resource Services shall develop a Frequently Asked Questions (“FAQ”) document 
intended to promote understanding and transparency regarding the roles, responsibilities and 
processes associated with MLAS. 
 
The FAQ may address topics including, but not limited to: 
 

 General information regarding temporary modified work assignments, reasonable 
accommodations, medical leave administration, and the interactive process. 

 The respective roles and responsibilities of employees, supervisors, 
departments/agencies, healthcare providers, MLAS, and other involved parties. 

 General information regarding medical documentation and information that may be 
requested as part of the accommodation or leave process. 

 Information regarding communication, coordination, and process timelines, recognizing 
that timeframes may vary depending on the circumstances of a particular case. 

 
Prior to finalizing the FAQ document, HRS will provide the Union with an opportunity to review 
and submit feedback for HRS’ consideration. 
 
In addition, for centralized agencies/departments (i.e. agencies/departments that contract with 
MLAS for services), MLAS will continue to offer informational sessions to employees regarding 
these processes, subject to operational needs and available resources. 
 
The Medical Leaves & Accommodations Services Unit will respond to written communications 
from employees within fourteen (14) calendar days. MLAS will make decisions on reasonable 
accommodations within thirty days of request by the employee. No employee will suffer adverse 
impacts as a result of delays in communication or errors on the part of the MLAS unit. 
Lastly, the Parties agree to the following: 
 

 MLAS will communicate with employees using both mail, and cCounty email, and personal 
email on file. 
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 Employees are entitled to a representative of the employee’s choosing during any meeting 
in the interactive process or related to statutory leaves or reasonable accommodations. 
 

 If an employee believes they have been improperly placed on unpaid leave due to a delay 
in communication or an administrative error by MLAS, the employee may bring the matter 
to the attention of the appropriate supervisory chain. The County will review the matter 
and take appropriate action. 

 
Disputes over reasonable accommodation requests will be subject to Section 20—Grievance & 
Arbitration.  

Tentative Agreement: 

 

For the County:  For SEIU: 

   

JeƯ Bailey, IEDA                               Date                  Peter Masiak, SEIU                             Date                  

 
  
Proposal Chronology: 
 
Date Note 
1/8/26 UP #31 from Union 
2/10/26 County Conceptual Response #1 - County offered 

separate discussion re: concerns 
5/14/26 Union requested to schedule separate discussion 
5/21/26 Union and County held separate discussion 
5/26/26 Union passed UP #31v2 
6/9/26 County Comprehensive Package Proposal - CC1 to UP 

#31v2 passed to Union 
6/18/26 Union passed UP #31v3 
6/23/26 CPkg#2 - CC1 to UP #31v3 passed to Union 
7/2/26 Union amended UP31v4 
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SIDELETTER OF AGREEMENT 
BETWEEN THE 

COUNTY OF ALAMEDA 
AND THE 

SERVICE EMPLOYEES INTERNATIONAL UNION LOCAL 1021 
 

JOINT LABOR/MANAGEMENT COMMITTEES FOR DEPARTMENT CONCERNS 
ALAMEDA COUNTY SOCIAL SERVICES AGENCY 

MARCH 12, 2007[DATE] 
 
 
The Alameda County Social Services Agency and Service Employees International Union 
Locals 535 and  6161021 (“Union”) and the County of Alameda (“County”) hereby agree to 
this the following:Sideletter of Agreement (“Sideletter”) regarding joint Labor/Management 
Committees (“LMC”) in the Alameda County Social Services Agency (“ACSSA”), to 
establish a framework for eƯective labor management collaboration which enables ACSSA 
to creatively address the demands of the future while preserving the integrity and rights of 
the workforce. 
 
As provided in Section 21. (Labor/Management Committee), the County has established 
LMC for each of the following:  
 

 Agency-wide 
 Adult and Aging Services 
 Children and Family Services 
 Workforce and Benefits Administration 

 
1. Joint committees for Department Concerns 
 
A. The Purpose of the CommitteesLMC 
 

1. The long-term goal of this agreement is to establish a framework for eƯective 
labormanagement collaboration which enables the Agency to creatively 
address the demands of the future while preserving the integrity and rights of 
the workforce. 
 

2.1. The purpose of the CommitteesLMC will beis to meet, discuss, decide, or 
make recommendations regarding issues related to the operation of the 
AgencyACSSA’s service departments. Issues may include but are not limited 
to the following: 
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a. Consistency of Department operations with policies 
b. Communications 
c. Workload distribution/caseloads 
d. Morale 
e. Department procedures 
f. New program initiatives 

 
3.2. The CommitteesLMC will provides a forum for information-sharing, 

identification of issues requiring resolution, and review of workplace 
developments. 
  

4.3. The CommitteesLMC will not discuss issues related to discipline, grievances, 
individual performance problems, negotiations, or meet-and-confer items. 

 
B. Composition of the LMC 
 

1. The CommitteesLMC will includes a maximum ofup to six (6) Social Services 
Agency representatives and one (1) business representative from the 
UnionSEIU Local 535 and/or 616 plus a Business Agent from 535 and a 
Business Agent from 616, and an equal number (up to eight (8)) of 
representatives from Department administrationACSSA management, 
including the respective Department HeadAssistant Agency Director or their 
designee. 

 
C. Committee Protocol of the LMC 
 

1. CommitteeThe LMC will determine protocol will be decided by the 
Committees. Such issues asrelated to routing of agenda and minutes, 
meeting leadership, and recording will be decided at the initial meetings. 

 
2. CommitteesThe LMC should maintain formal agendas and records of 

meetings. 
 
3. Responsibility for chairing the Committees will be alternated between SEIU 

The Union and ACSSA management will alternate chairing the LMC. 
 
4. The CommitteesLMC shall meet no less frequently than quarterly. 
 
5. This sSideletter shall be in eƯect through the term of the current MOU 

between Alamedathe County and SEIU Locals 535 and 616the Union. 
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D. Joint Labor-Management TeamsWorkload of the LMC 
 

It is acknowledged by tThe County acknowledges that employees designated by the 
Union and released by the County to serve on teams specifically designated as a 
joint departmental Labor Management TeamLMC and attend LMC meetings lasting 
more than 30 calendar days may be unable to maintain their workload when 
attending said meetings. To that end, the Assistant Agency Director or his/hertheir 
designee shall reassign or make other reasonable adjustments to the employee’s 
workload as the Agency determinesdeemed necessary. 

 
Committees 
 
Labor-Management Team for Department of Children and Families Services 
Labor-Management Team for Department of Workforce and Benefits 
Administration/Employment Services 
Labor-Management Team for Department of Adult and Aging Services 
Labor-Management Team for Agency Administrative and Finance 
 
 
Tentative Agreement: 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 
 
 
Proposal Chronology: 
Date Note 
1/8/26 Union Proposal (UP) 33 
4/23/26 County counter to UP 33 
6/23/26 Union amended UP 33 
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SECTION 8. LEAVES OF ABSENCE 
 
8.A. LEAVE MAY NOT EXCEED NINE (9) MONTHS. A leave of absence without pay may be granted by 

the Agency/Department Head upon the request of the employee seeking such leave but shall not be 
longer than nine (9) months, except as hereinafter provided. 

 
8.B. NO LEAVE TO ACCEPT OUTSIDE EMPLOYMENT. A leave of absence without pay may not be 

granted to a person accepting either private or public employment outside the service of the County 
of Alameda, except as hereinafter provided. 

 
8.C. MILITARY LEAVE. Employees shall be entitled to military leaves of absence as specified in Chapter 

7, Part 1, Division 2 of the California Military and Veterans Code. Employees must present to their 
supervisor a copy of their military orders which specify the dates and duration of such leave. 

 
 If such employee shall have been continuously employed by the County for at least one (1) year 

prior to the date such absence begins, he/shethey shall be entitled to receive paid military leave as 
follows: 

 
 1. Paid military leave which may be granted during a fiscal year for continuous or intermittent 

military leave, is limited to a maximum of 240-working hours for forty (40) hour/week classes or 
225-working hours for thirty-seven and one-half (37.5) hour/week classes, during ordered military 
leave, including necessary travel time.  The 240-hour limit reflects the equivalent of thirty (30), 
eight (8) hour days but is designated in hours to account for alternative work schedules.  The 
225-hour limit reflects the equivalent of thirty (30), seven and one-half (7.5) hour days but is 
designated in hours to account for alternative work schedules. 

 
 2. During the period specified in 8.C.1. above, the employee shall be entitled to receive pay only 

for those hours which the employee would have been regularly scheduled to work and would 
have worked but for the military leave. 

 
 3. The rate of pay shall be the same rate the employee would have received for hours worked 

during a shift he/shethey would have been scheduled to work or scheduled for paid holiday leave, 
had he/shethey not been on military leave. 

 
 4. In no event shall an employee be paid for time he/shethey would not have been scheduled to 

work during said military leave. 
 

 In determining employee eligibility for classifications requiring a minimum length of service, time 
spent on military leave shall be eligible for inclusion in the length of service calculation. 

  
8.D. TEMPORARY APPOINTMENT DUE TO MILITARY LEAVE. An Agency/Department Head may 

grant an employee a leave of absence without pay from their position to permit such an employee 
to be temporarily appointed to fill a position which is vacant as the result, and during the period of, 
a military leave of absence. 
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8.E. EDUCATIONAL LEAVE. A leave of absence without pay may be granted by the Agency/Department 
Head upon the request of the employee seeking such leave for the purpose of education, but no one 
(1) such leave of absence shall exceed a period of one (1) year. 

 
8.F. PAID TIME OFF FOR EDUCATION PURPOSES.  
 

1. State-Mandated Training.  Except for employees enumerated in Appendix B (Intermittent and 
Services-As-Needed Classifications), employees in the following classifications will be granted 
paid leave per fiscal year for state mandated training required to maintain their licenses, 
certifications, or registration.  Paid leave for any employee regularly scheduled to work less than 
the normal work week for the job classification shall be prorated within a pay period in which 
leave is granted, based upon a proportion of the hours which would have been worked during 
that pay period but for the leave to the normal full-time pay period for the job classification. 

 
Job 
Code 

Covered Classifications Hours 
Limit 

Frequency* 

2610 Appraiser I Up to 24 Each fiscal year (“FY”). 
2615 Appraiser II Up to 24 Each FY. 
2620 Appraiser III Up to 24 Each FY. 
2706 Auditor-Appraiser I Up to 24 Each FY. 
2710 Auditor-Appraiser II Up to 24 Each FY. 
2715 Auditor-Appraiser III Up to 24 Each FY. 
6505 Behavioral Health Clinician I Up to 36 Over a 2-FY period, 

effective on the date 
established by the BBS. 

6510 Behavioral Health Clinician II Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6512 Behavioral Health Crisis 
Intervention Specialist I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6513 Behavioral Health Crisis 
Intervention Specialist II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

5337 Clinical Nurse Specialist Up to 30 Over a 2-FY period. 
6316 Clinical Psychologist Up to 36 Over a 2-FY period. 
6515 Clinical Review Specialist** Up to 36** **Applies only if the 

employee is required to 
obtain educational units 
mandated by State law or 
regulation to maintain 
licensure or certification:  
Over a 2-FY period, for 
BBS or up to 30-hours 
over 2 FY period for 
Board of Registered 
Nursing. 

5779 Dental Hygienist Up to 12.5 Each FY. 
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Job 
Code 

Covered Classifications Hours 
Limit 

Frequency* 

6528 Forensic Behavioral Health 
Clinician I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6529 Forensic Behavioral Health 
Clinician II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6496 Marriage and Family Therapist 
I 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the Board 
of Behavioral Sciences 
(“BBS”). 

6497 Marriage and Family Therapist 
II 

Up to 36 Over a 2-FY period, 
effective on the date 
established by the BBS. 

6490 Mental Health Specialist I, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

6491 Mental Health Specialist II, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

6492 Mental Health Specialist III, 
licensed as a Vocational 
Nurse 

Up to 30 Over a 2-FY period. 

5605 Microbiologist Up to 15 Each FY. 
5383 Mid-Level Practitioner Up to 30 Over a 2-FY period. 
5850 Pediatric Occupational 

Therapist 
Up to 24 Over a 2-FY period. 

5860 Pediatric Physical Therapist Up to 30 Over a 2-FY period. 
5644 Pharmacist, ACBH Up to 15 Each FY. 
5510 Registered Dental Assistant Up to 25 Over a 2-FY period. 
5300 Registered Nurse I Up to 30 Over a 2-FY period. 
5305 Registered Nurse II Up to 30 Over a 2-FY period. 
5315 Registered Nurse III Up to 30 Over a 2-FY period. 
5645 Senior Clinical Pharmacist, 

ACBH 
Up to 15 Each FY. 

5610 Senior Microbiologist Up to 15 Each FY. 
5865 Senior Therapist Up to 24-or 

30 (based 
on 
licensure) 

Over a 2-FY period. 

**Paid time off for education purpose frequency shall be prorated for part-time 
employees in the covered classifications. 

 
2. Substitution.  The County may substitute on an hour-for-hour basis accredited mandated 

training offered by the County on an in-service basis for Nursing (5300, 5305, 5315, 5337, 5383) 
and Pharmacy (5644 and 5645) classifications, and for the classifications of Behavioral Health 
Clinician I (6505) and Behavioral Health Clinician II (6510).   
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3. Nursing Scheduling Time Off.  With respect to scheduling paid time off for the Nursing 
classifications (5300, 5305, 5315, 5337, 5383), the Agency/Department Head shall schedule 
such time as follows:  The Agency/Department Head shall designate a bulletin board at each 
major work location where continuing education course announcements shall be posted in a 
timely fashion.  Nurses wishing leave to attend such courses shall complete and forward to the 
Agency/Department Head any necessary leave form.  The County shall have fifteen (15)-days 
to deny such leave in writing or leave shall be granted as requested by the employee. 

 
4. Mid-Level Practitioner (5383).  If a Mid-level Practitioner (5383) is required to obtain 

educational units by an Agency/Department Head that cannot be taken within the Hours Limit as 
stated above, the Agency/Department Head will authorize such additional paid educational leave 
as is necessary to satisfy practitioner staff qualifications.  Any such additional leave shall be 
prorated for part-time Mid-level Practitioners (5383) as provided above. 

 
5. Behavioral Health.  If a Behavioral Health Clinician I (6505), Behavioral Health Clinician II 

(6510), Behavioral Health Crisis Intervention Specialist I (6512), and Behavioral Health Crisis 
Intervention Specialist II (6513), Forensic Behavioral Health Clinician I (6528) and Forensic 
Behavioral Health Clinician II (6529) has not complied with the one-time-State-required 10-hour 
Human Sexuality Training, or one-time-State-required 7-hour Child Abuse Training, or one-time-
State-required 15-hour Alcoholism Training, the Agency/Department Head shall authorize paid 
educational leave for these specific hours for these specific training programs.  Any such leave 
shall be prorated for part-time employees in these classifications. 

 
6. If additional classifications covered by this MOU are mandated by State law or regulation to 

complete a continuing education requirement to maintain licensure or certification, at the request 
of the union, the County will meet and confer on inclusion of such classifications within the 
provisions of this subsection 8.F. (Paid Time Off for Education Purposes). 

 
8.G. LEAVE WHEN LENT TO OTHER GOVERNMENTAL AGENCY OR GOVERNMENTAL 

INSTITUTION. A leave of absence without pay may be granted by the Agency/Department Head to 
any employee who is lent to another governmental jurisdiction, to an agency engaged in a survey of 
government practices, or to an educational institution, but no one (1) such leave of absence shall 
exceed a period of one (1) year. 

 
8.H. LEAVE OF ABSENCE TO ACCEPT APPOINTMENT TO THE UNCLASSIFIED SERVICE. A leave 

of absence without pay may be granted to an employee to permit such person to accept employment 
for an indefinite period in the unclassified civil service of the County or in a position outside the 
County service, the salary of which is paid in whole or in part by the County.  Upon termination of 
such employment, such person shall revert to the position from which said leave of absence was 
granted and, in the event such position has been filled by another person, the reduction in force 
procedures set forth in the Civil Service Commission Rules shall apply. 

 
8.I. LEAVES OF ABSENCE TO ACCEPT APPOINTMENT TO ANOTHER POSITION IN THE 

CLASSIFIED SERVICE. An employee having tenure in a classification in the classified civil service 
who is appointed to another classification in the classified service of the County may be granted a 
leave of absence without pay from the position to which the employee has tenure until the employee 
obtains tenure to such other position, or the employee’s appointment thereto is terminated for any 
reason, whichever first occurs.  In the event of the return of such employee to the position from which 
leave of absence was granted, the employee with the least seniority in such class in such 
agency/department shall be laid off if all authorized positions are filled. 
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8.J. LEAVE FOR ASSIGNMENT TO SPECIAL PROJECT. An employee having tenure in a classification 
in the classified civil service, who is appointed to the classification of Project Specialist, may be granted 
a leave of absence without pay from the classification in which he/she has tenure, by the 
Agency/Department Head, for the duration of said employee's assignment to the special project. 

 
8.KJ. LEAVE FOR JURY DUTY OR IN ANSWER TO A SUBPOENA. Sufficient paid leave shall be granted 

to permit an employee to travel between the workplace and the court and while serving on jury duty 
or in answer response to a subpoena as a witness.  Full-time employees will receive their regular 
compensation for any work week in which they perform jury service under this Section. Part-time 
employees will receive compensation on a pro-rated basis of the regular work schedule. Employees 
who are regularly scheduled to work less than full-time shall receive pay on a prorated basis, based 
on the hours they would have been scheduled to work during the period of leaveCompensation for 
any employee regularly scheduled to work less than the normal work week for the job classification 
shall be prorated within a pay period in which leave is granted, based upon a proportion of the hours 
which would have been worked during that pay period but for the leave to the normal full-time pay 
period for the job classification.   

 
Any jury or witness fee awarded to such personreceived by the employee, excluding mileageless 
reimbursement for mileage, shall be deposited into the County Treasury.   
 
Any personEmployees who are assigned an to afternoon or evening shifts shall be entitled to equal 
time off as leave with pay from the person’sreceive paid leave from their next regularly scheduled 
shift for equal toall the time spent serving on jury duty or answering responding to a subpoena as a 
witness, including travel time and for traveling to and from court.   
 
Any person who isEmployees who are regularly assigned to a schedule which that includes working 
Saturday and Sunday, and who serves on jury duty for on their entire two (2) scheduled days off 
during the previous Monday through Friday period, may, upon 24-hour advance notice to their 
supervisor elect to use shall be allowed to schedule their next regular workday as vacation or 
compensatory time off for their next regular workday. Any person whoseIf the employee’s jury 
service extends into a second workweek shall have theirthe employee’s schedule shall be 
temporarily changed to a Monday to Friday day shift schedule for the duration of such jury service 
only. 

 
 When an employee is excused from jury duty or from answering responding to a subpoena as a 

witness in time to report for at least one-half (1/2) their employee’s regularly scheduled shift, the 
employee shall report to duty work and jury duty pay under this subsection shall be reduced 
accordingly.  If the employee fails to report as set forth hereinrequired, the employee shall be docked 
for the balance remainder of the day. 

 
 Employees shall apply for standby jury duty if the court permits this option.  An employee whose 

work assignment precludes participation in the standby jury duty shall be exempted from this 
requirement, provided that an Agency/Department Head may adjust an employee's work assignment 
to permit the employee to apply for standby duty. 

 
8.LK. DISABILITY LEAVE FOR OTHER EMPLOYMENT. Anything in this MOU to the contrary 

nNotwithstanding any other provision of this MOU, any person employee who, because of 
sicknessdue to illness or injury, is incapable unable toof performing their work or duties in the service 
of the County but who is nevertheless capable of performing other work or duties outside the County 
service of the County may, within at the discretion of the Agency/Department Head, be granted sick 
leave of absence without pay during such period of disability to accept such employment. 
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8.M. PERSONAL DISABILITY LEAVE. After six (6) months from date of employment, an employee shall 

be entitled to leaves of absence without pay for not more than two (2) periods aggregating to no 
more than ninety (90) calendar days within a twelve (12) month period upon presentation of 
acceptable proof of their personal disability.  Before such leave, the employee must have used all 
accrued vacation, paid sick leave or compensating time off, unless the employee is receiving 
accrued vacation, paid sick leave or compensating time off as a supplement to disability insurance 
benefits under Section 15. (Disability Insurance Benefit) of this MOU, in which event, the employee 
shall be entitled to personal disability leave.  But the employee's entitlement to personal disability 
leave shall be reduced by the hourly equivalent of the disability insurance payment (hours of 
personal disability deducted per pay period equals two (2) times the employee's weekly disability 
insurance entitlement divided by the employee's normal hourly rate) provided, however, that an 
employee who has exhausted paid leave balances and is receiving disability insurance only shall 
have personal disability leave deducted on a day-for-day basis.  Such leave may be extended by 
mutual agreement of the employee and the Agency/Department Head. 

 
 The Agency/Department Head may require acceptable proof of the employee's ability to return to 

work provided that the Agency/Department Head shall notify the employee in writing of such 
requirement in advance.  If the submitted proof is deemed unacceptable, the Agency/Department 
Head shall immediately notify the employee in writing of existing deficiencies in the submitted proof.  
Employees granted leave under this paragraph shall be returned to the same classification and the 
Agency/Department Head shall make its best effort to return such employee to the same 
geographical location, shift and, where there is specialization within a classification, to the same 
specialization.  Questions as to whether or not the Agency/Department Head has used their best 
effort herein shall not be subject to the grievance procedure. 

