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PREAMBLE

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

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

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

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

ARTICLE I. MANAGEMENT RIGHTS

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

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

ARTICLE II. RECOGNITION

Section 1. Glassifications

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

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

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

Account Glerk
Accountant
Administrative Assistant
Administrative Clerk
Administrative Law Glerk
Admissions Clerk
Architectural Associate I

Architectural Associate ll
Architectural Tech nician
Assistant Property Manager
Buyer
Commission/Gommittee C lerk
Commu nity Outreach Worker
Gommunity Patrol Rep Supervisor
Community Patrol Representative
Computer Operations Specialist
Computer Operator Trainee
Construction I nspector
Gonstruction Planner I

Construction Planner ll
Construction Planner lll
Gontract Ad m i n istrative Assista nt
Contracts Specialist
Gustomer Service Complaint Desk Rep
Data Entry Glerk
Distribution Specialist
Diversity & Self-Sufficiency Specialist
Duplication Technician
Eligibility Glerk
Eligibility Technician

Leased Housing lnspector
Leased Housing lnspector ll
Legal Glerk
Maintenance Gonstruction Planner I

Maintenance Gonstruction Planner ll
Maintenance Gonstruction Planner lll
Maintenance Dispatcher
Maintenance lnspector
Management Operations Tech n ician
Maintenance Planner I

Maintenance Planner ll
Maintenance Planner lll
Messenger
Payroll Clerk
Payroll Technician
Personnel File Clerk
Principal Account Clerk
Programmer
Property Manager I

Property Manager ll
Property Site Manager
Recreation Coordinator
Relocation Aide
Rent Assistant
Reprod uction Specialist
Resident Coordinator
Resident Liaison
Resident Management Trainee
Resident Organizer
Resource Genter Aide
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Eligibility Worker I

Eligibility Worker ll
Employment Specialist
Evictions Specialist
Executive Floater
Fleet Specialist
FSS Specialist
HOPE Vl Resident Gomm. Worker
HOPE Vl Self-Sufficiency Specialist
Housing lnspector I

Housing lnspector ll
lntake Specialist
lnventory Controls Specialist
Junior Buyer
Junior Glerk
Junior Payroll Analyst
Junior Technical Writer

Secretary
Security Monitor
Senior Account Clerk
Senior Accountant
Senior Adm i nistrative Glerk
Senior Buyer
Senior Eligibility Glerk
Senior Legal Clerk
Senior Maintenance Dispatcher
Senior Payroll Specialist
Senior Secretary
Senior SocialWorker
Social Worker
Supervising Security Monitor
Switchboard Operator
Technical Assistant
Youth Coordinator

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

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

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

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

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

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

ARTICLE III. EQUAL EMPLOYMENT OPPORTUNITIES

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

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

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

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

Section 5. Discrimination Based on Union Activity. The Authority agrees not to interfere
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with, intimidate, retaliate, restrain, coerce or discriminate against any employee because of the
exercise of rights granted pursuant to this agreement or the Meyers-Milias-Brown Act.

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

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

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

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

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

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

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

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

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

Section 2. Overtime. An employee who is required to work in excess of eight (8) hours in any
one day or in excess of forty (a0) hours in any week shall receive compensatory time off at the rate
of time and one-half (1-112) for such overtime work to a limit of forty (40) hours; except an employee
who performs work on Saturday, Sunday or holidays shall accrue compensatory time off at a double
time rate.

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

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

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

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

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

Section 5. Personal Emergencies. All employees are expected to observe the assigned
working hours and to remain on the job except when absent on official Authority business. lf a
personal emergency should make it necessary for an employee to leave before the end of the working
day, the employee will notify his/her immediate supervisor or the next level supervisor of the need.
The Authority may require satisfactory proof of the emergency.
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Section 6. Alternate Work Schedule.

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

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

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

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

c. (2) Once an employee has been approved to work a 9/80 work s0hedule, the employee must
remain on this schedule until he/she notifies their supervisor with a two (2) week written
notice.

d. (3) A 4/10 hour work week schedule will no longer be offered to employees. Those
employees currently working a 4l1O schedule shall continue to be able to keep this schedule
unless determined to be operationally infeasible by his/her supervisor. Once an employee
leaves the 4110 work schedule he/she cannot return to that schedule. lf an employee is
removed from his/her 4110 schedule by the supervisor, the employee may appeal that
decision to the next level manager. The next level manager's decision will be final.

ARTICLE V. SALARIES AND CLASSIFICATIONS

Section 1. Salaries.

a. Effective July 1 ,2017, each salary range in this bargaining unit shall be increased by
3.0o/o.

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

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

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

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

the classification from which she/he was promoted or reclassified.

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

Section 6. Temporary Appointments.

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

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

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

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

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

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

g. Temporary employees shall not be considered as internal candidates, except those
covered by Article Vlll, SectionT - Temporary Appointments Made Permanent.

h. Temporary employees with less than six (6) months service appointed to permanent
positions shall be placed at the first step of the classification appointed.
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i. Temporary employees who are hired into a permanent position shall serve a six (6)
month probationary period from the date they were placed into the permanent position.

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

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

ARTICLE VI. EMPLOYEE BENEFITS

Section 1. Vacation Leave.

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

b. Vacation credits may accrue as earned, as set out below under this article

Vacation leave with pay shall be accrued to monthly salaried employees as follows:

1. Vacation leave accruals for regular full-time and part-time appointments start from
the date of employment, but an employee cannot use available vacation leave until
after thirty (30) days of employment.

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

1 to 36 months
37 to 96 months
97 to 228 months
Over 228 months

100 hours annually
140 hours annually
180 hours annually
220 hours annually

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

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

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

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

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

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

Section 2. Holidays.

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

January 1

Third Monday in January
February 12
Third Monday in February
Last Monday in May
July 4
First Monday in September
September 9
November 11

Last Thursday in November
Friday After Thanksgiving
Decembe125 Christmas Day

Upon adoption of Cesar Chavez Day as a holiday by the CCSF the Authority will
recognize this as a holiday.

New Year's Day
Martin L. King's Birthday
Lincoln's Birthday
Washington's Birthday
Memorial Day
Independence Day
Labor Day
Admission Day
Veterans Day
Thanksgiving Day
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b. Each employee shall also receive two (2) floating holidays, to be taken at a time mutually
agreeable to the Authority and the employee. Floating holidays cannot be utilized until
after one hundred and eighty (180) days of employment. lf an employee terminates
employment prior to the one hundred and eighty-day period, the employee will not be
entitled to the use or payout of the floating holidays.

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

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

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

Section 3. Sick Leave

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

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

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

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

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

c. Employees may accumulate sick leave to a maximum of one hundred thirty (130) days.
The Administrator of Finance will provide each employee with a leave and earnings

11



statement each pay period that will show all accrued sick leave and available balance

d. Voluntary Leave Exchange for Serious lllness

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

2) Eligibility to use serious sick leave hours:

a) Current SFHA employee

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

c) Suffering from a medically verified serious illness/injury

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

3) Eligibility to donate hours:

a) Donations must not take employee below 96 hours of accrued sick leave.