 
8.NL. PREGNANCY & CHILD BONDING DISABILITY LEAVE. An employee is entitled to receive awho is 

disabled by pregnancy, and childbirth, or a related medical condition is entitled to an unpaid, job-
protected leave of absence of up to 17 and 1/3 weeks as determined by the employee’s health care 
provider, in accordance with the Fair Employment and Housing Act (FEHA) Pregnancy Disability 
Leave (PDL) provision bonding leave of up to six (6) months.   Employees who are approved for 
PDL will have their accrued sick leave automatically applied or supplemented if they are eligible and 
receiving State Disability Insurance (SDI). If employees exhaust their sick leave, their vacation leave, 
compensatory time off or other accrued paid leave will automatically be applied to their PDL unless 
the employee requests, in writing, not to have their other leave balances applied. For an employee 
who is regularly scheduled to work less than the full-time work week for the classification, usage of 
accrued paid leave shall be granted only for those days, or fractions thereof, on which such an 
employee would have been regularly scheduled to work and would have worked but for the PDL.  
Such an employee may elect to take accrued vacation or compensatory time off or sick leave, when 
eligible, during the period of pregnancy and child bonding leave, except that in the case of an 
employee who is regularly scheduled to work less than the normal full-time workweek for the 
classification, paid leave shall be granted only for those days, or fractions thereof, on which such an 
employee would have been regularly scheduled to work and would have worked but for the 
pregnancy and child bonding leave.  The employee shall be entitled to sick leave, when eligible, with 
pay accumulated pursuant to subsection 11.E. (Cumulative Sick Leave Plan) of this MOU.  The 
scheduling of child bonding leave (either on FMLA or CFRA) on an intermittent basis and/or requests 
for a reduced work schedule are subject to mutual agreement by the employee and the 
Agency/Department Head as allowed by law. 

 
 Notwithstanding the above, the employee may be entitled to take up to seven (7) months of total 

leave for the integration of the pregnancy disability and child bonding leaves pursuant to the Family 
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Medical Leave Act (FMLA), California Pregnancy Disability Leave (PDL), and California Family 
Rights Act (CFRA). Disability leave due to pregnancy runs concurrently with FMLA and PDL.  Child 
bonding leave runs concurrently with FMLA and CFRA. 

 
 Reinstatement subsequent to pregnancy and child bonding leave of absence shall be to the same 

classification from which leave was taken and the Agency/Department Head shall make its best 
effort to return such employee to the same geographical location, shift, and where there is 
specialization within a classification, to the same specialization.  Questions as to whether or not the 
Agency/Department Head has used its best effort herein, shall not be subject to the grievance 
procedure. 

 
PDL runs concurrently with approved leave under the federal Family and Medical Leave Act (FMLA), 
if eligible.  Reinstatement of an employee returning from PDL or other job-protected leave shall be 
to the same classification the employee occupied when the leave was taken, and the 
Agency/Department Head shall make their best effort to return such employee to the same 
geographical location, shift and where there is a specialization within a classification, to the same 
specialization. The determination on whether the Agency/Department Head has used their best 
effort herein shall not be subject to the grievance procedure.  

 
 
8.OM. CHILD BONDING LEAVE. A prospective father, spouse, domestic partner or adoptive parent is 

entitled to child bonding leave of up to six (6) months, within one (1) year of the qualifying event. 
Child bonding leave runs concurrently with FMLA and CFRA.  The scheduling of child bonding leave 
(either on FMLA or CFRA) on an intermittent basis and/or requests for a reduced work schedule are 
subject to mutual agreement by the employee and the Agency/Department Head as allowed by law. 

8.P.  
8.Q. An employee may elect to take accrued vacation or compensatory time off during the period of child 

bonding leave except that in the case of an employee who is regularly scheduled to work less than 
the normal full-time workweek for the classification, paid leave shall be granted only for those days, 
or fractions thereof, on which such an employee would have worked but for child bonding leave.  
The use of sick leave during child bonding leave shall not be permitted unless employees are 
otherwise eligible to use it as provided in subsection 11.L. (Family Sick Leave). 
 
Reinstatement subsequent to child bonding leave of absence shall be to the same classification from 
which leave was taken and the Agency/Department Head shall make its best effort to return such 
employee to the same geographical location, shift, and where there is specialization within a 
classification, to the same specialization.  Questions as to whether or not the Agency/Department 
Head has made its best effort herein, shall not be subject to the grievance procedure. 
 
1. Child Bonding Leave Under California Family Rights Act (CFRA) and Family Medical 

Leave Act (FMLA):  An employee who is a new parent (birth, adoptive or foster placement) is 
entitled to an unpaid, job-protected leave of absence to bond with a new child up to 12-weeks, 
within one (1) year of the qualifying event, in accordance with CFRA and FMLA. Child bonding 
leave taken under CFRA runs concurrently with approved leave under FMLA, if eligible. The 
scheduling of child bonding leave (either on CFRA or FMLA) on an intermittent basis shall be a 
basic minimum duration of two (2) weeks; however, an employee shall be permitted leave of less 
than two (2) weeks’ duration on any two (2) occasions. Any requests for additional occasions of 
intermittent leave or a reduced work schedule are subject to approval by the employee’s 
Agency/Department Head as allowed by law.  
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2. Additional County Child Bonding Leave Not Covered by CFRA/FMLA:  An employee may 
be eligible to take up to a total of 26-weeks of leave inclusive of time under FEHA PDL and Child 
Bonding Leave under CFRA/FMLA; however, any additional leave taken up to the maximum 26-
weeks of total leave that is not covered under FEHA PDL or CFRA/FMLA may be taken utilizing 
the employee’s own leave balances or will be considered authorized leave without pay and 
subject to subsection 8.U. (Effect of Leave Without Pay). If an employee’s combined leave under 
FEHA PDL and CFRA/FMLA is 26-weeks or more, the employee shall not be eligible for 
Additional County Child Bonding Leave under this subsection.  

 
3. Application of Employee Accrued Leave During Child Bonding: An employee’s accrued 

vacation leave, compensatory time off or other accrued paid leave (excluding sick leave) will 
automatically be supplemented during the period of child bonding leave referenced in 
subsections 8.M.1. (Child Bonding Leave Under CFRA/FMLA) and 8.M.2. (Additional County 
Child Bonding Leave Not Covered by CFRA/FMLA), unless the employee requests, in writing, 
not to have their other leave balances applied. In the case of an employee who is regularly 
scheduled to work less than the full-time workweek for the classification, paid leave shall be 
granted only for those days, or fractions thereof, on which such an employee would have worked 
but for child bonding leave.  

 
4. Use of Sick Leave During Child Bonding:  The use of sick leave during child bonding leave 

shall not be permitted unless they are otherwise eligible to use it as provided in Section 11. (Sick 
Leave).  

 
5. Reinstatement Following Child Bonding Leave: Reinstatement of an employee returning from 

child bonding leave or other approved leave referenced herein shall be to the same classification 
the employee occupied when the leave was taken and the Agency/Department Head shall make 
their best effort to return such employee to the same geographical location, shift, and where 
there is specialization within a classification, to the same specialization. The determination on 
whether the Agency/Department Head has made their best effort herein shall not be subject to 
the grievance procedure.  

 
8.PN. BEREAVEMENT LEAVE.  An regularly scheduled employee Leave of absence with pay because of 

death in the immediate family of an employee shall be granted up to five (5) days of leave of absence 
with pay by the Agency/Department Head because of death in the immediate familyof up to five (5) 
days.  Employees are required to complete and submit the Bereavement Leave Statement within 
thirty (30) days of the start of the bereavement leave, and the bereavement leave shall be completed 
within three (3) months of the date of death of the immediate family member. 
 
For purpose of this subsection 8.PN. (Bereavement Leave), "immediate family" means a: 
 
 Spouse or domestic partner (as defined in Appendix B (Domestic Partner Defined); 
 Parent (biological, step-, in-law, foster); 
 Child (biological, adopted, foster, step-, legal ward, or child of a Domestic Partner); 
  mother, stepmother, father, stepfather, husband, wife, domestic partner, (upon submission of 

an affidavit as defined in Appendix E. (Domestic Partner)), child of domestic partner, son, 
stepson, daughter, stepdaughter, gGrandparent;,  

 gGrandchild;,  
 Sibling; brother, sister, foster parent, foster child, mother-in-law and father-in-law, or  
 aAny other person sharing the relationship of in loco parentis; and  
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 when When living in the household of the employee, a son-in-law, daughter-in-law, orbrother-in-
law or sisterssibling-in-law. 

 
Effective [two pay periods following adoption of the MOU by the Board of Supervisors], employees 
may use up to three (3) days of accrued paid leave for bereavement leave upon the death of a 
“designated person” as defined under California Government Code §12945.2, for whom the 
employee was previously approved to use leave under CFRA or family sick leave pursuant to 
subsection 11.K. (Family Sick Leave). Employees who experience the death of an sibling-in-law who 
does not live in their household may take an unpaid leave of absence for up to three (3) days. 
 
Entitlement to leave of absence under this subsection 8.P. (Bereavement Leave) shall be only for 
all hours the employee would have been scheduled to work for those days granted and shall be in 
addition to any other entitlement for sick leave, emergency leave, or any other leave.  

    
8.O. LEAVE FOR REPRODUCTIVE LOSS. After 30-days from the date of employment, employees shall 

be entitled to an unpaid leave of absence of up to five (5) days for each reproductive loss event, up 
to a maximum of 20 days within a 12-month period. Employees may elect to use their accrued leave 
balances for all hours of their scheduled workdays. The leave may be taken non-consecutively and 
must be taken in increments of one (1) workday and completed within three (3) months of the date 
of the event entitling the employee to such leave. For employees on pregnancy disability leave, 
FMLA/CFRA leave or other leave entitlement under state or federal law, the reproductive loss leave 
is in addition to any other such leave entitlements must be completed within three (3) months of the 
end date of the other leave. 

 
For purposes of this subsection 8.O. (Leave for Reproductive Loss), “a reproductive loss” is defined 
as: 
 Failed adoption 
 Failed surrogacy 
 Miscarriage 
 Stillbirth 
 Unsuccessful assisted reproduction  

 
To request such leave, employees must complete and submit the “Request for Leave for 
Reproductive Loss” form to their Agency/Departmental Human Resources Officer/Representative. 

 
8.P. VICTIM AND FAMILY SUPPORT LEAVE.  Effective January 1, 2025, in accordance with 

Government Code §12945.8 and any amendments thereto, employees are entitled to an unpaid, 
job-protected leave of absence if they or their family members are a victim of a qualifying act of 
violence (“QAV”).  “Family member” means a child, parent, grandparent, grandchild, sibling, spouse, 
or domestic partner, or designated person. This leave runs concurrently with any leave under the 
California Family Rights Act and the Family Medical Leave Act, if the employee is eligible. 

 
1. Use of Paid Leave.  Employees may elect to use accrued sick leave, vacation, compensatory 

time off, or other available paid leave balances for leave taken pursuant to this subsection. For 
employees scheduled to work less than the full-time work week, use of paid leave shall be 
granted only for those days, or fractions thereof, that the employee was scheduled to work.  
Employees who do not elect to use accrued leave or lack sufficient leave accruals to cover the 
leave taken under this subsection shall be granted authorized leave without pay.  
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2. Request and Documentation.  When feasible, employees must provide advance notice and, if 
requested, reasonable documentation to support the leave.  To request the leave, employees 
must complete and submit the “Request for Victim and Family Support Leave” form to their 
Agency/Departmental Human Resources Officer/Representative.  

  
8.Q. LEAVE FOR PARTICIPATING IN EXAMINATION PROCESS. Upon forty-eight (48) hours advance 

notice by the employee to their supervisor, an employee shall be granted paid leave while 
participating in an Alameda County of Alameda employment examination which that is scheduled 
during the employee's working hours.  If the examination is in-person, Ssufficient paid leave shall be 
granted to permit the employee to travel between the work placeworkplace and the testing site.  
Examinations for jurisdictions other than the County of Alameda are exempted from this provision. 

 
8.R. LEAVE FOR PARTICIPATING IN THE SELECTION OR TRANSFER PROCESS. Upon twenty-four 

(24) hours advance notice by the employee to their supervisor, an employee who has received a 
certification for an Alameda CountyCounty of Alameda employment interview or an employee who 
must be interviewed as part of an interdepartmental transfer shall be granted paid leave while 
participating in the interview scheduled during the employee's work hours.  If the interview is in-
person, Ssufficient paid leave shall be granted to permit the employee to travel between the work 
place and the site of the interview.  With prior notice to the employee, the Agency/Department Head 
may require written verification of an interdepartmental transfer interview.  Interviews for jurisdictions 
other than the County of Alameda are exempted from this provision. 

 
8.S. LEAVE FOR PARTICIPATING IN A LITERACY PROGRAM. Any employee accepted into the 

Alameda County Workplace Literacy Program, subject to grant approval, as a learner or a participant 
or other workplace program approved by Alameda County shall be permitted up to twenty-five (25) 
hours in a twelve (12) month period of educational leave with pay to the extent that such courses of 
instruction are provided during the employee's on-duty hours. 

 
8.TS. LEAVE FOR EMPLOYMENT WITH THE UNION. Upon written certification from the Union and the 

agreement of the Agency/Department Head, up to six (6) employees at any one (1) time who are 
subject to this MOU shall be granted a leave of absence without pay for a period of up to six (6) 
months in a twelve (12) month period to work for Local 1021.  At the end of such leave the employee 
shall be returned to the employee’s same classification and Agency/Department.The Union shall 
reimburse the County for all costs incurred for that employee while on leave for union business. 

 
8.UT. FAMILY-SCHOOL PARTNERSHIP ACT LEAVE.  California Government Code Section 230.8 entitles 

employees who are a parent, legal guardian, stepparent, foster parent, or grandparent of, or a person 
who stands in loco parentis to a child in a licensed daycare facility or school (from birth through grade 
12) up to forty (40) hours off per year, with a maximum of eight (8) hours per calendar month, to 
participate in school activities. 

 
 Employees shall utilize vacation or compensatory time, for the purposes of the planned absence.  The 

type of leave used by the employee shall be at the sole discretion of the employee.  Employees who 
do not have any accrued vacation, compensatory time or personal leave are permitted to utilize leave 
without pay for this purpose.   

 
Employees shall give reasonable notice to their supervisor of the school activity planned absence and 
upon return to work, provide to their supervisor documentation from the school or licensed childcare 
provider as proof that the employee engaged in child-related activities.  An Agency/Department Head 
shall not deny a request for this leave except for reasons critical to the agency/department operations. 
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8.U. EFFECT OF LEAVE WITHOUT PAY.  No benefits or time credit, such as sick leave or vacation leave, 

shall be earned during the period when an employee is absent on leave without pay, except as required 
by law or otherwise specified herein this MOU.  

 
 
Tentative Agreement: 
 

For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 
 
 
Proposal Chronology: 
Date Note 
12/10/25 CP #7 Passed to SEIU 
12/18/25 UP #19 Passed to County 
2/10/26 County Reject UP #19 – CPkg1 
3/25/26 SEIU Counter to CP #7 
4/16/26 County Conceptual Response – Pending 
4/21/26 CP #7A Passed to SEIU 
4/23/26 SEIU Counter to CP #7A & UP #19 
4/28/26 CP #7B and CC1 to UP #19 to SEIU 
5/12/26 SEIU Counter to UP #7B/UP #19v3 
6/9/26 CPkg #1 – Maintain CP #7B and CC1 to UP #19 
6/18/26 SEIU Resubmit 5/12/26 Counter 
6/23/26 CPkg #2 - CC1 to Union Counter to CP #7B 
7/2/26 SEIU amend UP #19 and counter CP #7B 
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2025-2026 Memorandum of Understanding Negotiations 
Between the 

County of Alameda 
and the 

Service Employees International Union Local 1021 

4/23/26 

PURPOSE: Cleanup; clarify bilingual testing required for all bilingual pay; maintain rejecting expansion 
of caseload bilingual pay countywide 

SECTION 12. PREMIUM CONDITIONS 

12.A. SPLIT SHIFT. Except as provided otherwise in subsection 12.B. (Night Shift), below, any employee
required to work a split shift shall be paid at a rate of fi.ve-seven and one-half percent (7.5%) over 
and above the employee's regular biweekly or hourly rate of pay for the entire shift so worked. For 
purposes of this paragraph "split shift" is defined as any daily tour of duty divided into two (2) periods 
of time and taking more than nine and one-half (9.5) consecutive hours to complete. Eff-Octive 
January 7, 2024, the split shift shall be increased to seven and one half percent (7.5%). 

12.B. NIGHT SHIFT. Employees who are required to work at least five-eighths (518th) of their normal daily
tour of duty after 4:30 p.m. and before 8:00 a.m. shall be paid at a rate of fi.ve-seven and one-half 
percent (LS%) over and above their normal biweekly or hourly rate of pay for the entire shift so 
worked. Effective January 7, 2024, the Night Shift shall be increased to seven and one half percent 
(7.5%). 

12.C. BILINGUAL PAY. To be eligible for bilingual pay, employees must have taken and passed a
bilingual proficiency test coordinated by Human Resource Services or an authorized 
Agency/Department and administered by a person certified as bilingually proficient {including sign 
language). The bilingual proficiency test and the County's determination of an employee's bilingual 
competency shall not be subject to the grievance procedure. Bilingual pay shall be provided as 
follows: 

1. Positions Designated Bilingual or Requiring Fluency and Ongoing Use. Upon tAe
recommendationapproval of the Agency/Department Head and the approval of the Director of
Human Resource Services, employees occupying a position designated as requiringthat
requires fluency in a language other than English or requiring and who use such bilingual
servicesskills on a regular basis shall receive be compensated an additional fifty fivesixty dollars
($aa60.00) per pay period.:. and the e�mployees occupying such a-position§ and hm,iing with
proficiency in three (3) or more languages and are required to use those additional languages in
the course of their duties shall receive be compensated sixty-five dollars ($0065.00) per pay
period, provided that such employees are required to utili:2:e such additional languages in the
course of their duties for the County.

4-.2. Bilingual Pay for Services Requested. An employee who is eligible for bilingual pay 
referenced above in 12.C. (Bilingual Pay) and directed by the Agency/Department Head or 
designee to use their bilingual skills on an as-needed basis, shall be compensated sixty dollars 
($60) for any pay period in which the employee is so directed and uses the bilingual skills in the 
course of the employee's assignment. Employees receiving compensation under subsection 
12.C.1. (Positions Requiring Fluency and Ongoing Use) shall not be eligible for compensation
under this subsection.

2025-2026 MOU Negotiations - SEIU Local 1021 Page 1 of 2 

For SEIU 1021 Use Only Not for Distribution



TA to CP#: 11C To Union: 4/23/26 

Effective January 7, 2024, the compensation for employees occupying a position designated as 
requiring fluency in a language other than English shall receive an additional sixty dollars ($60.00) 
per pay period and a person occupying such a position and having proficiency in three (3) or more 
languages shall receive sixty five dollars ($65.00) per pay period, provided that such employees are 
required to utilize such additional languages in the course of their duties for the County. 

12.D. 1. Social Services AgencySOCIAL SERVICES AGENCY PREMIUM FOR NON-ENGLISH-
SPEAKING CASELOAD. Bilingual pay for efmployees assigned to the Social Services Agency 
("Agency") who carryiR§ a caseload of which at least twenty-five percent (25%) of which is comprised 
of non-English speaking clients shall be paiG-compensated an additional fifty fivesixty dollars 
($aa60.00) per pay period. The Agency will conduct an annual evaluation to ensure employees 
receiving the additional bilingual pay under this subsectionthis premium continue to meet the twenty­
five percent (25%1 non-English speaking client caseload threshold requirement. Employees 
determined towho no longer meet the 25% non English speaking client caseload threshold will revert 
to the lower level premium effective the first day of the first full pay period following completion of 
said annual evaluation. Employees who newly meet the threshold shall begin receiving this premium 
effective Conversely, payment at the higher level will begin on the first pay period in the second 
calendar month following the month in which the caseload exceeds the 25% threshold is met. 
Moreover, the Agency will continue to make every effort to assign non-English speaking caseloads 
to bilingual workers. Effecti'.'e January 7, 2024, the compensation shall be increased to sixty dollars 
($60.00) per pay period. 

This premium shall be in lieu of bilingual pay provided under Section 12.C. (Bilingual Pay). 