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

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

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

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

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

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

1) An employee who has accumulated unused sick leave with pay credits and who
has completed the service requirement on or before the effective date of this
MOU, but in an amount notto exceed one hundred thirty (130) days, shall upon
the effective date of retirement, or disability, or upon date of separation caused by
industrial accident or upon date of death, be reimbursed for the accumulated sick
leave with pay credit balance.

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

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

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

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

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

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

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

b. Absence because of the death of other relatives. Leave shall be for not more than one
(l) working day; however, two (2) additionalworking days shallbe granted if traveloutside
the Bay Area of over seventy-five (75) miles is required as a result of the relative's death.
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Section 5. Workers Compensation - State Disability lnsurance lntegrated With Sick Leave.

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

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

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

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

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

Section 6. Education Leave.

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

b. The Authority shall reimburse employees for one hundred (100%) of cost for tuition and
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books for all prior approved job-related courses successfully completed with a Grade of
"C" or better for undergraduate coursework and a passing Grade of "8" or better for all
approved graduate coursework by fulltime regular employees with at least one year of
service on active work schedules who are taking courses on their own time. A maximum
reimbursement for all courses taken in any one calendar yeal is three thousand dollars
($3,000.00). lf such a course is available to an employee only during working hours, the
Authority shall permit time off without loss of salary. Any disagreement as to whether or
not a course is job-related shall be subject to the grievance procedure.

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

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

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

o An introduction to other departments

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

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

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

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

Section 10. Voting Leave. An employee shall be allowed to leave, with pay, for up to two (2)
hours at the beginning or end of the workshift on a recognized state or national election day for the
purpose of exercising her/his voting rights. The department manager shall be responsible for
scheduling such leave, based on seniority, to ensure adequate staff coverage.

o
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Section 11. Voluntary Time Off. The Authority agrees to establish and administer a Voluntary
Time Off (VTO) Plan for use by eligible employees. WO shall be used only for time an employee
would have otherwise worked, not as a substitute for other forms of leave. The use of WO is

proposed with the following elements.

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

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

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

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

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

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

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

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

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

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

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

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

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

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

d. Agreement to Support The parties agree that:

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

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

calendar days from the date the request is received by the employee's supervisor.

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

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

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

Section {3. Unpaid Leave for Employment as an Employee Organization Officer or
Representative. Leave for employment as an Employee organization officer or representative is
defined as leave:

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

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

Section 14. lnsurance.

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

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

c. Durinq the calendar vear beqinning January 1, 2018 and endinq on December 31 , 2018,
who are el ible for ium contributions and do n

healthcare coveraqe from SFHA. shall have their premium contributions reduced by
$41.67 on the first and second pav period per month. for a maxium annual reduction of
$1.000.00 over 24 pav periods.

d. Beginning January 1,2019 and ending on December 31 ,2019, employees who are
eligible for health premium contributions and do not decline healthcare coverage from
SFHA, shall have their premium contributions reduced by $+t.67 on the first and second
pay period per month, for a maxium annual reduction of $1,000.00 over 24 pay periods.

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

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

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

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

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

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

i. Dental Goverage. Effective October 1 , 1999, the Authority will continue to provide dental
insurance coverage for all Authority employees and their dependents. Such coverage
shall include no co-payment, except that prosthodontics coverage shall be subject to
80120 co-payment and orthodontics coverage shall be subject to 50/50 co-payment and
a $2500 lifetime maximum. The plan shall also include a one-time $50 deductible and a
$2000 per patient per year maximum payment. The Authority will continue the present
dental coverage with Delta Dental Plan at one hundred percent (100%) of the premium
cost paid by the Authority. Regular full-time employee coverage begins the third month
after the date of hire.

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Release time shall be used on an "as needed" basis for parenUteacher conferences only. Release
time not needed and used during the year will not carry over to the following year.

Section 23. Voluntary Reduced Work Week Program: Employees in any classification,
subject to the approval of the supervisor, may voluntarily elect to work a reduced week for a specific
period of time. Such reduced work week shall not be less than twenty (20) hours per week nor for

20



less than three (3) continuous months during the fiscal year. Pay, vacation, holidays and sick pay
and any other benefits shall be reduced in accordance with such reduced work week.

ARTICLE VII. SENIORITY

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

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

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

c. Employees on maternity leave shall continue to accrue seniority to the first one hundred
and twenly (120) days of absence. Any adjustment in the anniversary date shall
commence from the one hundred and twenty-first (121"1) day of absence.

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

1) Voluntary Resignation;
2) Discharge for cause;
3) Failure to return to work upon recallfrom layoff, and/or
4) Layoff exceeding twelve (12) months duration without recall, Consistent with

Article X. Section 5.

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

f. The Authority shall provide written notification of any posted 1}21-represented position
by means of U. S. Postal Service, to all former employees who have been subject to
layoff within the previous twelve months. Copies of said notification shall be provided to
Local Union 1021.

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

ARTIGLE VIII. APPOINTMENTS

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

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

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

Section 3. Rule of Three Rankings.

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

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

c. The Director of Human Resources will provide to the hiring manager the top three names
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on the eligibility list. (lf there are three (3) candidates who receive a score of 100 and

one candidate with a score of 99 and 1 candidate with a score of 98 the hiring manager
may interview all five (5) candidates.) Management may interview and select from the
qualified candidates or not fill the position(s). lf there are fewer than three candidates on
the eligibility list and the eligibility list is supplemented before the initial expiration date,
the eligibility of the remaining candidate(s) will be extended to the end of the new
expiration date.

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

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

working days.

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

Section 6. Requests for Transfer. An ernployee may request a voluntary transfer by
submitting a written request for consideration to his/her Division Director describing the reasons for
such reqriest. The Division Director will provide a decision which shall be final and 

-Uinding. 
In those

cases where the transfer affects another Division, approval must be obtained by the employee's
present Division Director and by the Division Director to whom the opening is assigned.

Section 7. Temporary Appointments Made Permanent. When a temporary appointment is

moved to permanent status, the internal hiring process must be followed, to include the posting of
said position internally. All temporary employees working in the posted job classification and all
temporary employees whose current or prior duties are substantially encompassed in that job

classification, shall be considered internal candidates. Temporary employees shall have a sixty (60)

day grace period after layoff to apply for positions as internal candidates.

Section 8. Probationary Period. All regular appointees, upon initial appointment, serve a six
month probationary period. Employees rehired into a regular position after a break in service must
serve a new probation period, unless rehired from a recall list. ln addition, employees appointed to
their first supervisory position will serve a six month probationary period. An employee has the right
to return from his/her probationary supervisory position to his/her previous or a comparable class
position. The probationary period specified above may be extended in three month intervals for a
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maximum of an additional six months when the employees' performance or conduct come into
question during the initial or extended probationary period. Probationary employees may be

terminated at any time, with or without notice and have no right to grieve the termination. Temporary
and Term appointees are at-will employees who must, as a condition of employment, sign an

employment agreement spelling out the terms and conditions of their appointments. These

employees do not serve a probationary period and may be terminated at any time under the terms of
their employment ag reement.

ARTICLE IX. LAYOFFS

Section 1. Notice of Layoff. Seniority by classification will apply in cases of layoffs, demotions,
and rehires-Layoffs shall occur in reverse order by classification. ln the event there is a tie in the

classification for which the layoff is scheduled, length of total permanent employment shall be used

to determine seniority. The Authority shall give as much notice as possible, but employees shall be

given at least thirty (30) calendar days notice. The Authority may provide the commensurate working

days in pay and benefits in lieu of the notice specified above. Notice of layoff shall be in writing and

shall contain the reason or reasons for layoff, an explanation of the employee's right to choose
demotion in lieu of layoff, and a statement of the rules governing layoff lists and recall rights. Upon

receipt of such notice, the employee shall have four (4) working days to decide whether or not to
exercise seniority rights. Failure to invoke the request to demote will waive all future rights to demotion

in lieu of layoff.

Section 2. Seniority for the Purposes of Bumping Based on a Layoff. An employee with
greater Authority seniority may bump an employee with less Authority seniority in the same
classification, or an employee with less Authority seniority in a lower classification in the same

classification series. ln addition, an employee may bump an employee with less seniority in a lower
classification not in the same classification series if she/he had permanent status in the lower

classification and has maintained her/his skill level. Furthermore, if an employee had permanent

status with the Authority and an acting assignment in a lower classification for at least six (6)

continuous months and has maintained her/his skill level, that employee may also bump another
employee with less Authority seniority in a lower classification not in the same classification series.

A temporary or term employee may not bump a regular permanent employee, regardless of his/her

seniority. The Authority shall provide no fewer than fifteen (15) days' notice to employees who are

subject of displacement as a result of a layoff.

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

Section 4. Recall from Layoff. On recall from layoff, the employee shall be returned to the

classification she/he held at the time of layoff. lf conditions have so changed that it is not feasible to

reinstate her/him to the same classification, she/he shall be reinstated in a classification that is as

nearly comparable under the circumstances, including closely related lower classifications when
vacant and the employee has the required skills and qualifications.

Section 5. Recall Rights and Obligations. The foregoing layoff rights shall be an absolute
right of each employee within twelve (12) months following layoff. During that time the Authority shall

make reasonable efforts to contact an employee eligible for recall before offering an available position
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to another person. Such effort shall include notification in writing by U.S. Postal Service, to the last
address of record.

Section 6. Alternatives to Layoff. lf layoffs in Local 1l21'sjurisdiction are contemplated, the
Authority shall notify the Union within ninety (90) days if possible, but no later than twenty (20) days
prior to the date of actual layoff. The Union has five (5) days after receiving notice to request a
meeting with the Authority to meet and confer on the necessity for, impact of, and alternatives to such
layoffs. The Authority agrees to submit any alternative to the layoff(s) that the Union proposed to the
Executive Director, or designee. The Union recognizes that the Authority continues to operate under
austere budget conditions and that layoffs are generally in response to budgetary constraints and
agree it will not unreasonably delay decisions to implement either the contemplated layoff or effective
alternatives.

ARTICLE X. PERFORMANCE AND DISCIPLINE

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

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

Any employee receiving a "Development Needed" rating on the second probationary
performance appraisalwill have the probationary period extended for an additionalthree (3) months.
lf a "standards Achieved" rating is not achieved, the employee will be terminated at the end of the
probationary period extension.

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

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

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

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

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

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

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

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

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

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

The Union shall be notified when employees are disciplined, suspended or discharged. All
disciplinary actions shall be subject to appeal as provided in the Grievance Procedure. The employee
will be notified of disciplinary action within a reasonable time (generally within thirty (30) working
days) after the Authority has completed any investigation and determined that discipline is
appropriate. The Authority shall defer disciplinary suspension or dismissal until the remedy provided
in Level Two of the Grievance Procedure has been exhausted, EXCEPT in cases involving the threat
of violence or actual violence toward either persons or property, other than self-defense, or an act to
impede a proper investigation of the facts by the Authority.
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lf an employee is charged with other serious misconduct that in the judgment of the Executive
Director prevents the employee from performing her/his duties or disrupts the conduct of the
Authority's business at a worksite, the Authority may remove the employee from the work site
immediately. This clause is administered in good faith and with discretion.

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

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

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

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

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

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

ARTICLE XI. GRIEVANCE PROCEDURE

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

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

Section 3. Grievance Procedure.

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

working days of being told of the grievance.

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

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

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

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

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

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

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

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

ARTICLE XII. UNION SECURITY

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

Section 1. Union Membership and Dues. The Authority and the Union affirm the principle that
harmonious labor/management relations are promoted and furthered when there is the broadest
possible Union membership of employees in the representation unit. Employees in classifications
covered by the terms of this MOU shall, as a condition of continued employment, and, in-case of a
newly hired employee, within thirty (30) calendar days of her/his employment, execute a payroll
deduction authorization form as furnished by the Union, and thereby become and remain a member
in good standing in the Union; or execute a payroll deduction authorization form as furnished by the!

Union, and thereby pay to the Union an initial fee equal to the regular monthly Union dues; or, in the
case of an employee who certifies she/he is a member of a bona fide religion, body or sect which
historically has held conscientious objections to joining or financially supporting public employee
organizations, execute a payroll deduction authorization form as furnished by the Union, and thereby
pay sums equal to Union dues, initiation fees, or service fees to a charitable organization elected
from a list of at least three (3) organizations provided by the Union.

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

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

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

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

Section 4. Membership Lists. The Authority agrees to provide the Union with a written notice
of the name, address, work site and classification of employees in classifications included in the Unit.

Such notice will be provided to the union five (5) days prior to the date of hire or termination, and will
include date and time the employee will be processed in the Human Resources Department. The
information provided will be kept confidential and will be used only fof the Union's appropriate
purposes.

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

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

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

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

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

ARTICLE XIII. HEALTH AND SAFETY

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

Section 2. Joint Labor/Management Heatth and Safety Gommittee.

a. The Authority and the Union shall establish a Joint Labor/Management Health and Safety
Committee. The Committee shall meet at least quarterly to discuss health and safety
matters of mutual concern including (but not limited to) issues concerning personal

safety, work-related injuries and illnesses, facilities, and equipment.
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b. Responsibilities of the Committee shall include: (a) reviewing, analyzing, and making
recommendations for consideration by the Executive Director concerning the Authority's
policies, training, education and objective standards pertaining to health and safety; (b)
making recommendations for consideration by the Executive Director of modifications of
unsafe or hazardous conditions affecting bargaining unit employees; (c) reviewing and
analyzing reports of work-related injuries and illnesses; and (d) recommending to the
Executive Director appropriate recognition of employees who advance the goal of a safe
and healthful work environment. Action on the Committee's recommendations shall be
at the discretion of the Executive Director.