TENTATIVE AGREEMENT 

For the County: For Union: 

�Signed by: 

s�J;,�� 
4/23/2026 

Date Nato 

4/23/2026 

Date 

Proposal Chronoloav: 

Note 

CP #11 Passed to SEIU 
UC 1 to CP #11 Passed to County 
CP #11A Passed to SEIU 
CP #11 B Passed to SEIU 
CP #11 C Passed to SEIU 

Date 
10/23/25 
1/20/26 
3/25/26 
4/2/26 
4/21/26 
4/23/26 Tentative Aqreement 
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2025-2026 Memorandum of Understanding Negotiations 

Between the  
County of Alameda 

and the  
Service Employees International Union Local 1021 

 
PURPOSE: Maintain previous language agreed to; County withdraws exclusion of discrimination and 

abusive conduct complaints from the grievance procedure; Reject addition of 2.EAdd 
reference to. Whistleblower Protections – covered under County Administrative Code 
Chapter 3.52 (Protection of Employees Disciplined for Disclosing Information) 

 
 
CP #2A: 
 
SECTION 2.  NO DISCRIMINATION 
 
2.A.  DISCRIMINATION PROHIBITED.   No person shall be appointed, reduced, or removed, or in any way 

favored, or discriminated against or harassed because of a that person’s political or religious opinions 
or affiliations, age,; race,; color,; sex (including pregnancy, childbirth, breastfeeding or related medical 
conditions),; gender; gender identity,; gender expression,; ancestry; national origin; sexual orientation,; 
religion, national origin, ancestry,; creed; physical/ or mental disabilities,disability; medical condition,; 
genetic information,; marital status; military and or veteran status, or any other protected class as 
defined by federal and state law.   
1. Filing Complaints. Complaints arising pursuant to the provisions of this subsection shall be 

processed in accordance with the employee’s agency/department human resources’ internal 
complaint procedures, or through the County’s Diversity Programs Unit County’s Discrimination, 
Harassment, and Retaliation Prevention Policy and shall be excluded from Section 20. (Grievance 
Procedure). 

1. Employee Representation in Cases of Workplace Harassment.  In accordance with the 
County’s Discrimination, Harassment, and Retaliation Prevention policy, an employee filing a formal 
complaint with the County has a right to be represented by a person of the complainant’s choosing 
at each and all steps of throughout the complaint process. In a meeting where management is 
investigating a formal complaint made by an employee of workplace harassment based on a 
category listed in this Article, the employee making the complaint has the right to be represented 
by a person of the complainant’s choosing at each and all steps of the complaint process. 

2.  
 
 

2.B.  NO DISCRIMINATION ON ACCOUNT OF UNION ACTIVITY. Neither the County nor employee 
organizations shall interfere with, intimidate, restrain, coerce, or discriminate against employees 
covered by this MOU because of the exercise of rights to engage or not to engage in Union activity. 

 
2.C. Whistleblower Protections: Whistleblower protections are covered under Chapter 3.52 of the 
Administrative Code. 
 
CC1 to UP #3v4:  
 
MUTUAL RESPECT.  The County and the Union agree that all employees regardless of position, 
profession, or rank will treat each other with courtesy, dignity, and respect, and comply with the County’s 
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Abusive Conduct Prevention Policy. The foregoing principles shall also apply in providing services to the 
public. 
 
Complaints related to this provision shall be reported in accordance with the Abusive Conduct Prevention 
Policy and shall not be subject to Section 20. Grievance Procedure.  
 
 
 

For the County:  For SEIU: 

   
Stacey Cue, IEDA                                 Date 

 
Peter Masiak, SEIU                                Date 

 
 
Proposal Chronology: 
Date Note 
12/2/25 UP #3 Passed to County 
12/18/25 CP #2 Passed to SEIU 
1/8/26 UP #3v2 Passed to County 
2/10/26 County Comprehensive Conceptual Response– 

County Reject 
4/3/26 UP #3v3 Passed to County 
4/16/26 County Comprehensive Conceptual Response 
4/23/26 UP #3v4 Passed to County 
4/30/26 CP #2A and CC1 to UP #3v4 to SEIU 
5/7/26 UP #3v5 Passed to County 
5/19/26 CP #2B and CC1 to UP #3v5 to SEIU 
5/26/26 UP #3v6 Passed to County 
5/28/26 CP #2C and CC1 to UP #3v6 to SEIU 
6/9/26 County Comprehensive Package Proposal #1 - 

CP #2D and CC1 to UP #3v6  
6/16/2026 UP #3v7 passed to County 

6/24/20266/24/2026
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SIDELETTER OF AGREEMENT 
BETWEEN THE 

COUNTY OF ALAMEDA 
AND THE 

SERVICE EMPLOYEES INTERNATIONAL UNION LOCAL 1021 
 

JOINT LABOR/MANAGEMENT COMMITTEES FOR DEPARTMENT CONCERNS 
ALAMEDA COUNTY SOCIAL SERVICES AGENCY 

MARCH 12, 2007[DATE] 
 
 
The Alameda County Social Services Agency and Service Employees International Union 
Locals 535 and  6161021 (“Union”) and the County of Alameda (“County”) hereby agree to 
this the following:Sideletter of Agreement (“Sideletter”) regarding joint Labor/Management 
Committees (“LMC”) in the Alameda County Social Services Agency (“ACSSA”), to 
establish a framework for eƯective labor management collaboration which enables ACSSA 
to creatively address the demands of the future while preserving the integrity and rights of 
the workforce. 
 
As provided in Section 21. (Labor/Management Committee), the County has established 
LMC for each of the following:  
 

 Agency-wide 
 Adult and Aging Services 
 Children and Family Services 
 Workforce and Benefits Administration 

 
1. Joint committees for Department Concerns 
 
A. The Purpose of the CommitteesLMC 
 

1. The long-term goal of this agreement is to establish a framework for eƯective 
labormanagement collaboration which enables the Agency to creatively 
address the demands of the future while preserving the integrity and rights of 
the workforce. 
 

2.1. The purpose of the CommitteesLMC will beis to meet, discuss, decide, or 
make recommendations regarding issues related to the operation of the 
AgencyACSSA’s service departments. Issues may include but are not limited 
to the following: 
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a. Consistency of Department operations with policies 
b. Communications 
c. Workload distribution/caseloads 
d. Morale 
e. Department procedures 
f. New program initiatives 

 
3.2. The CommitteesLMC will provides a forum for information-sharing, 

identification of issues requiring resolution, and review of workplace 
developments. 
  

4.3. The CommitteesLMC will not discuss issues related to discipline, grievances, 
individual performance problems, negotiations, or meet-and-confer items. 

 
B. Composition of the LMC 
 

1. The CommitteesLMC will includes a maximum ofup to six (6) Social Services 
Agency representatives and one (1) business representative from the 
UnionSEIU Local 535 and/or 616 plus a Business Agent from 535 and a 
Business Agent from 616, and an equal number (up to eight (8)) of 
representatives from Department administrationACSSA management, 
including the respective Department HeadAssistant Agency Director or their 
designee. 

 
C. Committee Protocol of the LMC 
 

1. CommitteeThe LMC will determine protocol will be decided by the 
Committees. Such issues asrelated to routing of agenda and minutes, 
meeting leadership, and recording will be decided at the initial meetings. 

 
2. CommitteesThe LMC should maintain formal agendas and records of 

meetings. 
 
3. Responsibility for chairing the Committees will be alternated between SEIU 

The Union and ACSSA management will alternate chairing the LMC. 
 
4. The CommitteesLMC shall meet no less frequently than quarterly. 
 
5. This sSideletter shall be in eƯect through the term of the current MOU 

between Alamedathe County and SEIU Locals 535 and 616the Union. 
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D. Joint Labor-Management TeamsWorkload of the LMC 
 

It is acknowledged by tThe County acknowledges that employees designated by the 
Union and released by the County to serve on teams specifically designated as a 
joint departmental Labor Management TeamLMC and attend LMC meetings lasting 
more than 30 calendar days may be unable to maintain their workload when 
attending said meetings. To that end, the Assistant Agency Director or his/hertheir 
designee shall reassign or make other reasonable adjustments to the employee’s 
workload as the Agency determinesdeemed necessary. 

 
Committees 
 
Labor-Management Team for Department of Children and Families Services 
Labor-Management Team for Department of Workforce and Benefits 
Administration/Employment Services 
Labor-Management Team for Department of Adult and Aging Services 
Labor-Management Team for Agency Administrative and Finance 
 
 
Tentative Agreement: 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 
 
 
Proposal Chronology: 
Date Note 
1/8/26 Union Proposal (UP) 33 
4/23/26 County counter to UP 33 
6/23/26 Union amended UP 33 

 

7/12/20267/13/2026
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Update to standardized language; Increase paid sick leave/family sick leave allotment for 

SAN employees from 24 hours to 40 hours; Increase restoration of sick leave for all 
employees who return to employment with the County within one (1) year from 24 hours to 
40 hours; limit reasonable travel time for workers’ compensation appointments to 30 
minutes and actual treatment time up to six (6) months from the date of illness or injury. 

 
 
 
SECTION 11. SICK LEAVE 
 
Services-As-Needed employees working in classifications which are enumerated in Appendix B (Intermittent 
and Services-As-Needed Classifications) are excluded from the provisions of Section 11 (Sick Leave) 
except as noted in subsection 11.L. (Services-As-Needed Employees Sick Leave/Family Sick Leave). 
 
11.A. SICK LEAVE DEFINED. As used in this subsection, "Sick Leave" means leave of absence of an 

employee because of any of the following:  
1. (i) illness or injury which that renders the employee incapable of performing their work or duties 

for the County;  
2. (ii) the employee’s exposure to contagious disease; and  
1.3. (iii) routine medical or dental appointment of the employee. 

 
11.B. EMPLOYEE DEFINED. As used in this subsection, "Employee" means any person, except for 

employees in classifications enumerated listed in Appendix B (Intermittent and Services-As-Needed 
Classifications), holding a regular, provisional, or temporary appointment in the County service, and 
otherwise subject to the provisions of this MOU. 

 
11.C. SICK LEAVE - DAYS OR FRACTIONS OF DAYS. Paid leave may be granted only for those days 

or fractions thereof on which an employee would have been regularly scheduled to work and would 
have worked but for the sick leave. 

 
11.D. CUMULATIVE SICK LEAVE PLAN. 
 

1. Accumulation of Sick Leave. 
 
a. For full-time employees.   (37.5-hour or 40-hour workweek).  Each employee shall 

accumulate sick leave with pay entitlement at the rate of one-half (1/2) workday (3.75 hours 
or 4 hours for 37.5-hour or 40-hour employees, respectively) for each full biweekly pay period 
on paid status up to a maximum accumulation of 155 days (7.5 or 8 hour rate) of unused sick 
leave with pay entitlement. 

 
b. For full-time employees.  37.5-hour workweek.  Each employee shall accumulate sick 

leave with pay entitlement at the rate of one-half (1/2) workday for each full biweekly pay 
period on paid status up to a maximum accumulation of 155 days of unused sick leave with 
pay entitlement. 
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c. For part-time employees.  (37.5-hour or 40-hour hour workweek base).  Each employee 
who is regularly scheduled to work less than the full-time thirty-seven and one-half (37.5) or 
forty (40) hour workweek base shall accrue sick leave pursuant to subsection 11.E.1.a. 
above, except that the sick leave accrual shall be prorated each pay period based upon the 
proportion of the hours worked within a pay period to the thirty-seven and one-half (37.5) or 
forty (40) hour workweek base up to a maximum accumulation of 155 days (7.5 or 8 hour 
rate) of unused sick leave with pay entitlement. 

 
d. For part-time employees.  37.5-hour workweek base.  Each employee who is regularly 

scheduled to work less than the full-time thirty-seven and one-half (37.5) hour workweek 
base shall accrue sick leave pursuant to subsection 11.E.1.b. above, except that the sick 
leave accrual shall be prorated each pay period based upon the proportion of the hours 
worked within a pay period to the thirty-seven and one-half (37.5) hour workweek base up to 
a maximum accumulation of 155 days of unused sick leave with pay entitlement. 

 
11.E. RESTORATION OF CUMULATIVE SICK LEAVE BALANCES.  An employee laid off due to a 

reduction in force who is, within three (3) years of the date of layoff, returned to County service from 
layoff status shall have the balance of unused cumulative sick leave accrued pursuant to subsection 
11.D. (Cumulative Sick Leave Plan), restored for use as provided in this subsection. 

 
 An employee, as defined in subsection 11.B. (Employee Defined), who separates from the County 

and is reinstated/rehired, for any reason other than lay-off (see above), by the County within one (1) 
year from the date of separation, shall have previously accrued and unused paid sick days reinstated 
up to a maximum of 24 40-hours.  The employee shall be entitled to use the reinstated and unused 
paid sick days as stated above.  

 
11.F. CONVERSION OF SICK LEAVE TO VACATION. When an employee’s sick leave balance accrued 

pursuant to subsection 11.E. (Cumulative Sick Leave Plan) hereof, reaches 155 days, five (5) days 
shall be deducted from said sick leave balance and shall be converted to one (1) day of vacation.  
Said vacation shall be added to vacation balances accumulated pursuant to Section 10. (Vacation 
Leave) and shall thereafter be subject to the provisions of Section 10. (Vacation Leave). 

 
11.G. SICK LEAVE CREDIT AT RETIREMENT. County employees who are members of the Alameda 

County Employees’ Retirement System and who retire, shall be credited for fifty percent (50%) of 
their unused paid sick leave accumulated as of the date of their retirement, up to a maximum credit 
of 62.5 days. 

 
11.H. MAJOR MEDICAL SUPPLEMENTAL PAID SICK LEAVE. 
 

1. Limits on Duration of Major Medical Supplemental Paid Sick Leave. 
 

a. For employees who, as of June 25, 1979, completed the equivalent of twenty-six (26) pay 
periods but less than 130 pay periods, the maximum aggregate lifetime eligibility for major 
medical supplemental paid sick leave shall be as follows: 

 
1) Twenty-two (22) days for those employed on a full-time basis as of 6/25/79. 
 
2) Twenty-two (22) days prorated based upon a proportion of the hours worked in the pay 

period immediately preceding 6/25/79 for those employed on a less than full-time basis. 
 

b. For employees who, as of June 25, 1979, completed the equivalent of 130 pay periods of 
continuous employment, the maximum aggregate lifetime eligibility for major medical 
supplemental paid sick leave shall be as follows: 
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1) Forty-four (44) days for those employed on a full-time basis as of 6/25/79. 
 
2) Forty-four (44) days prorated based upon a proportion of the hours worked in the pay 

period immediately preceding 6/25/79 for those employed on a less than full-time basis. 
 

2. Criteria Which Must Be Met Before Granting Major Medical Supplemental Paid Sick Leave.  
For employees continuously employed before July 1, 1975, who were otherwise granted the one 
(1) time non-recurring sick leave bonus made available to such employees, the 
Agency/Department Heads in their sole discretion, may grant major medical supplemental paid 
sick leave in those instances in which: 

 
a. the employee exhausted paid cumulative sick leave entitlement accrued pursuant to 

subsection 11.E. hereof. 
 
b. the employee's absence is caused by a serious injury or illness requiring prolonged absence 

from work, 
 
c. the injury or illness was not incurred in the course of employment, AND 
 
d. the employee has not incurred a break in service subsequent to June 24, 1979. 

 
3. Major Medical Supplemental Paid Sick Leave.  The Department Head's determination to deny 

major medical supplemental paid sick leave shall be final and non-grievable. 
 

11.I. SICK LEAVE REVIEW. Employees have the right to receive an oral warning that the employee’s 
attendance record is marginal, followed by a written confirmation of the oral warning that includes 
an opportunity for the employee to meet with the immediate supervisor prior to being placed on sick 
leave review.  Employees placed on sick leave review shall be provided with a written statement 
explaining the reason and length of review period.  Absences covered by the provisions under the 
federal Family and Medical Leave Act and/or other state or federal leave laws shall not be used to 
determine sick leave review.  During the sick leave review period, the employee is required to provide 
medical evidence of sickness or injury to permit the use of sick leave with pay.    

 
11.J. MEDICAL REPORT. The Agency/Department Head, as a condition of granting sick leave with pay, 

may require medical evidence of sickness or injury in the form of a statement from an employee's 
healthcare provider acceptable to the agency/department when the employee is absent for more 
than three (3) consecutive working days or when at the discretion of the agency/department head, 
the agency/department head determines that there are indications of excessive use of sick leave or 
sick leave abuse. 

 
 A diagnosis is not required as medical evidence of sickness or injury unless it is reasonable to 

believe that the employee's condition may endanger the health or safety of other employees and/or 
the public. 

 
11.K. FAMILY SICK LEAVE. 
 

1.  Effective January 7, 2024, eEmployees, as defined in subsection 11.B. (Employee Defined), are 
eligible to use, in each calendar year, up to twelve (12) days (at 7.5 or 8 hours per day) of 
accumulated sick leave to attend to immediate family members who are ill or injured, including 
emergency or routine medical/dental appointments and/or to obtain or attempt to obtain any relief 
to help ensure the health, safety, or welfare of themselves or their child(ren) when the employee 
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is a victim of domestic violence, sexual assault or stalking.  For the purpose of this subsection 
"immediate family" means:  

 
 Parent (biological, adoptive, foster-parent, step-parent, grand-parent or legal guardian of 

an employee or the employee’s spouse or domestic partner (upon submission of a written 
affidavit for domestic partnership as defined in Appendix E (Domestic Partners) or a 
notarized Declaration of Domestic Partnership [Form DP-1] filed with the California 
Secretary of State) or a person who stood in loco parentis when the employee was a 
minor child); 
 

 Spouse or domestic partner (upon submission of a written affidavit for domestic 
partnership as defined in Appendix E (Domestic Partners) or a notarized Declaration of 
Domestic Partnership [Form DP-1] filed with the California Secretary of State);  
 

 Child (biological, adopted, foster-child, step-child, grand-child, legal ward or child to 
whom the employee stands in loco parentis); 
 

 Sibling; and  
 

 Effective January 1, 2023, an “immediate family” member also includes a “designated 
person”. The whom the employee shall identify their “designated person” at the time the 
employee requests the leave.  Employees are limited to one (1) “designated person” per 
12-month period. 

 
11.L. SERVICES-AS-NEEDED (SAN) EMPLOYEES SICK LEAVE/FAMILY SICK LEAVE. 
 

1. Sick Leave Defined.  As used in this subsection, "Employee Sick Leave" means leave of absence 
of an employee because of any of the following: (i) illness or injury which renders the employee 
incapable of performing their work or duties for the County; (ii) the employee’s exposure to 
contagious disease; and (iii) routine medical or dental appointment of the employee. 

 
2. Accumulation of Sick Leave.  Effective July 1, 2015, Services-As-Needed employees working 

in classifications which are enumerated in Appendix B (Intermittent and Services-As-Needed 
Classifications) shall receive 24 hours of sick leave with pay entitlement.  Any unused sick leave 
shall be removed effective December 31, 2015.  Beginning calendar year 2016, eligible 
employees shall receive 24 hours credited to the employee’s balance in the pay-period 
containing January 1, 2016, and every pay-period containing January 1 thereafter.  Each 
calendar year, in the pay period containing January 1, SAN employees shall receive forty (40) 
hours of sick leave credited to their balance.  Employees hired after the pay- period containing 
January 1 shall receive forty (24 40) hours of sick leave credited to the employee’stheir balance 
in the first pay- period upon employmentfollowing their date of hire. Any unused sick leave will 
be removed effective December 31 of each calendar year, 2016, and every December 31 
thereafter.  

 
3. Employee/Family Sick Leave.  Beginning on the 90th day of employment, Services-As-

NeededSAN employees working in classifications which are enumerated in Appendix B 
(Intermittent and Services-As-Needed Classifications) are eligible to use, in each calendar year, 
three (3) days of accumulated sick leave to attend to the employee’s illness or that of an 
immediate family member who are ill or injured and/or to obtain or attempt to obtain any relief to 
help ensure the health, safety, or welfare of themselves or their child(ren) when the employee is 
a victim of domestic violence, sexual assault or stalking.  For the purpose of this subsection 
"immediate family" means:  

For SEIU 1021 Use Only Not for Distribution



County Proposal #: 10  To Union: 12/10/2025 
 

2025-2026 MOU Negotiations – SEIU Local 1021 Page 5 of 7 

 Parent (biological, adoptive, foster-parent, step-parent, grand-parent or legal guardian of 
an employee or the employee’s spouse or domestic partner (upon submission of a written 
affidavit for domestic partnership as defined in Appendix E (Domestic Partners) or a 
notarized Declaration of Domestic Partnership [Form DP-1] filed with the California 
Secretary of State) or a person who stood in loco parentis when the employee was a 
minor child); 

 Spouse or domestic partner (upon submission of a written affidavit for domestic 
partnership as defined in Appendix E (Domestic Partners) or a notarized Declaration of 
Domestic Partnership [Form DP-1] filed with the California Secretary of State);  

 Child (biological, adopted, foster-child, step-child, grand-child, legal ward or child to 
whom the employee stands in loco parentis); 

 Sibling; and 
 Effective January 1, 2023, an “immediate family” member also includes aA “designated 

person”. The whom the employee shall identify their “designated person” at the time the 
employee requests the leave.  Employees are limited to one (1) “designated person” per 
12-month period. 

 
4. Restoration of Cumulative Ssick Leave Balances – Services-As-Needed Employees.  Any 

Services-As-NeededSAN employees working in classifications which are enumerated in 
Appendix B (Intermittent and Services-As-Needed Classifications), who separate from the 
County and are reinstated/rehired by the County within the calendar year in which they leave, 
shall have previously accrued and unused paid sick days reinstated up to a maximum of 24 40 
hours.  The employee shall be entitled to use the previously accrued and unused paid sick days 
as stated above. 

 
11.M. INDUSTRIAL SICK LEAVE BENEFIT. If an employee is incapacitated by sickness or injury received 

in the course of employment by the County, such employee shall be entitled to pay as provided 
herein. 

 
1. Employees Excluded.  The provisions of this subsection do not apply to safety members who 

are subject to the provisions of California Labor Code Section 4850 and all incumbents of 
positions in classes designated Services-As-NeededSAN or by the letter N. 

 
2. Amount and Duration of Payment. 

 
a. a. Full-time employees.  For any injury that is approved by the County such employees 

shall be entitled to receive industrial sick leave wage continuation commencing with the 
fourth (4th) calendar day of the incapacity.  The industrial sick leave wage continuation shall 
be equal to the difference between seventy-five percent (75%) of the employee’s normal 
gross salary and the amount of any Worker's Compensation temporary disability payments 
to which such employee is entitled during such disability.  This period shall not exceed two 
hundred seventy (270) calendar days from the date of sickness illness or injury resulting in 
the disabilityincapacity.   
 

a.b. Use of Accrued Leave After 270 Calendar Days.  Following two hundred seventy 
(270) calendar days from the date of illness or injury, employees may available leave 
balances may be granted to supplement their temporary disability payments to provide the 
disabled employeewith their accrued paid leave up to no more than seventy-five percent 
(75%) of their normal gross salary. received at the time of the injury.  Available leave 
balances shall include sick leave, vacation leave, compensating compensatory time off, 
floating holidays, and holiday in-lieu time. 
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b.c. Waiting Period.  In the event that the period of the incapacity exceeds fourteen (14) 
calendar days, the employee so incapacitated shall be granted industrial sick leave wage 
continuation at the rate of one hundred percent (100%) of the employee’s normal gross salary 
for the first three (3) calendar days of such incapacity.  If the period of the incapacity does 
not exceed fourteen (14) calendar days, the employee so incapacitated will be eligible to 
receive any available leave balance for scheduled workdays for the first three (3) workdays 
of such incapacity. 

 
b. Part-time employees.  Subsection 11.M.2.a. (Full-time employees) above applies to part-

time employees but shall be on a prorated basis. 
 

3. When Payments Shall be Denied.  Payments shall not be made pursuant to subsection 11.M.2. 
(Amount and Duration of Payment) to an employee: 
 
a. Who does not apply for or who does not receive temporary disability benefits under the 

Worker's Compensation Law;, 
 
b. Whose injury or illness has become permanent, and stationary;, 
 
c. Whose injury or illness, although continuing to show improvement, is unlikely to improve 

sufficiently to permit the employee to return to work in the employee’s usual and customary 
position, and the employee has been declared a "Qualified Injured Worker" (“QIW”) or 
“Maximum Medical Improvement” (MMI) and referred to vocational rehabilitation;, 

 
d. Who is retired on permanent disability and/or disability retirement pension;, 
 
e. Who unreasonably refuses to accept other County employment for which the employee is 

not substantially disabled;, 
 
f. Whose injury or illness is the result of failure to observe County health or safety regulations 

or the commission of a criminal offense;, 
 
g. Whose injury or illness has been aggravated or delayed in healing by reasons of the failure 

of the employee to have received medical treatment or to have followed medical advice, 
except where such treatment or advice has not been sought or followed by reason of the 
religious beliefs of the employee;, and/or 

 
h. Whose injury or illness is a recurrence or reinjury of an earlier job-related injury or illness, or 

is contributed to by a susceptibility or predisposition to such injury or illness related to an 
earlier job-related injury or illness. 

 
4. Fringe Benefit Entitlement During Industrial Injury Sick Leave.  Employees receiving who 

receive Workers' Compensation temporary disability benefits and supplementing such those 
payments benefits with the full amount of accrued paid leave or industrial sick leave wage 
continuation up to seventy five percent (75%) of their gross salary shall maintain and accrue all 
the same benefits (i.e. County contribution towards medical and dental insurance premiums, 
share the savings, basic life insurance, and full vacation and sick leave accrual) to which they 
are entitledprovided under this MOU at one hundred percent (100%) of their regularly scheduled 
biweekly hoursthat the employee was entitled to immediately preceding an industrial illness or 
injury. 

 
This benefit shall be administered in accordance with State Worker's Compensation laws. 
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5. Leave for Medical Treatment.  Employees with an approved Workers' Compensation claim who 
have returned to work and are required by their physician to undergo therapy, diagnostic tests 
or treatment due to an industrial injury/illness shall receive Industrial Leave with pay under the 
following conditions: 

 
a. Treatments are being paid under Workers' Compensation; 

 
b. The therapy diagnostic tests or treatment falls within the employee's normal working hours; 
 
c. The leave applies only to the actual treatment time and reasonable travel time Effective two 

(2) pay periods following adoption, reasonable travel time shall be grant to and from the 
medical facility.  Such leave shall be granted for a maximum eligibility period for up to six (6) 
months from the date of injury or illness or the employee is declared permanent and 
stationary, whichever is earlier. In no event shall leave under this subsection and the 
employee’s actual work time exceed the employee’s normally scheduled workday.  

 
11.N. SERVICES-AS-NEEDED AND N-DESIGNATED CLASSIFICATIONS: HEALTH AND DENTAL 

ENTITLEMENT. Employees in classes designated Services-As-Needed or by the letter “N” who are 
absent from work due to an industrial injury or illness, who had been receiving health and dental 
benefits, and who would otherwise have worked and continued to receive such benefits but for the 
industrial illness or injury, shall continue to be eligible to receive health and dental benefits at the 
same level and as set forth in Section 14. (Medical and Dental Plans). 

 
 
TENTATIVE AGREEMENT 
 
For the County:  For Union: 

   
Keith Fleming                                        Date 
 
  

Nato Green Date 
 
 

 
 
 
Proposal Chronology: 
Date Note 
12/10/25 Passed CP #10 to SEIU 
02/26/26 Tentative Agreement.  
  
  

 

2/26/2026 3/4/2026
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2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Add cleanup to subsection 6.B. (Workday and Workweek) and include reference to 

employees with alternate biweekly work schedules. 
 
 
 
SECTION 6. HOURS OF WORK, SHIFTS, SCHEDULES, AND REST PERIODS 
 
… 
 
6.B. WORKDAY AND WORKWEEK.  except as provided in subsections 7.G. (Information Technology 

Department), 7.H. (Social Services Agency), 7.I. (Probation Department), 7.J. (Community 
Development Agency), 7.K. (Registrar of Voters Department), 7.L. (Public Works Agency), 7.M. 
(Office of Assessor), 7.N. (Treasurer Tax Collector), 7.O. (Library Department), 7.P. (Health Care 
Services Agency), 7.Q. (Alameda County Employees’ Retirement Association), 7.R. (Sheriff’s 
Department) and 7.S. (Auditor/Controller Agency) hereof, the following shall apply: 

 
 1. Full-Time Employees.  For each full-time employees who works 7.5-hours or 8-hours per day, 

the normal regular workweek shall be thirty-seven and one-half (37.5) or 40 hours, respectively. 
 
 2. For each full-time employee who works 8-hours per day, the normal workweek shall be forty (40) 

hours. 
 
 3. Part-Time and Services-As-Needed (SAN) Employees.  For each part-time and SAN 

employees, the workday and/or workweek will be determined by the Agency/Department Head.  
The assigned schedule shall be based on the proration or as-needed application of workday 
and/or workweek will be a proration of time scheduled to work to the normal regular thirty-seven 
and one-half (37.5) or forty (40) hour workweek base as designated for the employee's 
classification enumerated in the Appendix A, which shall constitute the “workweek base” for 
purposes of this section. 

 
 4. For Services-As-Needed employees, the workweek is scheduled on an as-needed basis as 

determined by the Agency/Department Head, with the workweek base being thirty-seven and 
one-half (37.5) or forty (40) hours as designated for the employee's classification in Appendix A. 

 
 53. For part-time and Services-As-Needed employees, the "workweek base," as used herein, shall 

mean an amount of hours in a workweek which are equivalent to the full-time hours listed for 
classifications as enumerated in Appendix A. 

 
 6. Alternate Biweekly Work Schedules.  In accordance with an established agency/department 

alternative work or flexible schedule policy or program, the Agency/Department Head (or 
designee) may authorize fixed flexible biweekly work schedules for designated classifications or 
positions, subject to operational needs. Employees must meet their agency/department flextime 
or alternate work schedule program requirements to be eligible for consideration to work said 
flextime or alternate work schedule in accordance with their agency/departmental guidelines.  
Employees should contact their agency/department human resources for additional information. 
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a. Fair Labor Standards Act (FLSA) Limitations for Non-Exempt Employees.  Employees who are 
covered by the overtime provisions of the FLSA shall not be assigned a fixed biweekly work schedule 
that results in regularly working more than 40-hours in any workweek.  

 
… 
 
6.D. REST PERIODS.  No wage deduction shall be made, nor time off charged against employees taking 

authorized rest periods, nor shall any right to overtime be accrued for rest periods not taken.  There 
is no obligation upon the County to provide facilities for refreshments during the rest period, or for 
procurement thereof. 

 
 1. All Employees Other than Video Display Screen Users.  Each employee shall be granted 

a rest period of fifteen (15) minutes during each work period of more than three (3) hours duration; 
provided, however, that rest periods are not scheduled during the first or last hour of such period of 
work. 

 
 2. Employees Using Video Display Screens.  In lieu of subsection 6.D.1. above, employees who 

operate video display equipment which requires continuous viewing of a video screen for more 
than two (2) consecutive hours in a day shall be granted rest periods of ten (10) minutes in each 
hour of such assignment; provided, however, that a rest period is not scheduled during the last 
hour of an employee's scheduled workday.  Occasional use of the telephone or services-as-
needed public contact not related to the video display equipment of less than five (5) minutes 
duration per hour is not inconsistent with the meaning of "continuous viewing" as stated herein.  
Employees described herein may alternatively select to schedule rest periods as described in 
subsection 6.D.1. above instead of the rest periods described in subsection 6.D.2. 

 
 
TENTATIVE AGREEMENT 
 
For the County:  For SEIU Local 1021: 

 
 

   
Keith Fleming Date 
  

Nato Green Date 
 

 
 
Proposal Chronology: 
Date Note 
10/16/25 CP #5 Passed to SEIU 
12/10/25 CP #5A Passed to SEIU 
1/20/26 UC1 to UP#5A from SEIU 
1/29/26 TA to UC1 to UP#5A 

 

1/29/2026 1/29/2026
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Maintain changes in CP #6A; maintain cash or CTO at the option of the Agency/Dept Head; 

minor cleanup; reject keeping SSA language re: holidays.  
 
 
 
SECTION 7. OVERTIME 
 
7.A. HOW OVERTIME IS AUTHORIZED.  Work for the Countyperformed by an employee at times other 

than those scheduled pursuant to subsection 6.A. (Work Schedule and Change of Shift) shall must 
be approved in advance and in writing by the Agency/Department Head or designee., or in In cases 
of unanticipated emergency, shall be approved by the Agency/Department Head,approval may be 
granted after such emergency work is performed.  No employee shall perform overtime work unless 
such overtime work has been approved by the Agency/Department Head or designeeauthorized in 
accordance with this subsection. 

 
7.B. OVERTIME WORK DEFINED.  Overtime work shall beis defined as all hours worked performed in 

a workweek, authorized pursuant to subsection 7.A. (How Overtime is Authorized), that exceed  of 
this Section 7. (Overtime) in excess of the normal regular full-time workweek for the job employee’s 
classification.  Holidays which that fall on an employee's regularly scheduled day off and p shall not 
count towards the accumulation of the workweek.  Holidays worked, holidays which fall on an 
employee's regularly scheduled workday and paid time off shall count toward the accumulation of 
the workweek.  Effective March 13, 2016, paid vacation, sick leave or and holiday leave shall not 
count towards the accumulation of the workweek. 

 
7.C. RATES DEFINED. 
 
 1. For the purposes of this subsection, the hourly rate shall be defined as followsDefinition of Hourly 

Rate: 
 
 a. For employees working assigned to a thirty-seven and one-half (37.5) hour regular workweek 

(or workweek base) or thirty-seven and one-half (37.5) hour workweek base or a forty (40) 
hour workweek (or workweek base), the hourly rate shall be the biweekly rate divided by 
seventy-five (75) or eighty (80), respectively. 

 
 b. For employees working a forty (40) hour workweek, or forty (40) hour workweek base, the 

hourly rate shall be the biweekly rate divided by eighty (80). 
 
 cb. For employees working paid on an hourly or daily rate basis, the applicable hourly or daily 

rate is reflected listed in the Appendices attached hereto. 
 
 d. For employees working on a daily rate basis, the daily rate is reflected in Appendices 

attached hereto. 
 
 2. Definition of Fair Labor Standards Act (FLSA) Regular Rate.  For purposes of this subsection, 

the Fair Labor Standards Act (FLSA) regular rate shall be consist ofdefined as follows: 
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 An employee's regular rate shall include in addition to their the hourly rate as defined in subsection 

7.C.1., plus any applicable salary ordinance footnote(s) and any applicable premium payments 
pursuant to Section 12. (Premium Conditions), subsection 13.A. (For Standby Duty) and 
subsection 13.C. (For Temporary Assignment to a Higher-Level Position) of this MOU. 

 
7.D. OVERTIME PAYMENT.  Employees shall be compensated for overtime work either in cash or in 

compensatory time at the option of the Agency/Department Head as follows and consistent with 
subsection 7.F. (When Compensatory Time Off May Be Taken or Paid) herein: 

 
 1. For classifications with a thirty-seven and one-half (37.5) hour workweek (or a thirty-seven and 

one-half (37.5) hour workweek base) or forty (40) hour workweek (or workweek base), 
employees shall be compensated at time and one-half (1/2) for all time worked in excess of thirty-
seven and one-half (37.5) or forty (40) hours, respectively. 

 
 2. For classifications with a forty (40) hour workweek or a forty (40) hour workweek base, excluding 

employees in classifications enumerated in Appendix D (Part-Time and Services-As-Needed 
Registered Nurses Classifications), employees shall be compensated at time and one-half (1.5) 
for all time worked in excess of forty (40) hours. 

 2.  Employees who are approved for an alternate biweekly work schedule shall be compensated at 
time and one-half (1/2) for all time worked in excess of approved established fixed biweekly 
schedule for that workweek (e.g., an employee who regularly works 75 hours in a pay period is 
eligible for overtime compensation for hours beyond 35 or 40 in the respective week, based on 
their flexible schedule).   

 
 3. The method of compensation for cash payment of overtime worked shall be as follows: 
 
 a. Employees covered by the overtime provisions of the FLSA shall be paid time and one-half 

(1.5) for overtime worked as provided in subsection 7.D. (Overtime Payment) based on the 
hourly rate defined in subsection 7.C.1 provided, however, that time and one-half (1.5) the 
employee's FLSA regular rate defined in subsection 7.C.2. (Definition of Fair Labor 
Standards Act (FLSA) Regular Rate) shall be paid for all actual hours worked in excess of 
forty (40) hours (excluding holidays and paid leave time) in an employee's designated 
workweek. 

 
 b.  Employees exempt from the overtime provisions of the FLSA shall be paid time and one-half 

(1.5) for all overtime worked as provided in subsection 7.D. (Overtime Payment) based on 
the hourly rate defined in subsection 7.C.1. (Definition of Hourly Rate). 

 
 4. There shall be no overtime payment unless the employee has actually worked over thirty-seven 

and one-half (37.5) or forty (40) hours during said workweek.   
 

 5. For employees in classifications enumerated in Appendix D (Part-Time and Services-As-Needed 
Registered Nurses Classifications) and the classification of Licensed Vocational Nurse SAN 
(5420N), flextime schedules requiring an employee to work in excess of eight (8) hours in any 
one (1) workday, excluding meal period, or in excess of eight (8) hours in consecutive time, 
excluding meal period, shall be exempted from the provision requiring overtime compensation 
after eight (8) hours in a workday. 

 
7.E. WHEN OVERTIME SHALL BE PAID.  Compensation for overtime work shall be paid not later than 

the completion of the pay period next succeeding the pay period in which such overtime was earned. 
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7.F. WHEN COMPENSATORY TIME OFF MAY BE TAKEN OR PAID.  Compensatory time off earned 
on or after April 15, 1986 may be accrued to a maximum of eighty (80) hours, and any employee 
who has accumulated eighty (80) hours of compensatory time off shall be paid in cash for all 
subsequent overtime worked until such time as the employee's compensatory time off balance is 
reduced below 80 hours.  Notwithstanding the foregoing, an employee may exceed the 80-hour 
maximum when an emergency or other unusual circumstance exists and the Agency/Department 
has obtained approval of from the County Administrator's Office to grant compensatory time off in 
excess of 80-hours. 

 
 Scheduling of compensatory time off shall be by mutual agreement of the employee and the 

Agency/Department Head provided that the Agency/Department Head may require that an 
employee adjust their workweek in order to avoid overtime penalties. 

 
 An employee covered by the overtime provisions of the FLSA who has accrued compensatory time 

off in accordance with this subsection shall upon separation from County service be paid for unused 
compensatory time off at a rate of compensation not less than the average regular rate, as defined 
above, received by such employee during the last three (3) years of employment or the final regular 
rate received by such employee, whichever is higher.  An employee shall be paid off for any unused 
compensatory time off, upon resignation/reinstatement, transfer from a regular position to an SAN 
position, appointment outside of the bargaining unit, or transfer to another agency/department.  An 
employee shall be paid off for any unused compensatory time off prior to appointment from an FLSA 
non-exempt position to an FLSA exempt position. 

 
 An employee who is exempt from the overtime provisions of the FLSA who has accrued 

compensatory time off in accordance with this subsection shall, upon separation from County 
service, be paid for unused compensatory time off at the employee's biweekly or hourly rate for each 
classification as set forth in Appendix A (Classification Listings). 

 
7.G. DAYLIGHT SAVING TIME. All employees working during the time daylight saving time transitions 

shall be paid for actual time worked and in accordance with Section 7. (Overtime) and its provision.  
1. Spring Daylight Saving Time – Employees working during the daylight savings time transition, 

shall work their full shift and, with advance notice to the supervisor, work an additional hour or 
take compensatory time off, vacation, in-lieu holiday, or floating holiday, at the employee’s option 
to meet the full shift hours for the schedule.  

1.2. Fall Daylight Saving Time – Employees working during the daylight savings time transition shall 
be paid for the actual hours worked for that shift. The additional hour worked shall be paid in 
accordance with Section 7. (Overtime) and its provisions. 

 
7.G. BIWEEKLY WORK SCHEDULES.   

 
1. Information Technology Department.  Notwithstanding subsections 7.B. (Overtime Work Defined) 

and 7.C. (Rates Defined) of this MOU, in those cases in which an employee working in the 
Information Technology Department and the Director of Information Technology agree to a fixed 
flexible biweekly work schedule under which an employee, who would normally be subject to a 
thirty-seven and one-half (37.5) hour workweek, is scheduled to work thirty-five (35) hours in one 
(1) week and forty (40) hours in the other week of a biweekly pay period, or, in the case of an 
employee whose classification is exempt from FLSA overtime provisions who would normally be 
subject to a forty (40) hour workweek, is scheduled to work thirty-five (35) hours in one week and 
forty-five (45) hours in the other week of a biweekly pay period, the employee, if otherwise eligible 
for overtime compensation, shall be entitled to such compensation only for the time worked in 
excess of the scheduled workweek of thirty-five/thirty-five (35/35) hours or forty/forty-five (40/45) 
hours.  Information Technology Department employees who are subject to the foregoing flexible 
work schedule shall not be entitled to more than seven and one-half/eight (7.5/8) hours off with 
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pay on paid holidays and shall be required to makeup during the workweek in which the holiday 
falls the difference between seven and one-half/eight (7.5/8) hours and the length of the workday 
which the employee would have been scheduled to work had the holiday been a normal workday 
on the flexible schedule.  Said employee shall not be entitled to overtime compensation for 
working said holiday makeup hours.  The Director of Information Technology shall, at their 
discretion determine which, if any, classifications and positions shall be eligible for the flexible 
biweekly work schedule and retains the right, upon appropriate notice to Union and after meeting 
and conferring if requested by Union, to make changes in the classifications and positions eligible 
for such flexible schedule or to eliminate the program in its entirety. 

 
2. Social Services Agency.  Notwithstanding subsection 7.B. (Overtime Work Defined) and 7.C. 

(Rates Defined) of the MOU, in those cases in which a non-exempt employee (not eligible for 
schedule B) working in the Social Services Agency and the Director of the Social Services 
Agency agree to a fixed flexible biweekly work schedule under which a non-exempt employee 
who would normally be subject to a thirty-seven and one-half (37.5) hour week is scheduled to 
work forty (40) hours in one week and thirty-five (35) hours the other week of a biweekly pay 
period, the employee, if otherwise eligible for overtime compensation, shall be entitled to such 
compensation only for the time worked in excess of the scheduled workweek of forty (40) hours 
or thirty-five (35) hours.  In those cases in which an exempt employee working in the Social 
Services Agency and the Director of the Social Services Agency agree to a fixed flexible work 
schedule under which an exempt employee who would normally be subject to a thirty-seven and 
one-half (37.5) hour week is scheduled to work forty-two and one-half (42.5) hours in one week 
and thirty-two and one-half (32.5) hours the other week of a biweekly pay period, the employee, 
if otherwise eligible for overtime compensation, shall be entitled to such compensation for the 
time worked in excess of the scheduled workweek of forty-two and one-half (42.5) hours and 
thirty two and one-half (32.5) hours.  Social Services Agency employees who are subject to the 
foregoing flexible work schedules shall not be entitled to more than seven and one-half (7.5) 
hours off with pay on paid holidays and shall be required to makeup during the workweek in 
which the holiday falls, the difference between seven and one-half (7.5) hours and the length of 
the workday in which the employee would have been scheduled to work had the holiday been a 
normal workday on the flexible schedule.  Said employee shall not be entitled to overtime 
compensation if he/she is approved to work said holiday makeup hours, rather than take vacation 
or compensatory time. 