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

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

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

ARTICLE XIV. LABOR.MANAGEMENT COMMITTEE

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

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

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

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

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

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

ARTICLE XV. COMPARABILITY

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

ARTICLE XVI. AUTHORITY REGULATIONS

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

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

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

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

ARTICLE XVII. STRIKES AND LOCKOUTS

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

ARTICLE XVIII. SAVING CLAUSE

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

ARTICLE XIX. SCOPE OF THE MEMORANDUM OF UNDERSTANDING

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

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

The parties also understand and agree that all language referencing the City and County of San
Francisco shall be suspended and therefore deemed inoperative during the term of this MOU,
which expires on September 30, 2019.
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ARTICLE XX. PERSONNEL FILES

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

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

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

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

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

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

ARTICLE XXI. NO CONTRACTING OUT

a, No routine work currently performed by SEIU l02l bargaining unit employees shall be contracted
out

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

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

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

ARTICLE XXII. DRUG AND ALCOHOL ABUSE TESTING FOR CAUSE AND POST
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ACCIDENT

1. PURPOSE.

To clearly define Employer Policy on drug and alcohol abuse, drug testing, and related matters.

2. POLICY.

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

The Employer and the Union recognize that drug and alcohol abuse are treatable illnesses, and the
preferable and proper response to these illnesses is education, treatment and rehabilitation, rather
than punishment. lt is therefore the Employer's policy to initially attempt rehabilitation rather than
terminate the employment of workers who are drug or alcohol abusers. No bargaining unit member
shall be discharged for drug or alcohol use, or being under the influence of drugs or alcohol on the
job, withoutfirst having been offered the opportunityto discontinue use eitherthrough personalchoice
or by treatment for chemical dependency, if such treatment is needed.

3. APPLICATION

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

4. POLICY RULES.

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

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

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

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

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

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

B. Prescription Drug - A d rug lawfully available for retail purchase only with a prescription

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

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

1. lncoherent, slurred speech;

2. Odor of alcohol on the breath;

3. Staggering gait, disorientation, or loss of balance;

4. Red and watery eyes, if not explained by environmental causes;

5. Paranoid or bizarre behavior;

6. Unexplained drowsiness.

PRIOR NOTICE OF TESTING POLICY.

The Employer shall provide written notice of its Drug and Alcohol Policy to all employees. The
Employer shall provide each employee with a copy of the Drug and Alcohol Policy, together with a
full explanation as to its meaning and consequences.

7. IDENTIFICATION AND CONSENT PROCEDURES.

A. An employee may be required to submit to urine drug or alcohol testing by a physician or
laboratory only if management has reasonable cause that the employee is under the
influence of drugs or alcohol in violation of this policy. The Employer may order urine testing
only. The employee, at his or her sole option, shall, upon request, be allowed to submit a
blood sample for testing instead of a urine test.

6
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B. lf a supervisor makes observations of an employee which the supervisor believes may
constitute reasonable cause for drug or alcohol testing, the supervisor shall immediately
inform the employee of the suspicions, and inform the employee that he/she may have a
Union representative present. lf the employee wishes not to have a Union representative,
then that desire should be put in writing, and signed off by the employee, on the lncident
Report Form.

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

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

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

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

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

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

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

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

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

8. DRUG TESTING PROCEDURES.

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

At the time the urine specimens or blood samples are collected, three separate samples
shall be placed in separate containers. All samples must be immediately sealed in the
presence of an Employer and Union witness with evidence tape, and the tape signed by
the employee and both witnesses. Two samples, each in a separate container; shall be
sent to the laboratory to be tested at the Employer's expense. In order to be considered
positive, both samples shall be tested separately in separate batches and show positive
results on the GC-MS confirmatory test. The third sample or specimen shall be collected in

a separate container, and shall be kept refrigerated at the site where the sample is given.
This third sample shall be made available to the employee for testing by a laboratory
selected by the employee at the employee's expense, provided that the laboratory chosen
by the employee must be licensed by the California Department of Health Services,
Laboratory Field Services. The cost of testing the third sample shall be borne by the
employee.

B. The specific required procedure is as follows:

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

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

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

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

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

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

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

SUBSTANCES "ru,!.IlVE*fsI.
LEVEL

0.02mg/L
0.10 mg/L

Amphetamine Group
Cocaine
Opiates

Codeine
Morphine

Phencyclidine
Barbiturates

Phenobarbital
Secobarbital
Butabarbital
Butalbital

Benzodiazepines

1

1

1

0
0
0

g/L
g/L
s/L

m
m
m

10.0 mg/L
1.0 mg/L
5.0 mg/L
1.0 mg/L

SUBSTANCE SCREENING TEST CONFIRMATION
AMPHETAMINE GROUP 500 nq/ml amphetamine 500 ns/ml GC-MS
COCAINE 300 ns/ml metabolite 300 ns/ml GC-MS
OPIATES 300 nq/ml morphine 300 nq/ml GC-MS
PHENCYCLIDINE 75 nq/ml 75 ns/ml GC-MS
MARIJUANA 100 ng/ml 1 00 ng/ml GC-MS (Delta 9-

THC)
BARBITURATES 300 nq/ml 300 nq/ml GC- MS
BENZODIAZEPINES 300 ng/ml 300 ng/ml GC-MS
ETHYL ALCOHOL 0.029% 0.029o/o
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Valium
Librium

EthylAlcohol

.1 mg/L

.5 mg/L
05 mg/L

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

lf requested, the Employer will also provide the names of all persons who were involved in

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

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

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

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

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

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

All necessary measures shall be taken to keep the fact and the results of the test confidential.

9. CONSEQUENCES FOR VIOLATING THE RULES AND PROVISIONS OF THIS POLICY.

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

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

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

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

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

10. EMPLOYEE TRAINING

The Employer will establish a Drug Free Awareness Program which will inform employees about: (1)

the dangers of alcohol and drug abuse in the work place; (2) the Employer's policy on drug and
alcohol abuse; (3) the availability of treatment and counseling for employees who voluntarily seek
such assistance; and (4) the sanctions the Employer will impose for violations of its Drug and Alcohol
Abuse Policy.

1 1. SUPERVISOR TRAINING

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

12. EMPLOYEE ASSISTANCE PROGRAM

An employee who engages in drug/alcohol abuse is encouraged to participate in the Employee
Assistance Program. Employees who seek voluntary assistance for alcohol and or substance abuse
may not be disciplined for seeking such assistance. Request by employees for such assistance shall
remain confidential and shall not be revealed to other employees or management personnelwithout
the employee's consent. Such participation shall not relieve an employee of the obligation to follow
the Employer Policy regarding drug/alcohol use, possession, or being under the influence on the job.

An Employee Assistance Program Counselor shall not disclose information on drug/alcohol use
received from an employee for any purpose or under any circumstances, unless specifically
authorized in writing by the employee.

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

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

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

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

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

1 3. GRIEVANCE PROCEDURE

All disputes concerning the interpretation or application of this drug and alcohol abuse and drug
testing policy will be subject to the grievance and arbitration procedure of the collective bargaining
agreement.
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ARTICLE XXIII. TERM OF THE MEMORANDUM OF UNDERSTANDING

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

HOUSING AUTHOzuTY OF THE CITY AND
COUNTY OF SAN FRANCISCO

Barbara T. Smith, Acting Executive Director

Date

Scott Hunter, Director of Human Resources

Date

Dania Tones Wong, Lead Negotiator for SFHA

Date

SEIU Local 1021

SF Region Field Director

-,4AP? 4, 2^tl{
Datel 'l

Executive Director

0 I
Date

Rob Szykowny, Lead Negotiatior for SEIU

Datetutu
Teresa Lee, SEIU Chief Union Steward

q l+/n,e
Date

Bargaining Member

)"pi.4,gbt\
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Bargaining Member

Janet

@tv

bell, Bargaining Member

Q/uh r
out" /

Member

Date

Marvin

{

Mem,

Date

Date

Member

/
Date

Bargaining

L
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in, g-" (s) irnlraota employeos meeting fhe minimnm qualifioetlcns. orr 8' olro^

tlm*, oorr-Fru*deut sucilg'basie, ifrhors fhal frro (5) cuued'sFHAEligihility

Workers neettlerninin rrrr. qo"liiio"tions for fhefivo (i) availablopositiods, those

poritioos shall bo awatded iy poniouty.as.defiqed-rad governed by fte 1'IOU

opetative as ofdlo dato of exoou$on ofthis Agroement

B. Internal lrrspeotor RepruiFd€tfi Two (2) Ins4eotor q.osttiT3 *f h" gosted

i*r*@ promofi oral-gnry reoruifmonr sh4il i;riher reduoe

projeniuO inunu f layoffs fto1o €rght (s) to sx (6)positions, contingeni on the two

plio*pu"t-d.employeesmeotingutriruu:nqualifioatio:rs;and

c.3+sienallors,:trilAantiolpatesflratatleastol$(1)MaiutryntceGeineralistlwill
r'skn]riorio layoffs occurdng, fuJfr.or r'odUoiugprojeofecl ?hass I layoffi ftom

*iK (6) to fiYe (5) Positions'

. D, SFIIA has obtained'qrltfen assuxssce ftoln

*.u gc$Et*r* ;d t!" ctryAdminisfrator cortrrning os*mitcnentto the

uvuitabiiifyofflyo (5)vacautlEXiositious trrnatched classiflcationinthe CCSF

f* imp*ilt SfgA ipiU ttqployi"s t Ilf",I as dssoribed in Aifiaol"'rent 1 to

thio, niormpnt aad subJ evf to firs ts!'is of tltp Ag*ement'

4. P'EASE fi; Expected. Mifigatiop of Phasa Ir Layoff Inpactsl The Tohl }ftvgber of

Layoffs in Plrhss tr is fhirly-Six (3 O'

4a. Iatenal l{epruifineqtf and Reassigumsnfs.' SFJ{A shall aunounoe for iqtemal

t@ody rbcnrihent available fo impaotefl ernployees;

4b, Resipfrations, SFIIA aritio+atss rssignadons and other nah:ral nftifioL to oosur

priortolayoffsfiirfherredulurgprojeoted?hasetrlayoffs;

4o, SFHAshaIl obfjinvrritrsna,ssuranceftonths

ccSF lJRDireotorand,the CityAdrniuiskatot to confinnbot!. ths plassifloation

matr&esandfle+v+labtlityofPEXpositlonslnfternatchedolassifigationinthg
ccsr ror iepacted FFHA $EIU eqployees in Pbase fi'witfuhrix (Q nonths of&s

frstphasefiprogrlm Ea-nsfer, Foliowilg flro exesutioa of tbis Agraeme{ purdss

nhall reopen iegori"tions over tha olassifi.ontinn matches andplaoement in PEX

pos.itions. These fe0p6ner negotiations shall oorn-m,epce no laterfhan Jauuaqy 31r'

2015; and

Page 4 ofl3
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4il, pEaffi I* FID ImplerresfatioB seYerancn Frogram. SFHA shall provide a

seyBrance paynent ta any ernployees actually laid off as a r6sl{t 
"f 

t}.5P
?rogred, or &*pl.*d by a layoffresutting frou fhe itnpleruentation of ths RAD

Program lnPhase II only' as follows:

l- Iatties agce ihatthe puuentAdrnitriskatioaunitM0U.Artic'lo ffi section

1(a) andMaintorraace Gsnoralist l MOUAfflo1e 15 seotion 3a $sverarco

paymenb are inoperative aud shall not applyto the F*4D lnplenenhtlon

soverafiobptogfae.

2. RAD lrrPlomentaHon Sweranoe shall :rot be offeled rf an impaoted'

4-

5.

3.

7.

addtessed. Safety agncclhs ale iLoum.bstrt qpecifio safety l:sgues

doonmentedwlth SFHA lfumanResoutoes no later tbal,Soptemb et 1,2QI4;

RAD FnFletnontador Severance shall not ba offered.if zu'irnpaofed

"Cf"y"" 
Itap rcjcoted. a bona f,de employnent offer to a oomparnble

olassifioation at aoothor publio agenoy flatdoes notte.sUft ir1 a reduotion of

brsa salary, if ftat potition has beon s60u(ed tkoUglt fta efforts of the

ffiAts lof na"rition Supporf Servicpr Prograrn ('XIFSP');

IAD lapl'amentation $everaaec paokages shall be linitoi to er-plo;rces

v&o nrs iotioecl for lay off or displaoement as s-result ofifte ispleflentatio&

ofthd RiD Program and.Seotion 18 Progran only;

An ernployeo,who rireets 811 of the oritedasetforrh ia this agreenent utrd

vfo iuiuiO ofgor displaoed shall roc+ivo a nofice ofRAD l-mplor.entafi,on

sover4r.oe o]idbiliry. Tho R.An} lmpleraentation sBveIdlce paytnont slall

be equal to thJvahe of twn (2) we als of the tplsvanf srsployos's b ss s salmy

{a* #tnu dato thenoiico ofRAD lqrlenentaHon$everanceis issued)for

"^oh 
firll yeqr of pontinuous sert'ice renderod.ro $FT{A, o*ppod. at a

-*i*r. otfo* (24) weekr. Tho otirployeo recehJng anotioe of RAD

Implomeutation 5eYorahce oligibilify must fornally aocapt sovognai

pafo"nt, in rcriting; wjlhin ten (10) workdays ofrccoipt or shafwaive any

suckpay:nent,

lh orrployee ffho acorpts aF,AD Implementaiior sovolaEocpayment shal1

for:fsit all reoall rights; ancl

Sevsraeoe shall beressfnded bythe SFHA any time prior'to tho effEctiYe

date of layoffif fhe SfiFlAressindE thel+yoffaotion'

her olfiIent F-FHA olassifloatloo ever. after safety eobcon$ have beeft

Page5 of13
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5,



6.