 
3. Probation Department.  Notwithstanding subsection 7.B. (Overtime Work Defined) and 7.C. (Rates 

Defined) of this MOU, in those cases in which an employee working in the Probation Department 
and the Chief Probation Officer agree to a fixed flexible biweekly work schedule under which an 
employee, who would normally be subject to a thirty-seven and one-half (37.5) hour workweek, 
is scheduled to work thirty-five (35) hours in one (1) week and forty (40) hours in the other week 
of a biweekly pay period, the employee, if otherwise eligible for overtime compensation, shall be 
entitled to such compensation only for the time worked in excess of the scheduled workweek of 
thirty-five (35) hours or forty (40) hours.  Probation Department employees who are subject to 
the foregoing flexible work schedule shall not be entitled to more than seven and one-half (7.5) 
hours off with pay on paid holidays and shall be required to makeup during the pay period in 
which the holiday falls the difference between seven and one-half (7.5) hours and the length of 
the workday which the employee would have been scheduled to work had the holiday been a 
normal workday on the flexible schedule.  Said employee shall not be entitled to overtime 
compensation for working said holiday makeup hours.  The Chief Probation Officer shall, at their 
discretion, determine which, if any, classifications and positions shall be eligible for the flexible 
biweekly work schedule and retains the right, upon appropriate notice to Union and after meeting 
and conferring if requested by Union, to make changes in the classifications and positions eligible 
for such flexible schedule or to eliminate the program in its entirety. 
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4. Community Development Agency.  Notwithstanding subsections 7.B. (Overtime Work Defined) 
and 7.C. (Rates Defined) of the MOU, in those cases in which an employee working in the 
Community Development Agency and the Director, Community Development Agency agree to a 
flexible biweekly work schedule under which an employee, who would normally be subject to a 
thirty seven and one-half (37.5) hour workweek, is scheduled to work forty (40) hours in one 
week and thirty-five (35) hours in the other week of a biweekly pay period, or, in the case of an 
employee whose classification is exempt from FLSA overtime provisions who would normally be 
subject to a forty (40) hour workweek, is scheduled to work thirty-five (35) or thirty-six (36) hours 
in one week and forty-four (44) or forty-five (45) hours in the other week of a biweekly pay period, 
the employee, if otherwise eligible for overtime compensation, shall be entitled to such 
compensation only for the time worked in excess of the scheduled workweek of thirty-five (35) 
or thirty-five/thirty-six (35/36) hours and forty (40) or forty-four/forty-five (44/45) hours.  
Department employees who are subject to the foregoing flexible work schedule shall not be 
entitled to more than seven and one-half/eight (7.5/8) hours off with pay on paid holidays and 
shall be required to makeup during the workweek in which the holiday falls the difference 
between seven and one-half/eight (7.5/8) hours and the length of the workday which the 
employee would have been scheduled to work had the holiday been a normal workday on the 
flexible schedule.  Said employee shall not be entitled to overtime compensation for working said 
holiday makeup hours.  The Director, Community Development Agency shall, in his discretion, 
determine which, if any, classifications and positions shall be eligible for the flexible biweekly 
work schedule and retains the right, upon appropriate notice to Union and after meeting and 
conferring if requested by Union, to make changes in the classifications and positions eligible for 
such flexible schedule or to eliminate the program in its entirety. 

 
5. Registrar of Voters Department.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 

7.C. (Rates Defined) of the MOU, in those cases in which an employee working in the Registrar 
of Voters Department and the Registrar of Voters agree to a fixed flexible biweekly work schedule 
under which an employee, who would normally be subject to a thirty-seven and one-half (37.5) 
hour workweek, is scheduled to work thirty-five (35) hours in one week and forty (40) hours in 
the other week of a biweekly pay period, the employee, if otherwise eligible for overtime 
compensation, shall be entitled to such compensation only for time worked in excess of the 
scheduled workweek of thirty-five (35) hours and forty (40) hours.  Registrar of Voters 
Department employees who are subject to the foregoing flexible work schedule shall not be 
entitled to more than seven and one-half (7.5) hours off with pay on paid holidays and shall be 
required to makeup during the workweek in which the holiday falls the difference between seven 
and one-half (7.5) hours and the length of the workday which the employee would have been 
scheduled to work had the holiday been a normal workday on the flexible schedule.  Said 
employee shall not be entitled to overtime compensation for working said holiday makeup hours.  
The Registrar of Voters may at their discretion suspend flextime during peak workload periods.  
The Registrar of Voters shall, at their discretion, determine which, if any, classifications and 
positions shall be eligible for the flexible biweekly work schedule and retains the right, upon 
appropriate notice to Union and after meeting and conferring if requested by Union, to make 
changes in the classifications and positions eligible for such flexible schedule or to eliminate the 
program in its entirety. 

 
6. Public Works Agency.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 7.C. (Rates 

Defined) of this MOU, in those cases in which an employee in the Public Works Agency and the 
Director of Public Works agree to a fixed flexible biweekly work schedule under which an 
employee, who would normally be subject to a thirty-seven and one-half (37.5) hour workweek, 
is scheduled to work thirty-five (35) hours in one week and forty (40) hours in the other week of 
a biweekly pay period, or, in the case of an employee whose classification is exempt from FLSA 
overtime provisions who would normally be subject to a forty (40) hour workweek, is scheduled 
to work thirty-five (35) or thirty-six (36) hours in one (1) week and forty-four (44) or forty-five (45) 
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hours in the other week of a biweekly pay period, the employee, if otherwise eligible for overtime 
compensation, shall be entitled to such compensation only for the time worked in excess of the 
scheduled workweek of thirty-five (35) or thirty-five/thirty-six (35/36) hours and forty (40) or forty-
four/forty-five (44/45) hours.  Public Works Agency employees who are subject to the foregoing 
flexible work schedule shall not be entitled to more than seven and one-half/eight (7.5/8) hours 
off with pay on paid holidays and shall be required to makeup during the workweek in which the 
holiday falls the difference between seven and one-half/eight (7.5/8) hours and the length of the 
workday which the employee would have been scheduled to work had the holiday been a normal 
workday on the flexible schedule.  Said employees shall not be entitled to overtime compensation 
for working said holiday makeup hours. 

 
7. Office of Assessor.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 7.C. (Rates 

Defined) of this MOU, in those cases in which an employee in the Office of Assessor and the 
Assessor agree to a fixed flexible biweekly work schedule under which an employee, who would 
normally be subject to a thirty-seven and one-half (37.5) hour workweek, is scheduled to work 
thirty-five (35) hours in one (1) week and forty (40) hours in the other week of a biweekly pay 
period, the employee, if otherwise eligible for overtime compensation, shall be entitled to such 
compensation only for the time worked in excess of the scheduled workweek of thirty-five (35) 
or forty (40) hours.  Employees of the Office of Assessor who are subject to the foregoing flexible 
work schedule shall not be entitled to more than seven and one-half (7.5) hours off with pay on 
paid holidays and shall be required to makeup during the workweek in which the holiday falls the 
difference between seven and one-half (7.5) hours and the length of the workday which the 
employee would have been scheduled to work had the holiday been a normal workday on the 
flexible schedule.  Said employees shall not be entitled to overtime compensation for working 
said holiday makeup hours. 

 
The Assessor shall, at their discretion, determine which, if any, classifications and positions shall be eligible 

for the flexible biweekly work schedule, after meeting and conferring with the Union. 
 
The Assessor also retains the right, upon appropriate notice to the Union and after meeting and conferring 

if requested by the Union, to make changes in the classifications and positions eligible for such 
flexible schedule or to eliminate the program in its entirety. 

 
8. Treasurer-Tax Collector.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 7.C. 

(Rates Defined) of this MOU, in those cases which an employee working in the Treasurer-Tax 
Collector’s Office and the Treasurer-Tax Collector agree to a fixed biweekly work schedule under 
which an employee, who would normally be subject to a thirty-seven and one-half (37.5) hour 
work week, is scheduled to work thirty-five (35) hours in one (1) week and forty (40) hours in the 
other week of a biweekly pay period, the employee, if otherwise eligible for overtime 
compensation, shall be entitled to such compensation only for the time worked in excess of the 
scheduled work week of thirty-five (35) hours or forty (40) hours.  Treasurer-Tax Collector 
employees who are subject to the foregoing flexible work schedule shall not be entitled to more 
than seven and one-half (7.5) hours off with pay on paid holidays and shall be required to makeup 
during the week in which the holiday falls the difference between seven and one-half (7.5) hours 
and the length of the work day which the employee would have been scheduled to work had the 
holiday been a normal work day on the flexible schedule.  Said employee shall not be entitled to 
overtime compensation for working said holiday makeup hours.  The Treasurer-Tax Collector 
shall, at their discretion, determine which, if any, classifications and positions shall be eligible for 
the flexible biweekly work schedule and retains the right, upon appropriate notice to Union and 
after meeting and conferring if requested by Union, to make changes in the classifications and 
positions eligible for such flexible schedule or to eliminate the program in its entirety. 
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9. Library Department.  Notwithstanding Section 7.B (Overtime Work Defined) and 7.C (Rates 
Defined) of the MOU, in those cases in which an employee working in the Library Department 
agrees to a fixed flexible biweekly work schedule under which an employee, who would normally 
be subject to a thirty-seven and one-half (37.5) hour workweek, is scheduled to work thirty-five 
(35) hours in one (1) week and forty (40) hours in the other week of a biweekly pay period, the 
employee, if otherwise eligible to overtime compensation shall be entitled to such compensation 
only for time worked in excess of the scheduled workweek of thirty-five (35) and forty (40) hours, 
Library Department employees who are subject to the foregoing flexible work schedule shall not 
be entitled to more than seven and one-half (7.5) hours off with pay on paid holidays and shall 
be required to makeup during the workweek in which the holiday falls the difference between 
seven and one-half (7.5) hours and the length of the workday which the employee would have 
been scheduled to work had the holiday been a normal workday on the flexible schedule.  Said 
employee shall not be entitled to overtime compensation for working said holiday makeup hours.  
The County Librarian shall, at their discretion, determine which, if any, classifications and 
positions shall be eligible for the flexible biweekly work schedule and retains the right upon 
appropriate notice to the Union and after meeting and conferring if requested by the Union, to 
make changes in the classifications and positions eligible for such flexible schedule or eliminate 
the program in its entirety. 

 
10. Health Care Services Agency. 
 
a. Behavioral Health Care Services Department.  Notwithstanding Section 7.B. (Overtime Work 

Defined) and 7.C. (Rates Defined) of this MOU, in those cases in which a non-exempt employee 
(not eligible for schedule B  contained within the Alameda County Health Care Services Agency’s 
Behavioral Health Care Services Flextime Guidelines implemented October 20, 1996) working 
in the Behavioral Health Care Services Department and the Director of Behavioral Health Care 
Services agree to a fixed flexible biweekly work schedule under which an employee, who would 
normally be subject to a thirty-seven and one-half (37.5) hour workweek, is scheduled to work 
thirty-five (35) hours in one (1) week and forty (40) hours in the other week of a biweekly pay 
period, or, in the case of an employee whose classification is exempt from FLSA overtime 
provisions who would normally be subject to either a thirty-seven and one-half (37.5) or forty (40) 
hour workweek, and is scheduled to work thirty-five (35) hours in one week and either forty (40) 
or forty-five (45) hours in the other week of a biweekly pay period, the employee, if otherwise 
eligible for overtime compensation, shall be entitled to such compensation only for the time 
worked in excess of the scheduled work week of thirty-five/thirty-six (35/36) hours in one week 
or forty/forty-five (40/45) hours in the other week. 

 
In those cases in which an exempt employee working in the Behavioral Health Care Services Department 

and the Director of Behavioral Health Care Services agree to a fixed flexible work schedule under 
which an exempt employee who would normally be subject to a thirty-seven and one-half (37.5) 
hour week is scheduled to work forty-two and one-half (42.5) hours in one (1) week and thirty-
two and one-half (32.5) hours in the other week of a biweekly pay period, the employee, if 
otherwise eligible for overtime compensation, shall be entitled to such compensation for the time 
worked in excess of the scheduled workweek of forty-two and one-half (42.5) hours and thirty-
two and one-half (32.5) hours. 

 
Behavioral Health Care Services Department employees who are subject to the foregoing flexible work 

schedule shall not be entitled to more than seven and one-half/eight (7.5/8) hours off with pay 
on paid holidays and shall be required to makeup during the work week in which the holiday falls 
the difference between seven and one-half/eight (7.5/8) hours and the length of the work day 
which the employee would have been scheduled to work had the holiday been a normal work 
day on the flexible schedule.  Said employee shall not be entitled to overtime compensation for 
working said holiday makeup hours.  The Director of Behavioral Health Care Services shall, at 
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their discretion, determine which, if any, classifications and positions shall be eligible for the 
flexible biweekly work schedule and retains the right, upon appropriate notice to Union and after 
meeting and conferring if requested by Union, to make changes in the classifications and 
positions eligible for such flexible schedule or to eliminate the program in its entirety. 

 
b. Public Health Department.  Notwithstanding subsection 7.B. and 7.C. of this Memorandum of 

Understanding, in those cases in which a non-exempt employee working in the Public Health 
Department and the Director of Public Health agree to a fixed flexible biweekly work schedule 
under which an employee, who would normally be subject to a thirty-seven and one half (37.5)-
hour workweek, is scheduled to work thirty-five (35) hours in one (1) week and  forty (40) hours 
in the other week of a biweekly pay period, or, in the case of an employee whose classification 
is exempt from FL5A overtime provisions who would normally be subject to either a  thirty seven 
and one half (37.5) or forty (40)-hour workweek, and is scheduled to work thirty-five (35) hours 
in one (1) week and either forty (40) or up to forty-five (45) hours in the other week of a biweekly  
pay period, the employee, if otherwise eligible for overtime compensation, shall be entitled to 
such compensation only for the time worked in excess of the scheduled work week of the fixed 
flex schedule hours in one (1) week or the fixed flex schedule hours in the other week. 

 
Public Health Department employees who are subject to a flexible work schedule shall not be entitled to 

more than seven and one-half/eight (7.5/8) hours off with pay on paid holidays and shall be 
required to makeup during the work week in which the holiday falls the difference between seven 
and one-half/eight (7.5/8) hours and the length of the workday which the employee would have 
been scheduled to work had the holiday been a normal workday on the flexible schedule. Said 
employee shall not be entitled to overtime compensation for working said holiday makeup hours. 

 
110. Alameda County Employees’ Retirement Association (ACERA).  Notwithstanding subsections 

7.B (Overtime Work Defined) and 7.C. (Rates Defined) of the MOU, in those cases in which an 
employee in ACERA and the General Manager of ACERA agree to a fixed flexible biweekly work 
schedule under which an employee, who would normally be subject to a thirty-seven and one-
half (37.5) hour workweek, is scheduled to work thirty-five (35) hours in one (1) week and forty 
(40) hours in the other week of a biweekly pay period, the employee, if otherwise eligible for 
overtime compensation, shall be entitled to such compensation only for the time worked in 
excess of the scheduled work week of thirty-five (35) and forty (40) hours. 

 
Employees of the Retirement Association who are subject to the foregoing flexible work schedule shall not 

be entitled to more than seven and one-half (7.5) hours off with pay on paid holiday and shall be 
required to makeup during the workweek in which the holiday falls, the difference between seven 
and one-half (7.5) hours and the length of the workday which the employee would have been 
scheduled to work had the holiday been a normal workday on the flexible schedule.  Said 
employees shall not be entitled to overtime compensation for working said holiday makeup 
hours. 

 
The General Manager shall, at their discretion, determine which, if any, classifications and positions shall 

be eligible for the flexible biweekly work schedule.  The General Manager also retains the right, 
upon appropriate notice to the Union and after meeting and conferring if requested by the Union, 
to make changes in the classifications and positions eligible for such flexible schedule or to 
eliminate the program in its entirety. 

 
121. Sheriff’s Department.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 7.C. (Rates 

Defined) of the MOU, in those cases in which an employee working in the Civil Section of the 
Sheriff’s Department agree to a fixed flextime biweekly work schedule of a four (4) day thirty-
seven and one-half (37.5) hour work week of a biweekly pay period, the employee, if otherwise 
eligible for overtime compensation, shall be entitled to such compensation only for the time 
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worked in excess of the scheduled workweek of thirty-seven and one-half (37.5) hours.  In a 
week where there is a County Holiday, flextime will be suspended and all employees will revert 
to a regular schedule.  The Sheriff or designee retains the right, upon appropriate notice to the 
Union and after meeting and conferring, if requested by the Union, to make changes in and/or 
eliminate the program in its entirety. 

 
The Sheriff shall, at their discretion, determine which, if any, unit(s) and which, if any, classifications and 

positions within the unit(s) shall be eligible for the flexible biweekly work schedule, after meeting 
and conferring with the Union. 

 
123. Sheriff’s Department Payroll Unit.  Effective pay period beginning September 14, 2014, 

notwithstanding Sections 7.B. (Overtime Work Defined) and 7.C. (Rates Defined) of this MOU, 
in those cases in which an employee in the Sheriff’s Office payroll unit agrees to a fixed flexible 
biweekly work schedule under which an employee, who would normally be subject to a thirty-
seven and one-half (37.5) hour workweek , is scheduled to work thirty-five (35) hours in one (1) 
week and forty (40) hours in the other week of a biweekly pay period, the employee, if otherwise 
eligible for overtime compensation, shall be entitled to such compensation only for the time 
worked in excess of the scheduled workweek of thirty-five (35) or forty (40) hours.  In a week 
where there is a County Holiday, flextime will be suspended and all employees will revert to a 
regular schedule. 

 
134. Auditor-Controller Agency.  Notwithstanding subsections 7.B. (Overtime Work Defined) and 7.C. 

(Rates Defined) of this MOU, in those cases in which an employee in the Auditor-Controller 
Agency agree to a fixed flexible biweekly work schedule under which an employee, who would 
normally be subject to a thirty-seven and one-half (37.5) hour workweek, is scheduled to work 
thirty-five (35) hours in one (1) week and forty (40) hours in the other week of a biweekly pay 
period, the employee, if otherwise eligible for overtime compensation, shall be entitled to such 
compensation only for the time worked in excess of the scheduled workweek of thirty-five (35) 
or forty (40) hours.  Employees of the Auditor-Controller Agency who are subject to the foregoing 
flexible work schedule shall not be entitled to more than seven and one-half (7.5) hours off with 
pay on paid holidays and shall be required to makeup during the workweek in which the holiday 
falls the difference between seven and one-half (7.5) hours and the length of the workday which 
the employee would have been scheduled to work had the holiday been a normal workday on 
the flexible schedule.  Said employees shall not be entitled to overtime compensation for working 
said holiday makeup hours. 

 
The Auditor-Controller/Clerk-Recorder shall, at their discretion, determine which, if any, classifications and 

positions shall be eligible for the flexible biweekly work schedule, and retains the right, upon 
appropriate notice to the Union and after meeting and conferring, if requested by the Union, to 
make changes in the classifications and positions eligible for such flexible schedule or to 
eliminate the program in its entirety. 

 
 
TENTATIVE AGREEMENT 
 
For the County: 
 
 

 For Union: 

   
Jeff Bailey                                        Date 
 
  

Nato Green Date 
 
 

4/23/2026 4/23/2026
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Proposal Chronology: 
Date Note 
12/10/25 CP #6 Passed to SEIU 
1/20/26 UC1 to CP #6 to County 
3/3/26 CP #6A Passed to SEIU 
4/16/26 UC1 to CP #6A to County 
4/21/26 CP #6B Passed to SEIU 
4/23/26 Tentative Agreement 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: County counter #1 to UP #27 Catastrophic Sick Leave Program; strike reference to Personal 

Disability Leave consistent with CP #07; reject deletion that the decision is final and non-
grievable; minor clean up language. 

 

 
 
SECTION 30. CATASTROPHIC SICK LEAVE PROGRAM 
 
An employee may be eligible to receive donations of paid leave to be included in the employee's sick leave 
balance if the employee has suffered a catastrophic illness or injury which that prevents the employee from 
being able to work.  Catastrophic illness or injury is defined as a critical medical condition considered to be 
terminal or a long-term major physical impairment or disability.   
 
Effective two pay periods following adoption of the MOU by the Board of Supervisors, an employee who is 
approved for FMLA or CFRA to care for a qualifying dependent with a catastrophic illness or injury that 
prevents the employee from working shall be eligible to receive direct donations of catastrophic sick leave 
for use during that leave.  Such employees shall not be eligible to access the applicable agency/department 
existing catastrophic sick leave pool.  
 