LdlEr EfAgteenuttt befilecfi Sqn&tpttcisco EousingAafhot'it1 sfid EEIAI'octtI 1027

Eegedilg R-,4D InPads

Page 6 of 13

50

fhe noticc of leyos and. musf not baVe reoeived arry bona fi.cle offet of same or similar

r'assig$ront or tansfer wttrin ihe sFIT-r{* The parttes agee tlar if a+ sffIA errF[oyee is

uppont dtoaponrurentoxenptprojeog*basedtlrree(a)yearnraximumpositior'withthe
iCsF, ffteprovious employmentretitomttip between_tlratimpacted SFIIA enrployoe atd

SF;IA sball be ruour.T 1ihu imp^"tu{ *mfloye shail become ari employeo ofthe City

,nJ couney of SanFraucisoo and-subjeof to aII flre tenns qnd condifiols of suohlermarext

"*r*tp*ieotbased 
eroplopnenf ioofuaioetut rrot limited to retirement ardmedical

fr*outit*i lto j oint aroploym.ent relatioaship shelL to oreated as a result of an alFointmeut

urdatft.isprovisiotr,

RAD Inplornentation Job frsnsifion Supporf Services Frogranr t:'JTqlSF') T7ith

o6,* rj*fiatlxnptoyers. $FlElA shatl provlde bn;racEd. etnployees with job ffansition

,qd; ,rrri"es widodler Agencies. This inoludes burr 

's 

not necessarily limited to:

A Ogrer 3ay Area Eousing Authorifiesr SFttrA shall contaot all pther housing

autLority agencies in tfte Bau Frarroisco Bay fue'a (Cquuties: Alameda, Confra

CopB I{r.1", N"pr, Sarta C1ara, San tr{atoo) to ssqedain vsoahpiss Efid other

poteofi^t joU'opport"ntties for. all impaoted orqployees ffld requesf roo$i{ment

builstids uu seni to boft SFIIA pnd SEIU 1021 deslgnated repressntatives for

disfribution

B. FAD DeVeloper,s: $FIlaslallWot&Withtlonewpoperlgdevelopers !o asoertain

newjob *ddrla"uuoypgstings andprovide suc! qosfnes to impaofed ettployees'

al jrvetope,, bavo ug.La to intorviow impaoted SFIIA employeos inferestod ad

qu a1ifi ed for P o sition vacanoies'

d. Eloploymerit workehops or fraiuingFl SFIIA, under aad tlrroueh dre I'fss}'

wiUprovia u ualnfugvoi.,*hops onrosutne-'wdtlng, lnbar{'iewiry skills, tax orcdit

oertlioatlo4 uid urj*tuor+ *pptyingforotheremployoreuf iaolud::rgprooessosand

pro oedures ftr seeking permaaont ernployment at fhe ccsF.

withdrawal of unfair Prastlce charge Regarding RAI +qd class Aetion Grievancp

,ig*d*gerigibilify'IryoilcerI classilicatiot'ln SF'HAPublic Horxing opetations'

n?"rf r"t!e fJr the rb o* agtoonronfs, SEIU phall withdraw with f ruju.dqo m: 14to
tut*pruqtiee ormentlybedrqtb.IrrbliaErrploymoniRe'lations Foard, CaseNo. SF"

cy-ltTsM,within i*i tt*rl*.rking dtys oftno oresaflon of tlls agteomert, SEIUshsI'

sonsisrontwith pamgaph8 of thisAgreetraontalsowrfhdrawrvifhprejufioe its Class

Actlotr&ievance*s*aingBligibilitFworkorlal8ssifloatiogsin$FEAPublioHousing
op**rio* dated Jaauary igrz}t+and affached.to rhis agree,mentas At[a+Lment2,

Waiyer. Udqss an arbiffator defesnlnes flat SFHA has failed to oompiy with its

;b'' 6;"runderthisAgroers-ntr sEIu 
1021, ib of,fioers, dirootors aud agenfs contingent

i,; in- m p"rforrnaioe by tfio 5ryA of all obligations undedakea pursuant to this

allrmunt firohurgcs $!na, its Coru:rissioners, offi.cers, diteotors, agerrts and eqployees

ffi 
"ny "ud 

all aodorts, olaiins, gtievauoes, judgment$ obligafions' damages' and

u.riliti*, of anykirrd aril charaoter whioh S'EIU may travo or havo had arising ftoIn the

7

8.
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kegm{aq&AD IttPnds

applicadon foior implenerrtation of fto BAD pr:ogr4rn f,-od related Section 18 ptogralns'

inoluding buf not lirnited to I

A, Aoy atd all claims for wages, salay, paid leave aa#or bsnefrfs onbebalf of its laid

offuuitmembe'tsi and

B.

C. A:rYand aI[ clairus rolatit'g totho RAD proPamts tntPaof on&eMOU' exPte$s or

Ariylitiegilon, oharge$, gnovanoestysEluuiwpending^oloorrternplated orwbroh

r,rightatanytimuturiiffunAlrnitnA*orlynrises orrl"f-SFff':m'leneltatiol

ofRAD or Section rg pi.;*sr incldin'fho S6*14'' decisionto apPly for aud

implrrnont the I{AD Progam; aud

emptoym.ent witl resPeot to

aqd

olatms not direcilY relateal to RAD implenrontatlonl

o

D, Any.and all torbolaims of any.rahtre, holudjirgtyr.nof lirnftcd fo frau4 doceit'
i' - 

ori["p*r""t^tion,nog[igentmi*eg3eseniatlO!, or defamation; anil

E. Anyaud all olairns fsr attornoys' fses ot cosB'

F, It is uildorstood that, pursunnt to fhe tei::rs of ttis Agrnement, oelfufil urerolere of

SEHI's brreeiuhe o*t" 
"t 

$F1IAflaybeooso employedby a3o&er bdgendent

uguoop fu offilf uinot limited to fhe City and County of SanTranoisco' I"ToSuug

inthtshgrcem*ntshallcroateaayj.oini.mptoyutobligationon&oFaftofSFIIA
oranyfhird-p*gvaot'.''t*rotmur-rgsa.*plgt":,$EltJagreesthatitshallnot
fiIe o'lts og,nbehalf, or$lo orproosss onul.a1f of itsrnernborg ot snyindividual

rnenrbsdp)anyaotionrcl.ltnrgtiovancc'judgfornt'obligrfio4damagc'ot
l{abilitiss "r ffi u"a 

^g*o"t 
u tttiia Fffit 1sa 

rezult of the a gxearneutty ihar *iitd'

party io ,*prr'ylEpL"gbg- pruvio*ty employed by sIrHA and lald off or

onutluitu irnpaotod bythe BAD Prograu'

Arbifi.afion.ClaijxsthafeftherpartytoflisAgroereonthasfailedtciabidobyany
ob)igation $et fod;; "t*tta 

gyfrrs ig*r*"nt shalt bo,subject to binding arbitation'

, utilizing tl, proruJ*; uod timulinut-set forfh at Arfiple ]il, noction 3(d) of the

Adrniaistration TtnitMOU laffieor SEIU and SFIIA' Abseut mufugl agteement to the

couftatgDavidw;du*B;h-1l[eusedapthearbitarorf.oranyandallsuchdispuros' 
The

partres agreo and, r.t-U*i.ag" tha! gUoVanoe arhifta;ion relaflag to inrplementation of the

rrdD progranr or a,.y action talcon Fursuatrt to tLiis Agx'ooraent in relation to FEIUcnit

membets at SFIIA or any third party 
"mployingfgnnol 

S$!a' emSloyoes as atesult ofthis

AgraonroBtnayorlyb"a***a"abyFEltl,ardnotbyindividuals'

Eljgibili6, TV'orkEr I classification in SIHA ?u]liu Huustng opehetions Grisvanco

SottlementTerns,

a, parHes agree that neithet pady adrdts fault or rn'rongdojng in oorureslion to the

s"ttlum"nr by &e parties ni tblt gW I griovance and'

Page 7 of 3,3
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u.

tz.

T4,

L5.

76.

B, The 3arties agroe tha! effective tbe first firil pay pxiod aftet the execrrtion of ftis

agrmneen! tG srne will classify peuoanrnt FligibiJify worker r employeeF who,

srnceFpbrHa{y 10, ilaulbavesulved a.l Eligibitity worker t itr FSHA forno lpss

flian tg *ooti*, to th. olass of EligibilityWo*er trin&e SF.HAPublioHousing

pfograln.

Full Agteemenh TbisAgreeuopt setr forth tlre enffue ageenrontbetween ifio partier and

;*Fr*rd"- auy aud ull Fdor agredhenq befween the parties, writted ot om1, pertninfng fo

tlri sqbjeotmattsr of tlris Agreement Ptovisions rolated.'to lryatr ard severanoe in the

curredMgUs are rrot appUJ*te b this Agteemenl It ls herobyuudeistood aud agreed

ttat ofhcf &an thoso thai aro u4pressly sontataed hprsrrq rro partyhas mado anyp{ornises, 
'

Gffifad;uruoa**t*aiogs orwanaaties, Ttetetms of thls Ageement are conhaofiral

andtrotmqe reoitals,

severability: The parties aTra6 fhat eaoh eari Eveqr provision of this agrooment is

,*ourto, and a decision by a oorrrt or arbifuator -not to onforoe ono provrsioo of tlis

Eg6eement Sha.llhay ano effect pn any otler provislcin of tldg ag5oernonL

Ij,oihtionr. Tt js undersbod ttatthere are ftatrF cohditions the slHA naust satisff in

orilerto effeotrrate tletansfs,r of oonffol thatR.AD anf ssption 18 conterqplats. should

SFHA'be qfiabls to, of fail to inrplernent ths tansfer of ownership antiupated by tbts

ig"u*ent, tlroprovisioaq of thisAgleemebt{4at{ody1!4flicableto $EIObatesiJnfre '

unitmenrbers ln classrs afibatedby anyparttalmplemsnt'ti,on ofthe aansfer ofovnremhip

ifiat does ocour, Tte parties rutftlt agreo that flls Agre emont covsrs only Phases I and fi
of tle F*AD progri o currorrtly sfr'uotpe4 and shall nol bo pre+edentiat should &E

SFIIA later bnryBirinothsr Ifi rD-related ptogtaur

COnstr.qctlon of tho Agreenrent. Each pcty las.'cooporabd ia ihe drafting and

nreparation of tho Agreeriena r{enco, l$ soy c$sknctionto be rnads of thls Agreement

il"';;tb,xiotb"*oonBkued against'wypartyontlrebasis thatthepartylvqs fte dteften

No Precedant, Tha parties specifically aoknowleclge md agtsB d:.at thip Apeement is a

;**;*tru ivtii"tt 
'frafl. 

aot oporate, n'r be considered as eYidsnge of a pracflce or past

ptuoti"u of SI,HA ot aprccedentinttrefirtnre'

Secfron Headiugs. The ssotion and paragraph headirigs coqtaired. inthis A$eement are

il;;;;*r prfuorru otrly aad shdl nof afloot in any wny tho neanins or futeryretaHorr

of fhisAereemenf,

CounferBarfS. TIrfu A$eensnt rrray be exeoufed in one or tnofs counteryarts' oaoh of

-efuh *hrlt for all po.potut, be deem,ed an original aud all Suoh connfo4raris, faken'

togethor, sLall oonstitrrte one and fhe samsinstrumqlt

Page I of13
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Iettei ofAgeement befhvett Fat Ftsrrcisca Fansirry autltority rnd ffiIa Local 1021

Xzget dittg X4X ltt tP at{s

SIGIYAfUREPAGE

n'oRSnEArI'OR

DATEPi

Loc3I1021:
t, il DATEDI

Batbara Taylor

Aatlng Exoouilvo Ditestor

Castolll, E:reoutivo clireof or VeIma
DeputyExocufiYo
Of$eet

Operating

DATtsD

Carhan, SFFieldDirector

DATED: qr'rtt- 11 ZO\

q

RobarfE $zrykovmy,

Wernberg Ro ger ft Rosedel{

,f+n{- t t frar

'w lt

DATED:

DAIED:

DaniaTontsWong
Retne Sloan Holtzmaq $qksl

.lI

oatclI

tLl

rl
+;( I Dl
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Letter of Agreement between san Francisco Housing Authority and sEru local 1021 Regarding

RAD ImPacts

SIGNATURE PAGE FOR ADDITIONAL BABGAININ6 TEAM MEMBERS

FOR SEIU LOCAL 1021:

DATED

Sabrina Ch

L'Tanya Allen'Harrl

rb

Wll'Dan L/o
DATED 3^
Teresa Lae

6-{i,'
Adam Aeu

, 6--
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Af,tashment?

f,y $. rus {,,].L\otl e' Fq'u4tsv t941A1

.#+qlBi4otd

.F* tirix,c,i$kilJ..l,t. g*{#is gi *gql DIls, W+Hbr I
fifu.ffiaiicli it:SlHd"f.ut2le fl;fiFg.ogai#tir'F

krf Ht,t*t$V
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Er'at{+ffdq"-Id#fii

-eH'dr&k

{Fdq[#f&

Yiri*r,"1,

n

.l

.{

.+
I
j
T

I

I:
t
t

I
I
I

,
t
J

,I
,l

:
I

I

t

t
t-

L

Il.
a
I
I

j,
)
A

I

I
I

ta

i

I
I
lt
il
3l

ll
I

li

-viir*rou,

e,*ffir& -r

3ti
r'.rdFt

,irilpriirr

Page 12 of13

57



I,6Et of Agzecnettt beh+ecn flat FvmtJsu Eaushtg AUlhorify atd SEIA tro ul 1 0 1I

RegardingXAn InYade

Frfl+dpdnropc+tqr

,tc!*rr*rfr.,o;;$f tqiT*S1't!$IutI€E4F{pB.Dti5i9p

spril Ii4{ IPf i.Fih'et dh ilifrfi9 rqr's4 modVifuidcfifter alrerl$r5

,F#s{'

:ffilU'I$csn0?l i1 rolwofirySo fiilwltirre?'oFdF.

tr. dt iEd

?-

lr

a

tt
I
t
,
I
t

'l

I

!
I

F

t
I

I

It

I.
I

t

I

a

i
b

I

I
,

rft

l!
I

I
t
!