Eligibility: 
 

1. The recipient employee, recipient employee's family, or other person designated in writing by the 
recipient employee must submit a request to the Human Resource Services Department. 

 
2. The recipient employee is not eligible so long as the recipient employee has paid leaves 

available, however, the request may be initiated prior to the anticipated date leave balances will 
be exhausted. 

 
3. A medical verification including diagnosis and prognosis must be provided by the recipient 

employee in a manner that maintains patient confidentiality. 
 
4. A recipient employee is eligible to receive up to one-hundred eighty (180) working days of 

donated time per employment. 
 
5. Donations shall be made in full-day increments of 7.5/8 hours for full-time employees, and in 

increments of 3.5/4 hours for less than full-time employees.  Employees may donate unlimited 
amounts of time.  All donations are irrevocable.  In addition, effective January 1, 1998, 
employees with vacation balances that exceed the amount that can be paid off, may donate 
unlimited amounts of vacation to an Agency/Department catastrophic sick leave pool. 

 
6. The donor employee may donate vacation, compensatory time or in lieu holiday time which that 

shall be converted to the recipient employee's sick leave balance and all sick leave provisions 
will apply.  Time donated in any pay period may be used in the following pay periods.  No 
retroactive donations will be permitted. Effective two pay periods following adoption of the MOU 
by the Board of Supervisors, when an employee is eligible to receive and use catastrophic sick 
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leave to care for a qualifying dependent under this Section, the provisions of subsection 11.K. 
(Family Sick Leave) shall not apply. 

 
7. The donor's hourly value will be converted to the recipient's hourly value and then added to the 

recipient's sick leave balance on a dollar-for-dollar basis. 
 
8. The recipient employee's entitlement to personal disability leave will be reduced by the number 

of hours added to the recipient's sick leave balance. 
 
98. The determination of the employee's eligibility for Catastrophic Sick Leave donation shall be at 

the County's sole discretion and shall be final and non-grievable. 
 
109. Recipient employees who are able to work but are working less than their regular schedule will 

integrate Catastrophic Sick Leave donations with time worked and their own paid leaves, which 
must be used first, not to exceed one hundred percent (100%) of the employee's gross salary. 

 
 

 
For the County: 

  
For SEIU: 

 
 
   

Jeff Bailey, IEDA                               Date                  
 

Peter Masiak, SEIU                             Date                   

 
 

 
Proposal Chronology: 

Date Note 

1/8/26 UP #27 passed to County 

2/10/26 CC1 to UP #27 passed to SEIU 

2/19/26 UP #27v2 passed to County 

3/19/26 County maintains CC1 to UP #27 passed on 2/10/26 

 

6/10/2026 6/16/2026
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SIDELETTER OF AGREEMENT 

BETWEEN THE 
COUNTY OF ALAMEDA 

AND THE 
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 

 
 

SIDELETTER OF AGREEMENT 

 

Disaster Service Worker 

 

Under State law, Title I, Section 3100 of the California Government Code, all government 

employees are declared Disaster Service Workers (“DSW”) who can be called upon in 

any emergency.  This means that City, County, and State employees have a responsibility 

to help in a disaster.  As such, all County of Alameda (“County”) employees are 

designated DSW.   

 

The County and the Service Employees International Union, Local 1021 (“Union”), 

collectively herein, "Parties" agree to the following: 

 

Within 150-days after the adoption of the January 4, 2026 to [TBD] Memorandum of 

Understanding (“MOU”), the County shall provide release time for up to four (4) Union 

representatives as part of a Committee to meet at mutually agreeable times and places.  

The purpose of the Committee is to discuss the framework of employee DSW roles, 

duties, training, rights, and responsibilities in support of the activities of the County’s 

Emergency Operations Center during a declared emergency and make 

recommendations for the Director of Human Resource Services to consider when 

updating the countywide disaster policy.  The County shall meet and confer with the Union 

over any impacts and its effects on working conditions of a decision to implement 

amendments to the countywide disaster policy. 

 

Committee recommendations, if any, shall be submitted to the Director of Human 

Resource Services for consideration by or before the end of the term of this Agreement. 

 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                           Date                    
 

Nato Green, SEIU                               Date                 

 

5/28/2026 6/1/2026
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SIDELETTER OF AGREEMENT 

BETWEEN THE 
COUNTY OF ALAMEDA 

AND THE 
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 

 
 

SIDELETTER OF AGREEMENT 

 

Eligibility Services Technician (“EST”) Series Performance Evaluation 
      
 
The County of Alameda (“County”) and the Service Employees International Union Local 1021 

(“Union”), collectively herein “Parties”, agree that within 90 days after the adoption of the January 

4, 2026 to [TBD] Memorandum of Understanding (“MOU”) by the County Board of Supervisors, 

the County will offer to meet and confer with the Union regarding the impacts of the 

implementation of the Performance Evaluation for the EST classification series. 

 

During the meet and confer process, the Parties will discuss essential core competencies, e.g., 

workload, budgeting, customer service, time management, etc., used by ACSSA management to 

evaluate an EST’s job performance. 

 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                  
 

Nato Green, SEIU                             Date                   

 

5/28/2026 6/1/2026
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Maintain proposal from CP #3A; add language under Section 3. Union Security codifying 

dues deduction report provided by the Auditor’s Office and expanding to include additional 
data fields. 

 
 
 
SECTION 4. UNION BULLETIN BOARD, MEETINGS AND ACCESS TO EMPLOYEES 
 
4.A. BULLETIN BOARDS.  Reasonable space shall be allowed on bulletin boards as specified by 

Agency/Department Heads for use by employees and Union to communicate with 
agency/departmental employees.  Material shall be posted upon the bulletin board space as 
designated, and not upon walls, doors, file cabinets or any other place.  Posted material shall not be 
obscene, defamatory, or of a partisan political nature, nor shall it pertain to public issues which do 
not involve the County or its relations with County employees.  All posted material shall bear the 
identity of the sponsor, shall be neatly displayed, and shall be removed when no longer timely.  
Where an Agency/Department policy permits an employee to post materials in their workplace for 
their personal convenience, union materials shall be treated on the same basis with other materials 
so posted. 

 
4.B. USE OF COUNTY FACILITIES.  County facilities may be made available upon timely application for 

use by off-duty employees and the Union.  Application for such use shall be made to the 
management person under whose control the facility is placed. 

 
4.C. JOB CONTACTS.  Any authorized representative of the Union shall have the right to contact 

individual employees working within the representation unit represented by their organization in 
County facilities during business hours on matters within the scope of representation providing prior 
arrangements have been made for each such contact with the Agency/Department Head who shall 
grant permission for such contact, if, in the Agency/Department Head’s judgment, it will not disrupt 
the business of the work unit involved.  When contact on the work location is precluded by 
confidentiality of records, or of work situation, health and safety of employees or the public, or by 
disturbance to others, the Agency/Department Head shall make other arrangements for a contact 
location removed from the work area during the same workday or the following workday. 

 
4.D. MEETINGS.  Meetings of a representative of a recognized employee organization and a group of 

employees shall not be permitted during working hours, except as provided herein or in Section 20. 
(Grievance Procedure).  The Agency/Department Head may, upon timely application, allow 
meetings of a representative and/or a steward of a recognized employee organization and a group 
of employees during the lunch period in County facilities.  If conducting group orientation sessions 
for new employees, the Agency/Department Head shall permit a union representative or a steward 
to meet with said new employees for thirty (30) minutes.  A steward who attends an orientation 
session shall be permitted release time for this purpose.  No contacts shall be permitted during 
working hours with employees regarding membership, collection of monies, election of officers, or 
other similar internal employee organization business. 
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4.E. DEPARTMENTAL MEETINGS.  Unless otherwise agreed, representatives or employees of 
employee organization shall not be permitted to attend meetings or conferences called by 
agency/departmental personnel to attend to matters arising out of the normal course of 
agency/departmental activities. 

 
 As used herein, agency/departmental meetings shall not include meetings between management 

and affected employees on matters mutually acknowledged to be submitted under Section 20. 
(Grievance Procedure). 

 
4.F. ACCESS TO RECORDS.  Employees shall be permitted to review their own personnel record.  Union 

representatives shall be permitted to review employee records when accompanied by the employee 
or upon presentation of a written authorization signed by the employee. The employee or the Union 
representative when accompanied by the employee or upon presentation of a written authorization 
signed by the employee may request a copy of the employee's personnel record.  The County shall 
provide one (1) copy of the record without charge.  The County may verify any written authorization.  
Third party reference material shall not be made available. 

 
 Letters of reprimand concerning time and attendance will be removed from an employee’s official 

personnel file upon request of the employee after three (3) years, provided the County has not 
initiated any subsequent corrective action, including counseling, of the employee during the entire 
three (3) year timeframe.  Letters of reprimand concerning all other subjects will be removed from 
an employee's official personnel file upon request of the employee after five (5) years from the date 
of the letter, provided the County has not initiated any subsequent corrective action of the employee.  
All requests must be presented in writing to the Agency/Department Head. 

 
4.G. DATA TO UNION.  The County shall, upon request, supply the Union with data processing runs of 

the names, home and office addresses and Civil Service classifications of all employees in 
represented units.  Such service shall be supplied at no more than cost to the County. 

 
 In accordance with the California Public Records Act, Government Code Section 7928.300(a)(3), 

the County will not discloseany data provided by the County will not include the home addresses 
and phone numbers of employees performing law enforcement functions.  In addition, Iif the County 
does not have the home or personal cell phone number or the personal email address on file, this 
information shall not be provided. 

 
4.H. UNION ACCESS TO NEW EMPLOYEE ORIENTATION.  Currently, Tthe Alameda County Human 

Resource Services (“HRS”) Employee Benefits Center (“EBC”) coordinates a countywide New 
Employee Orientation (“NEO”) for all new employees hired into the County. The countywide NEO is 
regularly scheduled on the Friday of the first week of a pay period, from 8:15 a.m. – 1:00 p.m.  
Moreover, in the event the County provides a special NEO for the Social Services Agency (“SSA”), 
separate from the countywide regularly scheduled Friday NEO referenced herein, the Union shall 
have access to that special NEO for SSA. 

 
It is the County's policy that NEOs are mandatory for all newly hired employees and that such new 
employees attend an NEO as promptly as possible after the first day of employment. In the event an 
employee does not attend the NEO that they were initially scheduled to attend, they will be scheduled 
to attend the next available NEO. 

 
In accordance with Government Code Sections 3555-3559, the County shall provide the Union 
accessParties agree to the following to the NEOs as described below: 
 

1). Designated Representative: The County shall recognize the designated field 
representatives as the points of contact for NEO related matters. The Union shall be 
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responsible for updating the County, in writing, of any changes to the designated points of 
contact.  

 
2.) EBC NEO Schedule: The County shall provide the Union’s designated representatives with 

a list of the EBC’s scheduled NEO dates for the upcoming calendar year, no later than the 
last full pay period in December of each year. If there are any changes to the scheduled 
dates, the EBC will notify the Union’s designated representatives as soon as possible. 

 
3.) NEO Notification and Employee Information: The EBC will provide, via email to the Union, 

a list of new employees, who are represented by their respective bargaining unit and are 
scheduled to attend the upcoming NEO session.  The EBC will also provide the Union a list 
of employees who have promoted, demoted, reinstated, or transferred into the bargaining 
unit, but are not scheduled to attend NEO.  The list shall be provided no later than the Monday 
before the scheduled NEO date or as soon as a complete list of new employees is available.  
A shorter notice may be provided under mitigating circumstances, in which case the EBC will 
provide the information as soon as possible prior to the NEO date. 

 
In this notification, the EBC will provide, in a sortable electronic format, the name, job title, 
department, work location, work, home and personal cell phone numbers, home address, 
work and personal email addresses on file with the County. If the County does not have the 
home or personal cell phone number or the personal email address on file, this information 
shall not be provided. In accordance with the California Public Records Act legislation, 
Section 6254.3(a)(3), the County will not disclose the home addresses and home phone 
numbers of employees performing law enforcement functions.   

 
4.) Presentation Time: The Union shall be permitted to meet separately with newly hired 

employees represented by their bargaining unit, and make a presentation of up to (30)- 
minutes presentation from 8:15 a.m.–8:45 a.m., or as agreed upon otherwise.  The EBC will 
provide a space for the Union representative to meet with the employees during this 
timeframe.  If, for any reason, the Union will not be present for a scheduled NEO 
presentation, the Union shall notify the County at least ten (10) working days prior to the 
session.   

 
When presenting in person, the Union Representative shall have the right to utilize the audio-
visual equipment.  When presenting remotely, the Union Representative shall have the right 
to present on video, screen-share, utilize the chat function, and link-sharing on chat on any 
video conferencing software used by the County to conduct the NEO. 
 
County management shall not be present in the room, physical or virtual, during the Union 
presentation. 

  
5.) Enrollment Forms: As the custodian of records for Union Membership, the Union will be 

responsible for distributing and collecting any forms related to membership dues, general 
assessments and/or payment for any membership benefit program. The County shall 
maintain the current past practice with regards to the membership forms. Any forms that are 
submitted directly to the County from an employee shall be forwarded to the applicable 
employee organization. The Union shall provide to the County a certified list of employees 
who have authorized a payroll deduction for dues to the Union.  

 
6.) Quarterly Union Member List: On a quarterly basis, the County shall provide, in sortable 

electronic format, a list of all existing bargaining unit members on record as of the pay period 
containing March 1, June 1, September 1, and December 1 respectively. The list shall be 
provided to the Union membership department by the last Friday of the month in March, 
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June, September, and December of each year, respectively. The list shall include the 
following information to the extent it is in the County’s possession: 

 
1. Name 
2. Employee Identification Number  
3. Classification (Job Code) 
4. Job Code 
5. Hourly Pay Rate 
6. Department Name (Business Unit Description) 
7. Department Code (Work Location) 
8. Work Location Description 
9. Work Location Address  
10. Union Code 
11. Union Code Description 
12. Work, Home and Personal Cellular Telephone Numbers 
13. Work and Personal Email Addresses 
14. Home Address 
15. Hire Date 
16. Pay Step 
17. Last date paid 

 
In accordance with the California Public Records Act legislation, Section 6254.3(a)(3), the 
County will not disclose the home addresses and phone numbers of employees performing 
law enforcement functions. 
 
If the County does not have the home and personal cell phone numbers, or the personal 
email addresses on file, this information shall not be provided.  

 
7.) Presentation Release Time: Union representatives, which are limited to Union 

Representatives, Union Board Members, Chapter Presidents, and Shop Stewards shall 
conduct the presentations covered under this agreement. In the event none of the listed 
designees are available for a scheduled NEO, a member may be granted release time to 
present. Only one (1) union member will be granted release time to present at each NEO. In 
the event that there are 15 or more new employees scheduled to attend a NEO, release time 
will be allowed for up to two (2) members. Release time requests must be received by the 
Employee/ and Labor Relations Division no later than at least three (3) working days before 
the scheduled NEO.   

 
Upon request of release time by the Union through the Employee/Labor Relations Division, the 
Department shall coordinate with the appropriate supervisors of the Union steward or member 
to allow release time. 
 

8.) Ongoing Union Participation: If the Union decides to cease participation in the countywide 
NEO, the designated Union representative must notify the EBC at least thirty (30) calendar 
days prior to the date that the Union is requesting to cease participation.  
 
If the Union decides to reinstate their participation in the countywide NEO under this 
subsection, the designated Union representative must notify the EBC at least 30 calendar 
days prior to requesting reinstatement.  
 

9.) SSA Lunch Meeting: The parties agree that, based on mutual agreement and proper 
coordination with SSA’s Human Resources Department, the Union may continue to hold a 
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lunch meeting to meet with newly represented employees during the SSA’s NEO that occurs 
during an Induction class.   

 
 
SECTION 3. UNION SECURITY 
 
… 
 3.B.  AUTOMATIC PAYROLL DEDUCTIONS AND REMITTANCE. Upon certification by the Union 

that an employee has signed an authorization for the deduction of Union membership dues 
and/or designated fees, the County will deduct the appropriate dues or fees, as established 
and as may be changed from time to time by the Union, from the employee’s pay, and remit 
such dues or fees to the Union. Employee requests to cancel or change such deductions must 
be directed to the Union, rather than to the County. Deductions will continue unless the 
employee mails a written revocation to the Union in accordance with the terms of the 
authorization form, or absent any such terms, by mailing a written revocation to the Union that 
is postmarked during the thirty (30) day period immediately prior to the annual anniversary date 
on which the employee signed the authorization form. The Union shall not be required to 
provide the County a copy of the employee’s authorization unless a dispute arises.  

 
  No later than December 1st of each year, the County shall provide to the Union the County’s 

official annual calendar showing paydays for the following year. The Union will provide the 
County with written notice of each employee deduction authorization and/or revocation on or 
before Monday of a non-payday week. The effective date of the deductions and/or revocations 
of any existing authorizations for employees shall be the payday Friday following the Union’s 
notification to the County of the deduction authorization or revocation. 

 
  On a bi-weekly basis, the Auditor-Controller/Clerk-Recorder’s Office shall provide the union 

with a dues deduction report that includes employee name, employee ID, department ID, 
deduction code, deduction amount, job code, hourly pay rate and union code.  

 
 
TENTATIVE AGREEMENT 
 
For the County: 
 
 

 For Union: 

   
Jeff Bailey                                        Date 
 
  

Nato Green Date 
 
 

 
Proposal Chronology: 
Date Note 
10/16/25 CP #3 Passed to SEIU 
10/23/25 UC 1 to CP #3 
3/19/26 CP #3A 
5/28/26 CP #3B 

 
 

5/28/20265/28/2026

For SEIU 1021 Use Only Not for Distribution



County Proposal#: 1  To Union: 10/16/2025 
 

2025-2026 MOU Negotiations – SEIU Local 1021 Page 1 of 2 

2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Cleanup to add Zone 7 Water Agency Rep Unit and clarify process for new classifications. 
 
 
 
SECTION 1. RECOGNITION 
 
1.A. The County recognizes the Union as the exclusive bargaining representative for the following 

employees: 
 
 1. All full-time employees in classifications included in Bargaining Units 003, 004, 005, 006, 007, 

008, 010, 011, and 012, and 059 as specifically enumerated in the appendices attached hereto; 
 
 2. All part-time employees in classifications included in Bargaining Units 003, 004, 005, 006, 007, 

008, 010, 011, and 012,and 059 as referenced above, who are regularly scheduled to work two-
fifths (0.4) or more time per pay period; and, 

 
 3. All Services-As-Needed (“SAN”) employees included in classifications included in Bargaining 

Units 003, 004, 007, 008, 010, 011, and 012, and 059 as specifically enumerated in the 
appendices attached hereto, who are regularly scheduled to work two-fifths (0.4) time or more 
per pay period. 

 
 The County shall recognize the Union as the exclusive bargaining representative for employees in 

any other classification which may be established substantially within the scope of the duties now 
included within the above-referenced classifications.  On an as-needed basis or not less than twice 
annually, in the months of May and November, representatives of the County and Union shall meet 
for the purpose of assigning any other newly created Civil Service classifications to the appropriate 
bargaining units.  Such placement shall be by mutual consent.  In case of disagreement, an arbitrator 
shall decide the matter. 

 
1.B. EXCLUSION OF EMPLOYEES.  The County may designate positions as confidential in accordance 

with Administrative Code Section 3.04.020. (Definitions).  Those positions designated as confidential 
upon implementation of this subsection, as set forth in Appendix C (Confidential Exclusions) of this 
MOU, shall not be precedent-setting for future designations of confidential positions.  If any position 
designated confidential after the effective date of this provision is disputed by the Union, the matter 
shall be decided by an arbitrator. 

 
1.C. ASSIGNMENT OF NEW CLASSIFICATIONS.  The County shall recognize the Union as the 

exclusive bargaining representative for employees in any other classification that may be established 
and that falls substantially within the scope of duties included in the classifications referenced above.  
On an as-needed basis the County shall offer to meet and confer with the Union regarding the 
placement of  newly created  classifications designated to the bargaining units.  Such placement 
shall be by mutual agreement between the County and the Union. If agreement is not reached, an 
arbitrator shall decide the matter as outlined below. 
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In disputes between the County and the Union over the assignment of newly created Civil Service 
classifications to appropriate bargaining units, the arbitrator shall decide the matter on the following 
basis: 

 
1. The arbitrator shall reject any claim by the Union to any newly created classification whose duties 

are substantially within the scope of (a) management designated classifications, e.g., project 
specialists, management specialists, administrative interns or other administrative classifications 
or (b) classifications represented by other employee organizations. 

 
 2. The arbitrator shall reject any claim of the Union to any newly created classification occupied 

exclusively by employees who work less than two-fifths (0.4) time. 
 
 3. The arbitrator shall determine any dispute over whether or not the scope of duties of a newly 

created classification is substantially within the scope of duties now included within a Union 
represented classification or if a newly-created classification is without clear recent precedent in 
the County service, whether or not the duties of such classification are, in general character, 
similar to those within Union represented units provided, however, that the arbitrator shall have 
no power to assign a supervisory classification, as defined in the National Labor Relations Act, 
to a non-supervisory bargaining unit represented by the Union.  In case of an arbitration involving 
classifications without clear recent precedent in the County service, the arbitrator shall receive 
as relevant evidence the views of affected employees. 

 
 4. In the resolution of disputes arising from this Section 1. (Recognition), the parties agree on the 

selection of a permanent arbitrator for each fiscal year from a panel of no less than five (5) 
arbitrators.  In case of disagreement on the selection of the five (5) member panel or the selection 
of the arbitrator, the provisions of subsection 20.H. of the MOU shall apply. 

 
 
TENTATIVE AGREEMENT 
 
For the County:  For SEIU Local 1021: 

 
   
Keith Fleming Date 
 
  

Nato Green Date 
 
 

 
 
 
Proposal Chronology: 
Date Note 
10/16/25 CP #1 Passed to SEIU 
10/23/25 Tentative Agreement.  
  
  

 

10/23/2025 10/26/2025
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Cleanup to remove obsolete language and clarify existing language 
 
 
 
SECTION 10. VACATION LEAVE 
 
Services-As-Needed employees working in classifications which are enumeratedlisted in Appendix B 
(Intermittent and Services-As-Needed Classifications) are excluded from the provisions of Section 10. 
(Vacation Leave). 
 
Employees in the service of the County shall accrue vacation as specified below.  Vacation pay shall be 
granted only for those days or fractions thereof on which employees would have been regularly scheduled 
to work and would have worked but for the vacation period.  An employeeEmployees who is are regularly 
scheduled to work less than the normal full-time work week for the jobtheir classification shall accrue 
vacation leave accordinglyon a prorated basis.  Vacation accrual shall be prorated each pay period based 
upon a prorationon the proportion of the hours worked within that pay period to the normal regular full-time 
pay period for the job classification. 
 
10.A. VACATION ACCRUAL. 
 
 Services-As-Needed employees working in classifications which are enumerated in Appendix B 

(Intermittent and Services-As-Needed Classifications) are excluded from the provisions of Section 
10. (Vacation Leave). 

 
 Employees in the service of the County shall receive a vacation entitlement or accrue vacation as 

specified below.  Vacation pay shall be granted only for those days or fractions thereof on which 
employees would have been regularly scheduled to work and would have worked but for the vacation 
period.  An employee who is regularly scheduled to work less than the normal work week for the job 
classification shall accrue vacation leave or vacation entitlement accordingly.  Vacation accrual or 
vacation entitlement shall be prorated each pay period based upon a proration of the hours worked 
within that pay period to the normal full-time pay period for the job classification. 

 
1. For Employees Hired Prior to January 31, 2016.  Except for an employee in a classification 

enumerated in Appendix B (Intermittent and Services-As-Needed Classifications), each person 
in the service of the County whose employment began prior to January 31, 2016, shall accrue 
vacation leave according to the following schedules. 

 
a. Two (2) weeks accrual.  Employees shall accrue two (2) weeks of vacation annually until 

completion of 104 full-time biweekly pay periods (4 years) of continuous employment. 
 

b. Three (3) weeks accrual.  Employees shall accrue three (3) weeks of vacation annually after 
the completion of 104 full-time biweekly pay periods (4 years) of continuous employment and 
until completion of 286 full-time biweekly pay periods (11 years) of continuous employment. 
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c. Four (4) weeks accrual.  Employees shall accrue four (4) weeks of vacation annually after 
the completion of 286 full-time biweekly pay periods (11 years) of continuous employment 
and until completion of 520 biweekly pay periods (20 years) of continuous employment. 

 
d. Five (5) weeks accrual.  Employees shall accrue five (5) weeks of vacation annually after 

the completion of 520 biweekly pay periods (20 years) of continuous employment. 
 

2. For Employees Hired on or After January 31, 2016. Each person in the service of the County 
whose employment began on or after January 31, 2016, shall accrue vacation leave as follows: 

 
a. Two (2) weeks accrual.  Employees shall accrue two (2) weeks of vacation annually until 

completion of 104 full-time biweekly pay periods (4 years) of continuous employment, up to 
a maximum balance of four (4) weeks. 

 
b. Three (3) weeks accrual.  Employees shall accrue three (3) weeks of vacation annually after 

the completion of 104 full-time biweekly pay periods (4 years) of continuous employment and 
until completion of 286 full-time biweekly pay periods (11 years) of continuous employment, 
up to a maximum balance of six (6) weeks. 

 
c. Four (4) weeks accrual.  Employees shall accrue four (4) weeks of vacation annually after 

the completion of 286 full-time biweekly pay periods (11 years) of continuous employment 
and until completion of 520 full-time biweekly pay periods (20 years) of continuous 
employment, up to a maximum balance of eight (8) weeks. 

 
d. Five (5) weeks accrual.  Employees shall accrue five (5) weeks of vacation annually after 

the completion of 520 full-time biweekly pay periods (20 years) of continuous employment, 
up to a maximum balance of ten (10) weeks.  

 
31. All Employees Effective the Pay Period Containing December 7, 2025.  All eEmployees 

covered by this MOU shall accrue vacation leave as follows: 
 

a. Two (2) weeks accrual.  Employees shall accrue two weeks of vacation annually until 
completion of 104 full-time biweekly pay periods (4 years) of continuous employment, up to 
a maximum balance of four (4) weeks. 

 
b. Three (3) weeks accrual.  Employees shall accrue three (3) weeks of vacation annually after 

the completion of 104 full-time biweekly pay periods (4 years) of continuous employment and 
until completion of 286 full-time biweekly pay periods (11 years) of continuous employment, 
up to a maximum balance of six (6) weeks. 

 
c. Four (4) weeks accrual.  Employees shall accrue four (4) weeks of vacation annually after 

the completion of 286 full-time biweekly pay periods (11 years) of continuous employment 
and until completion of 520 full-time biweekly pay periods (20 years) of continuous 
employment, up to a maximum balance of eight (8) weeks. 

 
d. Five (5) weeks accrual.  Employees shall accrue five (5) weeks of vacation annually after 

the completion of 520 full-time biweekly pay periods (20 years) of continuous employment, 
up to a maximum balance of ten (10) weeks.  

 
10.B. CASH PAYMENT IN LIEU OF ACCRUED VACATION LEAVE UPON SEPARATION. Effective the 
pay period containing January 1, 2024, aAll eEmployees who leave theseparate from County service for 
any reason shall be paid for unused vacation leave at their current biweekly or hourly rate, as established 
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for each their classification as set forth in Appendix A, up to the date of separation., for unused vacation 
leave accrued to the date of the employee’s separation. 
 
10.C. LIMITATION ON UNUSED VACATION LEAVE BALANCES. For employees hired prior to January 

31, 2016, maximum vacation leave balances allowable prior to the pay period containing January 1 
of each year beginning in the year 2002, shall be no more than two (2) times the employee’s vacation 
accrual rate, and shall be as follows: 

 
Vacation Accrual Rate in 

Pay Period Prior to January 
1 

Maximum Balance in Pay 
Period Containing January 1 

2 weeks 4 weeks 
3 weeks 6 weeks 
4 weeks 8 weeks 
5 weeks 10 weeks 

 
 Vacation Hard Cap:  For all employees, effective the pay period containing December 7, 
2025, the accrual of vVacation accrual leave willshall cease effective within any pay period in which 
the employee’s vacation accrual balance reaches its the maximum balance and shall not 
recommence resume until the employee’s vacation leave balance falls below this maximum.  While 
eEmployees shall have the primary responsibilityare responsible for to schedule scheduling and take 
sufficient vacation to reduce their accrued vacation leave balances to levels below their maximum 
balance, however, Agency/Department Heads will shall make a reasonable effort to accommodate 
written vacation leave requests submitted by employees whichthat specifically state that the purpose 
of such request is tothey are intended to reduce excess accrued vacation leave balances to a level 
below their maximum accrual.  

 
 The maximum balance for each accrual rate shall be as follows:  
 

Vacation Accrual Rate Maximum Pay Period Balance 
2 weeks 4 weeks 
3 weeks 6 weeks 
4 weeks 8 weeks 
5 weeks 10 weeks 

 
10.D. DATE WHEN VACATION CREDIT STARTS. Vacation credit shall begin on the first day of 

employment. 
 

10.E. PREVIOUSLY ACCRUED VACATION EXCEEDING MAXIMUM BALANCE. As of the pay periods 
containing January 1, 2024, January 1, 2025, and January 1, 2026, the vacation leave balance of 
any employee that exceeds the maximum vacation leave balance will be paid in cash.   

 
10.FE. WHEN FIRST VACATION IS DUE. Vacation credit and the first vacation leave for any employee 

shall be due only after the completion of at least the equivalent of 130 full-time working days or the 
equivalent of 13 full-time pay periods of employment.  For purposes of this subsection, "working day" 
shall mean any day upon which an employee would normally regularly be required to work. 

 
10.GF. MAXIMUM VACATION LEAVE. An employee shall be allowed to take two (2) times the employee’s 

annual vacation accrual during any calendar year, provided that the employee has accumulated 
sufficient unused vacation leave.   
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10.HG. EFFECT OF LEAVE WITHOUT PAY ON VACATION CREDIT. No vacation credit shall be earned 
during the period when an employee is absent on leave without pay. 

 
10.IH. EFFECT OF ABSENCE ON CONTINUOUS SERVICE. Absences on due to authorized leave without 

pay, and time during which a person is laid off because the employee’s services are not 
neededlayoff, and or time during whichwhen an employee person is temporarily not employed by 
the County shall not be considered as an interruption of continuous service for vacation qualification 
purposes, if the employee is reemployed  followed by reemployment within three (3) years, shall not 
be considered as an interruption of continuous service for the purpose of this subsection. In such 
cases, continuous service for vacation qualification purposes shall resume from the point at which 
the employee separated; however, time spent not on authorized leave without pay or not employed 
by the County , but the period of time such employee is absent on authorized leave without pay or 
so laid off or so temporarily not employed shall not be counted in when computing such years of 
continuous employment for the purpose of under this subsection 10.H. (Effect of Absence on 
Continuous Service).   

 
Employees who are reemployed after an absence exceeding three (3) years shall accrue vacation 
as a new hire.  However, once such employees Provided further that for the purposes of qualifying 
for fifteen (15), twenty (20), or twenty-five (25) working days’ vacation leave, when an employee 
completes ten (10) years of uninterrupted County service following such reemployment, they, the 
employee shall receive credit for all prior County service in for purposes of determining eligibility for 
vacation entitlement fifteen (15), twenty (20) or twenty-five (25) days of vacation leave accrual.   
 
Eligible eEmployees eligible under this subsection 10.IH. (Effect of Absence on Continuous Service) 
must notify the Human Resource Services Employee Benefits Center (“EBC”) when meeting they 
meet this the applicable requirement. 

 
10.JI. WHEN VACATION LEAVE MAY BE TAKEN. Paid leave may be granted only for those days or 

fractions thereof on which an employee would have been regularly scheduled to work and would 
have worked but for the vacation leave. 

 
1. 1. Vacation Seniority. Vacation seniority shall be determined as follows: 

a. Except for employeesAll Employees Except Those  aAssigned to the Sheriff’s 
Department,. an employee's seniority for vVacation seniority purposes begins once when 
the employee enters a vacation scheduling unit within their classification.  Seniority restarts 
when the Should employees changes their scheduling unit and/or classification, the seniority 
accrual for vacation purposes starts over.  Pexcept promotions within a flexiblye -staffed 
position classification seriesfor purposes of vacation seniority will not be considered a 
change in classification. 
 

b.  For eEmployees assigned Assigned to the Sheriff’s Department.,  an employee's 
seniority for vVacation seniority purposes begins upon entry intoonce they enter the Sheriff's 
Department andor continues unless interrupted by service outside of upon reinstatement to 
the same classification excluding time not spent in the Sheriff's Department.  Seniority 
restarts when an employee changes Should an employee change their classifications, the 
seniority accrual for vacation purposes starts over.  Pexcept for promotions within a flexiblye 
-staffed classification seriesposition for purposes of vacation seniority will not be considered 
a change in classification.   
 

b.c. Tie Breakers.  If a tie breaker is needed, the following appliescriteria shall be applied in 
order: 

 
i. total Total department time (less leave without pay) 
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ii. total Total County time (less leave without pay) 
iii. test Test administration number 
iv. score on eExam score 
v. date Date stamp on application (received in County PersonnelHuman Resource 

Services) 
vi. coin Coin toss 

 
 2. For Full-time Employees.  Except as provided in subsection 10.I.4. (Alternative Scheduling 

Procedure)paragraph 4 hereof, vacation leave shall be scheduled by mutual agreement of 
between the employee and the Agency/Department Head.   

 
a. Conflicting Requests (Except for employees assigned to the Sheriff’s Department)., in 

In the event of conflicting requests from between two (2) or more employees, the matter 
request shall be decided granted to in favor of the employee having the longest County 
service in a the classification within a the vacation scheduling unit.  If a tie breaker is needed, 
the request shall be granted based on the criteria under 10.I.1.c. (Tie Breakers).   
 

b. Conflicting Requests (Sheriff’s Department).  For employees assigned to the Sheriff’s 
Department, iFor the first three (3) segments requested in a calendar yearn the event of 
conflicting requests from employees, conflicts shall be resolved based on the seniority rules 
in subsection 10.I.1. (Vacation Seniority)the matter shall be decided in favor of the employee 
who meets the criteria stated in subsection 10.J.1. above for the first three (3) segments 
requested.  The remaining two (2) segments, if requested, shall follow the process stated in 
the following paragraphbe processed in accordance with 10.I.2.c. (Subsequent Vacation 
Requests (All Employees). 

 
c.  Subsequent Vacation Requests (All Employees).   
 Subsequent vacation requests within the same calendar year shall be resolved as follows:  

i.  in favor of tThe most senior employee with the greatest seniority who has not, yet by 
virtue of their senior position, previously had such a conflict resolved in their favor 
during the calendar year shall prevail.   

ii. IfIn the event of vacation schedule conflict among all employees, all of whom have, by 
virtue of their senior position, had such conflicts resolved in their favor during the 
calendar year, the senior employee who has had the least number of such conflicts 
resolved in their favor shall prevail.   
 

d.  Required Response Timeline.  When written submission of a vacation request is required 
pursuant to this paragraph 2subsection 10.I.2. (For Full-time Employees)., the 
Agency/Department Head, or their designee, shall respond within twenty (20) calendar days 
in writing or shall schedule the vacation requested by the employee. 

 
 3. For Part-time Employees.  Any eEmployees scheduled to work less than the full-time workweek 

and two-fifths (0.4 FTE) or more time for their job classification may, at the discretion of the 
Agency/Department Head, be included in a the same vacation scheduling unit with full-time 
employees in the same job classification.,  When included,  and in such cases both the full-time 
and the less than full-time employees shall have conflicts shall being requests resolved 
according using the sameto the procedures indicated hereinapplicable to full-time employees. 

 
 4. Alternative Scheduling Procedure.  When vacation scheduling under subsections 10.I.2. (For 

Full-time Employees) or 10.I.3. (For Part-time Employees) In the event that vacation scheduling 
pursuant to paragraph 2. or 3. hereof is impractical due to the size of the agency/department 
vacation scheduling unit involved or other reasons, the following procedures process may be 
implemented:shall apply.  
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a. Annual Submission Period.  In During a month established designated by the 

Agency/Department Head, any employees may submit up to three (3) choices of preferred 
vacation periods for the subsequent twelve (12) months. 
   

b. Approval and Posting.  The Agency/Department Head shall approve such choicerequests 
based on the basis of employee seniority as set forth in subsection 10.I.2. (For Full-time 
Employees) paragraph 2. hereof.  The Agency/Department Head and shall post employees 
a list of the approved and scheduled vacationsvacation schedule within no later than four (4) 
weeks following the end of the designated month that included the in which the vacation 
requests were dueclose of the submission period. 
   

a.c. Employees Who Do Not Submit Requests.  EmployeesAny employee who fails to submit 
a choice or choices during the designated period,  or any new employees entering the unit 
after the submission period,  who misses the sign-up period for the agency/department shall 
schedule vacations by mutual agreement pursuant to paragraphs 2. or 3.subsections 10.I.2. 
(For Full-time Employees) or 10.I.3. (For Part-time Employees), hereof provided that such 
vacation scheduled by mutual agreement shall notrequests do not supersede any vacation 
scheduled by submissionpreviously approved and posted vacations. 

 
d.  Required Posting.  The Agency/Department Head shall post: 

 
i. In the administration of this paragraph, the Agency/Department Head shall post 

sSeniority lists;  
ii. lists of tThe number of employees by classification allowed to be on vacation at one 

(1) time (by classification) or for any period; and  
i.iii. blank calendars or otherInstructions and submission tools that means which shall 

make it possible forallow employees to submit their three (3) choices and to determine 
view competing vacation request submissionswhich employees have applied for 
which vacation periods. 

 
5.  Alternative Scheduling Period for the Social Services Agency.  During the Alternative 

Scheduling Period as contained in subsection 10.JI.4. (Alternative Scheduling Procedure) 
above, during a month established by the Social Services Agency, when any employee may 
submit choices of preferred vacation period for the subsequent twelve (12) months, vacation 
requests shall be scheduled by mutual agreement and in resolving vacation conflicts the 
Agency/Department Head shall approve such choicesconflicting vacation requests shall be 
resolved based on the basis of employee county County seniority among employees in the same 
classification within athe scheduling work unit. 

 
 Vacation requests submitted outside of the Alternative Scheduling Period within the Social 

Services Agency shall be scheduled by mutual agreement pursuant tounder subsections 10.JI.2. 
(For Full-time Employees) and 10.JI.3. (For Part-time Employees) of this MOU.  Conflicts shall 
be resolvedIn resolving vacation conflicts, the Agency/Department Head shall approve such 
choices on the basis of based on employee unit seniority among employees in the same 
classification within thea scheduling work unit.  

 
 56. Vacation Leave Segments.  An employeeEmployees may  shall be allowed to divide their 

annual vacation leave in any calendar year into five (5) segments.  An Agency/Department Head 
may, at their discretion, may grant an employeeauthorize additional vacation segments of 
vacation increments of at least one (1) hour or more.  These segments are to be in addition to 
any segments of do not include vacation leave hours used as personal leave as defined inunder 
subsection 10.KJ. (Personal Leave).  This subsection excludes any requests for  or time off which 
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come under the Floating Holiday floating holiday leave provisions specified in subsection 9.A.3. 
(Floating Holidays).  

 
10.KJ. PERSONAL LEAVE. An employeeEmployees shall be allowed three (3) days in any calendar year 

from their regular vacation allowance or compensatory time off for personal leave.  An 
Agency/Department Head shall not deny a request for this leave except for reasons critical to the 
operation of their agency/department.  Such personal leave shall be in segments of one (1) hour or 
more.  

 
10.L. 10.LK. RATE OF VACATION PAY. Compensation during vacation leave shall be at the rate of 

compensation pay which such personthe employee would have been entitled to received, including 
applicable premium pay, had the employee beenif in active service during such vacation period.  
Compensation during vacation shall not include pay for overtime work not actually performed. 

 
10.M. 10.ML. VACATION SELLBACK. Effective July 1, 2001, eEmployees may receive equivalent cash 

payment for up to five (5) vacation days per fiscal year.  Effective July 1, 2002, and employees 
accruing at least twenty (20) days of vacation may receive equivalent cash payment for up to ten 
(10) days per fiscal year.  Effective July 1, 2024, through the term of this December 11, 2022 through 
January 3, 2026, MOU employees accruing at least fifteen (15) days of vacation may receive 
equivalent cash payment for up to ten (10) vacation days per fiscal year and employees accruing at 
least twenty (20) days of vacation may receive equivalent cash payment for up to fifteen (15) days 
per fiscal year. This benefit shall be prorated for part-time employees based on the proportion of the 
normal thirty-seven and one-half (37.5) or forty (40) hour workweek for which the employee is 
regularly scheduled to work.  In lieu of, or in addition to the foregoing, an employee may have 
accrued vacation leave credited against the employee’s transition pay obligation to the County.  
Vacation sellback under this subsection is in addition to the amount of sellback that can be used to 
purchase Long-Term Disability Insurance under Section 17. (Long-Term Disability Insurance 
Coverage).  Requests for vacation sellback are irrevocable.  

 
10.NM. VACATION PURCHASE PLAN.  All fFull-time employees subject tocovered by this MOU, excluding 

employees in classifications enumerated listed in Appendix B (Intermittent and Services-As-Needed 
Classifications) and Appendix D (Part-Time and Services-As-Needed Registered Nurses 
Classifications) may elect to purchase, during Open Enrollment, one (1) or two (2) additional weeks 
of vacation over and above their regular entitlement as set forth in paragraph A hereofsubsection 
10.A. (Vacation Accrual).   

 
1. Eligibility.  To be eligible to purchase vacation, an employee must: 

a.  hHave completed payment paid in full for any previously purchased vacation; purchase 
and  

b. an employee must hHave no more than one (1) week of unused purchased vacation as of 
the third pay period prior to the start of Open Enrollment.   

 
To be eligible to purchase two (2) weeks of vacation, an employee must have used all previously 
purchased vacation leave as of the third pay period prior to Open Enrollment. 

 
1.2. Credit and Repayment.  Purchased vacation shall be credited to the employee’s vacation balance 

Oon the first pay period of the calendar year and , the employees’ vacation balance will be updated 
with the additional amount of vacation purchased.  Employees may thereafter bethen used the 
vacation time purchased, subject toscheduled by mutual agreement between the employee and 
the Agency/Department Head. 

 
Employees will thenshall pay the cost of purchased vacation for the vacation time purchased in 
equal installments during the calendar year.  In the event thatIf an employee lacks sufficient pay is 
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unable to cover the cost of purchased vacation in any pay period(s) due to insufficient pay, the 
County reserves the right to adjust the future pay period amount.  Should an employee use their 
purchased vacation time, and leave the employment of thesubsequently separates from the 
County prior to paying for the additional vacationfull repayment, the County will recover the any 
outstanding cost from the employee, including deducting any sum owed from the employee’s final 
pay warrant.  In the event there is insufficient pay to deduct from the employee’s final pay warrant, 
the amount is still due and payable to the County; the employee must repay the County.  Amounts 
not recovered remain due and payable and Aany failure to repay the County upon termination 
separation of employment will result in collection proceedings. 

 
 13. Use of Vacation Purchase for Personal Leave.  In the event thatIf an employee has exhausted 

vacation balances accrued pursuant to subsection 10.A. (Vacation Accrual), then purchased 
vacation may be utilized for personal leave granted under subsection 10.KJ. (Personal Leave). 

 
 24. Cash Payment of Purchased Vacation.  For purposes of cash payment of vacation leave, 

vacation purchased pursuant to this subsection shall be combined with vacation accrued 
pursuant to subsection 10.A. (Vacation Accrual).  Said combined vacation balance shall be and 
subject to the cash payment limitations of subsection 10.B. (Cash Payment in Lieu of Accrued 
Vacation Leave Upon Separation) hereof. 

 
 3. Movement Between 37.5- and 40-Hour Workweeks.  In the event thatIf a participating 

employee moves between a forty (40) hour per week position and a thirty-seven and one-half 
(37.5) hour per week position, the employee shall carry over their purchased vacation balance 
in the same number of days and fractions of days. 

 
 4. Change from Eligible to Ineligible Status.  Employees who change status from eligible status 

to purchase vacation to a non-ineligible status will be paid for any purchased vacation balance 
and the County reserves the right to adjust the purchased vacation balance and/or deductions. 
 
a) The County shall cease deduction and no additional days will be allowed for purchase. 
 
b) The County shall reduce the purchased vacation balance by the amount which the employee 

has not yet paid. 
 
c) The employee shall be allowed to retain and use the time purchased as of the date of the 

change from eligibility to ineligibility through the final pay period of the calendar year of the date 
of ineligibility. 

 
d) For purchased vacation remaining and unused through the final pay period of the calendar 

year, as set forth in 4.c. above, the employee shall be paid at the pay rate at the time of 
enrollment, for the purchased vacation time not taken as of the 1st pay period of the following 
year. 

 
 5. Effect of Pay Rate Changes.  In the event that an employee experiences a pay rate change 

during the plan year, the total annual cost will remain the same as at the time of enrollment.   
 

 6. Effect on Benefits and Accruals.  Effective Calendar Year 2016, an eEmployees purchasing 
vacation is are responsible for all County costs associated with vacation purchase.  

 
For the any pay period in which purchased vacation is utilized as time off, the employee’s total 
compensation shall not include the County contributions made by Alameda County towards 
premium based and accrued benefits, including retirement.  These prorated premium costs shall 
be deducted from the employee’s paycheck for the bi-weekly pay period in which the purchased 
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vacation is utilized. and, further, the employee Employees will not accrue vacation or sick leave for 
purchased vacation such hours used. Also, purchased vacation time utilized as time offand such 
hours will not count towards seniority, hours in step, or towards the completion of the probationary 
period or retirement service credit. 

 
10.ON. EXTRA WEEK OF UNPAID LEAVE. A pPart-time employees in a classification enumerated listed 

in Appendix D (Part-Time and Services-As-Needed Registered Nurses Classifications) and, for the 
term of this MOU only, all other part-time employees subject to this MOU, may take one (1) week of 
unpaid leave per calendar year after completing one (1) calendar year from date of employment. 
The  may schedule one (1) week of unpaid leave must be taken in one (1) segment and each 
calendar year in conjunction with an approved vacation leave.  The unpaid leave shall be taken in 
one (1) segmentconjunction with approved vacation leave.  The scheduling of this unpaid leave shall 
be subject to the vacation scheduling provisions contained herein.  This unpaid leave shall not 
reduce the County’s regular biweekly dental or health plan contributions nor the health plan 
contribution paid by the County for such employees. 

 
10.PO. VACATION TRANSFER. Married couples or domestic partners, employed by the County, may elect 

to transfer up to five (5) days (37.5 or 40 hours) of their accrued vacation leave balances to their 
spouse or domestic partner (upon submission of an affidavit as defined in Appendix E – (Domestic 
Partners) per each event of maternity, paternity and adoption. 

 
10.Q. CONTINUATION OF SECTION. This Section 10. (Vacation Accrual) shall remain in full force and 
effect notwithstanding the expiration of the other sections of this MOU on January 3, 2026, as provided in 
Section 36. (Term of Agreement), and unless otherwise agreed to by the County, shall be incorporated 
into the successor MOU. 
 
10.RP. EMPLOYEE ENTRY INTO BARGAINING UNITS COVERED BY THIS MOU. Employees who enter 

a bargaining unit covered by this MOU and come from a bargaining unit where the “maximum 
allowable vacation balance” is not applicable, after January 1, 2002 shall have two (2) full calendar 
years to reduce their vacation balance to the maximum allowable., unless the employee is coming 
from a bargaining unit where the "maximum allowable vacation balance" is already applicable.  After 
two (2) full calendar years, the vacation leave balance of any employee which that exceeds the 
maximum balance allowable will be paid in cash to the maximum balance.  Agency/Department 
Heads shall make a reasonable effort to accommodate written vacation leave requests submitted by 
employees which that state that the purpose of such request is to reduce accrued vacation leave 
balances below the maximum accrual level. 

 
 
TENTATIVE AGREEMENT 
 

For the County:  For SEIU Local 1021: 

   
Keith Fleming                                     Date 

 
Nato Green                                                Date 

 
 
 
Proposal Chronology: 
Date Note 
12/10/25 Passed CP #9 to SEIU  

2/11/2026 2/17/2026
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02/11/26 Tentative Agreement 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Clean-up for clarity 
 
 
 
SECTION 17. TWO WEEKS’ NOTICE UPON TERMINATION 
 
17.A. NOTICE. In the event of the termination of an employee subject to this MOUWhen an employee is 

terminated for a cause other than gross misconduct; such as intoxication on the job, gross 
insubordination, dishonesty, violence in the workplace violence (as defined by the Alameda County 
of Alameda Workplace Violence Prevention Policy), or conviction of a felony which relatesrelated to 
the employee's job, the appointing authority or designeeated agent shall give to suchprovide the 
employee with a written notice of termination no less thanat least ten (10) working days prior to the 
effective date of said termination.  In the event, however, that suchIf the employee is not on the jobat 
work on the date he/shethey would be entitled to such notice, it shall be mailed to him/herthe 
employee on such that date.  Time spent on the job during such ten (10) day notice period by a 
probationary employee shall not be counted toward completion of the probationary period.  At the 
employee’s written request, Tthe County agrees to furnishwill provide a copy of any such notice to 
the Union. if the employee so requests in writing, but fFailure to receive such notice shall not 
invalidate such termination. 

 
17.B. NON-UTILIZATION OF SERVICES-AS-NEEDED EMPLOYEES. In the event thatIf a Services-As-

Needed (“SAN”) employee who has worked in a department fifty percent (50%) time or more every 
pay period for thirteen (13) or more consecutive pay periods and will no longer be utilized, the 
Agency/Department Head shall provide to the employee with a written notice of non-utilization no 
less thanat least ten (10) working days prior to the effective date of said separation.  This requirement 
for a notice of non-utilization shall not apply to Services-As-NeededSAN employees with time-
specific projects, employees in P-designated positions, or employees who accept either another 
Services-As-NeededSAN position or assignment to another Agency/Department without a break in 
service. 

  
 If, after issuing a separation notice, theAn Agency/Department Head who, after issuing a notification 

of separation, subsequently extends the employee's utilization by up to two (2) weeks, a new notice 
is not required beyond the separation date shall not be obligated to reissue a separation notice.  If 
the utilization extends beyond said two (2) week period, the Agency/ Department Head shall issue 
a revised written notice of separation. 
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Tentative Agreement: 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                               Date                 
 

Peter Masiak, SEIU                             Date                  

 
 
 
Proposal Chronology: 
Date Note 
10/23/25 CP #16 Passed to SEIU 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Clean-up throughout; remove reference to Personal Disability Leave in subsection 15.A.8. 

consistent with CP #7 to eliminate Personal Disability Leave provision.  
 
 
 
SECTION 15. DISABILITY AND LIFE INSURANCE BENEFITS  
 
15.A. DISABILITY INSURANCE BENEFITS  
 

1. Participation.  The County shall continue to participate under the State Disability Insurance 
(SDI) Program. 

 
2. Payment of SDI Premiums.  SDI premiums shall be shared equally by the employee and the 

County. 
 

3. Employee Options.  There are two (2) options available to an employee who is otherwise 
eligible for disability insurance benefits which are as follows: 

 
a. Option 1:  Not applying for disability insurance benefits and using accrued paid leave, 

vacation leave, compensating compensatory time off, floating holiday payleave, and/or with 
the consent of the Agency/Department Head, discretionary Major Medical Supplemental Paid 
Sick Leave; or  

 
b. Option 2:  Applying for disability insurance benefits and integrating accrued paid leaves with 

the SDI benefits.  Such accrued paid leaves shall include sick leave, vacation leave, 
compensating compensatory time off, floating holiday payleave, and/or, with the consent of 
the Agency/Department Head, discretionary Major Medical Supplemental Paid Sick Leave, 
unless the employee provides written notice to the Agency/Department Head to limit the 
integration to only accrued sick leave only with SDI benefits.  The choice to integrate only 
accrued sick leave only with SDI benefits may not be waived by the employee or the County. 

 
4. Amount of Supplement:  The amount of the supplement provided in subsection 15.D. (How A 

a Supplement to SDI is Treated), hereof, for any hour of any normal workday, shall not exceed 
the difference between one hundred percent (100%) of the employee's normal gross salary rate, 
including premium conditions specified in Section 12. (Premium Conditions) and applicable 
Salary Ordinance footnotes, and the "weekly benefit amount" multiplied by two (2) and divided 
by 75/80. 

 
5. How a Supplement to SDI is Treated. Hours, including fractions thereof, charged against the 

employee's accrued sick leave, discretionary major medical supplemental paid sick leave, 
vacation leave, compensating compensatory time off, and/or floating holiday balances as 
supplements to disability insuranceSDI benefits will be regarded as hours of paid leave of 
absence. 
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 Vacation and sick leave shall be accrued based upon the proportion of the hours charged against 
the employee's accrued sick leave, discretionary major medical supplemental paid sick leave, 
vacation leave, compensating compensatory time off and/or floating holiday balances to the 
normal pay period. 

 
6. Medical and Dental Plan Coverage in Conjunction with SDI.  For purposes of determining 

eligibility for the County's hospital and medical care contributions and dental coverage, 
employees who are receiving a supplement to disability insuranceSDI benefits paid from and 
charged to accrued sick leave, discretionary major medical supplemental paid sick leave, 
vacation leave, compensating compensatory time off and/or floating holiday balances shall be 
regarded as on paid status for their regular work schedules with regard to the days for which 
such supplement is paid. 

 
The group health care providers will permit employees who are dropped from health and/or 
dental plan coverage because of exhaustion of their accrued sick leave, discretionary major 
medical supplemental paid sick leave, vacation leave, compensating compensatory time off 
and/or floating holiday balances, to re-enter the group plans upon returning to their former work 
schedules, if the employee is otherwise eligible pursuant to Section 14. (Medical and Dental 
Plans) herein. 

 
7. Holiday Pay in Conjunction with SDI.  In the event that a paid holiday occurs during a period 

of absence for which the employee receives disability insuranceSDI benefits, holiday pay shall 
be prorated in proportion to the amount paid to the employee as a supplement to the disability 
insuranceSDI benefit from accrued sick leave, discretionary major medical supplemental paid 
sick leave, vacation leave, compensating compensatory time off, and/or floating holiday 
balances on the day before and the day after the holiday. 

 
8. Personal Disability Leave in Conjunction with SDI.  Refer to subsection 8.M. Personal 

Disability Leave. 
 
15.B. LIFE INSURANCE  
 

1. Basic Life Insurance. Except for employees enumerated in Appendix B (Intermittent and 
Services-As-Needed Classifications) and any employee who is regularly scheduled to work less 
than half the normal work week for the job classification, basic group life insurance coverage of 
twenty thousand dollars ($20,000.00) will be provided to each employee who meets the 
enrollment requirements.  The County shall continue to pay necessary premiums for two (2) pay 
periods after the employee goes on approved leave without pay.  This coverage reduces by 
thirty-five percent (35%) at age 65.  The reduced amounts will be rounded in accordance with 
the existing schedule. 

 
2. Supplemental Life Insurance. Effective Plan Year 2017, eExcept for employees enumerated 

in Appendix B (Intermittent and Services-As-Needed Classifications) and any employees who is 
are regularly scheduled to work less than half the normal work week for the job classification will 
beare eligible for Voluntary Employee Supplemental life insurance as follows: 

 
Voluntary Employee Supplemental life insurance may be purchased on a pre-tax basis through 
payroll deductions by eligible employees in increments of ten-thousand dollars ($10,000.00), not 
to exceed the lesser of three (3) times the annual base salary or three-hundred thousand dollars 
($300,000.00). 
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Voluntary Employee Supplemental Life Insurance is subject to premium costs, eligibility 
requirements, evidence of insurability, age limitations, coverage exclusions, conversion rights 
and all other provisions set forth in the plan document.  

 
15.C. LONG-TERM DISABILITY INSURANCE.  Effective January 1, 1998, a A long-term disability 

insurance policy will be made available for the employee only.  Coverage can be purchased either 
through the use of vacation sellback (up to five (5) days) or through payroll deduction.  This policy 
is subject to premium costs, eligibility requirements, age limitations, coverage exclusions, conversion 
rights, and all other provisions set forth in the applicable insurer contracts. 

 
 
TENTATIVE AGREEMENT 

 

For the County:  For SEIU: 

   
Keith Fleming 

 
Nato Green 

Date: 
 

 

 
Date:  

 

 
 
Proposal Chronology: 
 
Date Note 
12/18/25 CP #14 Passed to SEIU 
01/29/26 Tentative Agreement 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
 
PURPOSE: Move Longevity to Section 16. Wages and exclude Zone 7 employees from Longevity Pay 
 
 
 
SECTION 16. WAGES 
 
… 
16.B. LONGEVITY PAY 
 

1. 10-Years of Service.  Except for employees covered under subsection 16.B.1.a. (Child Welfare 
Worker I/II) below, employees completing the equivalent of ten (10) or more years of continuous 
service (equivalent to or at least 20,800 and 19,500 total service hours for 80- and 75-hour 
employee, respectively) shall receive an additional one percent (1.0%) compensation and shall 
apply to all hours in a paid status. 
 

a. Child Welfare Worker I/II.  Notwithstanding subsection 16.B.1. (10-Years of Service) 
above, employees occupying positions as Child Welfare Worker I (Job Code 6740) or Child 
Welfare Worker II (Job Code 6745), upon completion of the equivalent of ten (10) years of 
continuous service, in either or both job classifications, shall receive an additional two 
percent (2.0%) compensation. 

 
2. 20-Years of Service.  Except for employees covered under subsection 16.B.1.a. (Child Welfare 

Worker I/II) above, employees completing the equivalent of twenty (20) or more years of continuous 
service (equivalent to or at least 41,600 and 39,000 total service hours for 80-hour and 75-hour 
employee, respectively) shall receive an additional one percent (1.0%) compensation, for a total of 
two percent (2.0%) and shall apply to all hours in a paid status. 

 
16.BC. ZONE 7 CLASSIFICATIONS. The job classes, unique to the Alameda County Flood Control and 

Water Conservation District, Zone 7 listed in Appendix F (Flood Control and Water Conservation 
District Zone 7) are excluded from the provisions of this subsectionSection 16. (Wages). 

 
16.CD. REOPENER. At the County's discretion, reopeners may occur to meet and confer on salaries for 

specific classifications identified by the County based on recruitment and retention operational 
needs. 

 
 
TENTATIVE AGREEMENT 
 

For the County:  For SEIU Local 1021: 

   
Keith Fleming                                     Date 

 
Nato Green                                                Date 

 

2/11/2026 2/17/2026
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Proposal Chronology: 
Date Note 
10/23/25 CP #15 Passed to SEIU 
02/11/26 Tentative Agreement 
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2025-2026 Memorandum of Understanding Negotiations 
Between the  

County of Alameda 
and the  

Service Employees International Union Local 1021 
 
PURPOSE: Cleanup to update list to include Bargaining Unit. 
 
 
 

APPENDIX F 
Flood Control and Water Conservation District Zone 7 

 
Alameda County Flood Control and Water Conservation District Zone 7 job classes represented by SEIU 
Local 1021 are covered by this MOU except for Section 16. (Wages) which are set in a separate MOU 
resolution between the Board of Directors of Zone 7 and SEIU Local 1021. 
 

Job Code Classification Unit Code 

4925 Account Clerk, Zone 7 059 

4913 Accountant-Auditor, Zone 7 059 

4918 Administrative Assistant, Zone 7 059 

4946 Assistant Water Resources Planner, Zone 7 059 

4947 Associate Water Resources Planner, Zone 7 059 

4953 Buyer I, Zone 7 059 

4954 Buyer II, Zone 7 059 

4945 Junior Water Resources Planner, Zone 7 059 

4916 Office Assistant, Zone 7 059 

4968 Senior Water Resources Planner, Zone 7 059 

4940 Water Conservation Coordinator, Zone 7 059 

4942T Water Plant Operator I, Zone 7 059 

4943T Water Plant Operator II, Zone 7 059 

4944 Water Plant Operator III, Zone 7 059 

4950 Water Quality Chemist, Zone 7 059 

4949 Water Quality Laboratory Technician, Zone 7 059 

4936 Water Resources Engineering Aide, Zone 7 059 

4937 Water Resources Technician I, Zone 7 059 

4938 Water Resources Technician II, Zone 7 059 

4939 Water Resources Technician III, Zone 7 059 

 
 
TENTATIVE AGREEMENT 
 

For the County:  For SEIU Local 1021: 

   
Keith Fleming                                     Date 

 
Nato Green                                                Date 

2/11/2026 2/17/2026
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12/10/25 Passed CP #19 to SEIU 
02/11/26 Tentative Agreement 
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2025-2026 Memorandum of Understanding Negotiations 

Between the  
County of Alameda 

and the  
Service Employees International Union Local 1021 

 
PURPOSE: Abolish obsolete classifications 
 

 

 

Effective with the adoption of the successor Memorandum of Understanding, the attached list of obsolete 
classifications shall be abolished.  
 
[ See Attachment 1 – June 9, 2026 ]  
 
 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                                  Date 
 

Peter Masiak, SEIU                                Date 

 
 

 
 

Proposal Chronology: 

Date Note 

12/18/25 Passed CP #21 to SEIU 

5/28/26 Abolished List with Notes Provided to Union 

6/2/26 Updated Abolished List with Notes Provided to Union 

6/9/26 Updated Abolished List with Notes Provided to Union 

6/23/26 TA on List Provided on 6/9/26 
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SIDELETTER OF AGREEMENT 

BETWEEN THE 
COUNTY OF ALAMEDA 

AND THE 
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1021 

 
 

SIDELETTER OF AGREEMENT 

 

Disaster Service Worker 

 

Under State law, Title I, Section 3100 of the California Government Code, all government 

employees are declared Disaster Service Workers (“DSW”) who can be called upon in 

any emergency.  This means that City, County, and State employees have a responsibility 

to help in a disaster.  As such, all County of Alameda (“County”) employees are 

designated DSW.   

 

The County and the Service Employees International Union, Local 1021 (“Union”), 

collectively herein, "Parties" agree to the following: 

 

Within 150-days after the adoption of the January 4, 2026 to [TBD] Memorandum of 

Understanding (“MOU”), the County shall provide release time for up to four (4) Union 

representatives as part of a Committee to meet at mutually agreeable times and places.  

The purpose of the Committee is to discuss the framework of employee DSW roles, 

duties, training, rights, and responsibilities in support of the activities of the County’s 

Emergency Operations Center during a declared emergency and make 

recommendations for the Director of Human Resource Services to consider when 

updating the countywide disaster policy.  The County shall meet and confer with the Union 

over any impacts and its effects on working conditions of a decision to implement 

amendments to the countywide disaster policy. 

 

Committee recommendations, if any, shall be submitted to the Director of Human 

Resource Services for consideration by or before the end of the term of this Agreement. 

 
 
For the County:  For SEIU: 

   

Jeff Bailey, IEDA                           Date                    
 

Nato Green, SEIU                               Date                 

 

5/28/2026 6/1/2026
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