>lt
I

t

t
t

I
'l
.-{

,l
'l

T

.i

arii*q{*,

l#fu@tu
IflQpiltm
F*tgX*w"ut+

'4

t

g

Jf&4

si

firii
J

d+?ddsuiS{

{

Page t3 of13

58



I

OF':BICE OX'Tffi

CITTANMIITISTRATOR

XdwinM f,sqlfaYor
NlofrrlM thln City'{'l*'l'tlstr'tot

Xnnp 6'2AL4

Lf

[r $ase I, a tohl of trvr
olasaffiprfions to impaoted
secdot 10,104,i8, qed ?i11
renewablo,

Ioe4nin-Touopr }rosideat
S aa Fr*rcasco llou.sing Authority

t

$antrbnnclsco, CA 94L24

XearFresidenlTonosl

This leilcr wjll 'conflmr orr lecent conversaflons regardingtLe rqtont ofthe Ciiy aqd Conf,ty ot
San Frmolsco ("f10 CriyD) to ptovtde Pearoaneat Exampt ((?ffi') apgoltfiaent o'pporhnltles for
idoutified eaployoos of tie Saa Fraaoisoo Eousing Ar$hodty (",$F.HA') ropresented by SFni
1021, impaob{ ty Pl.ase I aud 2 of irryknentafoo of the SadsmL HousJns and Tfttan
Deyelopmont (TttIDt) apBroved Re4tol Assisfaneo Donorstradoa (t{SADt) progf@ in $m-
llanofsco,

TLe following Citf olassiliaatloru ('trob Codes') havs bern defermined tq bo subsfatially
colngarable to the inrpaoted SHFA $EIU 1021 enployoest slassif,c.atiofi,si

(5) Iffi PoBitiCIs lvifl be offered in the' a3o.rp tneadorcd City
ldenfifiod SFHA employoes, pursunnf to San Fransi,sso Cbertsr
be litoited. to a tunximtu dryaflon of tkco (3) ycacs,a$[ are aot

A1t former SFJIA enployees offrred }EX wlfr tho Cif, pnuuaat tq tHd tarsido4
witl. be c$dide,{Ed new cmployces of &o Ci1y asdrrfll be reqnired.to Edhere to the terms ad.
oondttions of orqployme'at alplicable to all netv City mgloyess. ft is ltaportant to tote 6et ir
ordet for laqmtents appoioted to tLese PEX poriLions in fte City to to eolsidfted fot
petmaued sidl ssreioe status, frey must participdoia and be seoe€ssfid ja a oomlretitive gffi
sergioe ex''rdl atioo ptocsg$,

In Phaao 2, tts CiF nil1 ass6s$ the !,eeds of SFEA onployoes d $.qt tiu s eu4 work vrlrh SFHA
fo offer PBX posido* to inBaofud, idenilfied FFIIA ofiEileye66, pursuant to Sau. Franoisco
Chmfer sestios 10.104.18r andrdll be thnffed to anaxints.fruatipn oftbree (3) ycars emd rua

notrsnowablo,

1 Dr, Crrlton B. GoofleftPlacc, cityEa{ Xoom 362, Sarrhancirco, CA gilaz
Tolap!.oao (4i5) 55448s4 Fpx (415) 55 +4849
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Joaquin Toaos, Re! t snaat ent Bxeqt Apgointmerrf, I$B 6' 2014

YagaZ

Ia addltion, rq asficipgdon of tle IIAD irndeuentatiotr dr:re lircs, -tlo citr will maisrain

;ffi;6t zu ruffit" number of pnsitloni rn tre abow roentioned job codes to" sr$port tho

#ffi;;f6difi bgHA omployees irrbothRAD Fhese 1 andBAD ?hass 2 ofiloBry.gtTa:

i;thrt;"d,-ii A i,op"*U* rial&o SfgA seclcs agteonenf wl4. $FHA SEIU 1021 &et

ilL*r* 
"^i-rpt 

ffi uppolrlaeffa ln ariioipafion offte_FEX appoiffrneirt off,ormer SIEA

#i;#, iltdr;iJll.#wu nor ba oontestddnor srieved, In atsenos of suoh Egteeeeff, ttre

ffi ,"iti"ofhol4 oleapositions for tbese FEIU nemtons.

We look forwud to tlo sncoes*fir1iurplomeutatlon of fre RAD lrogrsnl and weleoming $FHA

etryloyees into the CitY,

$erytrulyYotus,

I

Ifir@flResouroes
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ATTACHMENT 2: RAD lmpacts Agreement Between SFHA and SEIU 1010112015

Attachment 2

'0rt .ibffinon' acnEEI\dENt BerwpftIi.sAN xnAIYeIg.qQ'
smu hi). eAIr i04 FqeaBDINGITAp IlvtPA'Gr$

1qu.,g'4s.Fia1ipts.qq.Sb.!$ine$pthorjfy(t'$ffIif) aud $'.rvr+e;En'tpi9yj"t lltelrafio.riel UtloJi

f""oaifrOdf ff'SEfiilil tpao'fid aer-eenreni.p.n aJ-LftS*'-o.fAFceSpF] (:.1-'p. 4') io.I,:+.. t g.ql'4 c'.v'dx

inittgutipe ilg, l*egqil qfflp'Rg.nf+ f;ppistanoe Demeuqhii{bnlro.garn en SElU'-bar.gaiiringtnit'

entpioyFest-'UU n'0n,lS.,attacled hei'eto' as Atf aclntint"t{.*

In.tF-d':I-dAri[gpartibed'tre.'Fdtotheibllowi+gr

'X) Franejs oo:wiil .offel,f,rvE

2. 'InP,hase, tbe Gityaud' pf,San Francisco wl'I1"'wotlc.wtth. SIEA to..offer'

rA
J.I 'FprsisFisnciscsi9b.q{t.qrssctfo+I.q,'X04.i$,th+fF.X.pq-*itibnsiars.,.4#ib.4*p"th",

F$ti,$-uH,.d-Utaiip.n..'o.f tbreelears'and+regplFilegafile.i

5", .Itu$paSi tq fbe Sestion d,E, olthe I*0. Ar.tberthh rnsrn-b.'ep Bf:$Bll$..1afs+inlo*'
qrareets_EHA.+ay'beep.rpp em..piov..94'blp.nothcriil"d. gpss0p$tag,Eq.s$liitsJ.tdinet

tutnotliinlted to'fhe 6ity.'anitr Cburty of5bu'Franoiseo; .Nofbingin'thiis

aeGe$"ht 6tail creirtp .ariy, jbi:rteilpfoysf",obti'gdi:Otf cili th+iiiri f of $FHli oi''alrg

ti;frtitartvvsho iiris; fo@e.r gFHA.eEulev'eplsi SFIU agfee.s:'that itshall noff,lb'
.Eii"*h.elerf, oitl" otiprqqeis.oiruaiaHbtitsnerib-eip o.r anyhdiv,ifrrzil.
.itrepibg{s) fly actioo, 

"1al4i, 
Cfevanca judguren{obllgeitiorq;darnage or

tiaultites of tuiy.kind agaircta iirirdpdty.as.d?esutrs.bffheAFd€tfierttbtfhdt
fhii.dnAt.rf to arrptgyFmUruelaber's,p'fb$.ib-fr-$rrerfiiltryedby$IH,{ abillhid dff

ptlie.rwjhp iqpa.cLed bythe R4D lirost'aiir,?'

'To effe.stllz*b,t1rerequir'emeuts outlired inPJrase f andlhase II of'flre'LOd speciiiaally'seations

3D artti 4c, SFHA anci SEIU agree to following:

'4,'fti.r..Atfaolineqti..dfth6f,oJi,'ijtis
wrth $sH4$:Fiu 1011.'that:

gErurii'fribei'is;t'

SFIIA and.EEIU aclcnowledge that iq order tp' matrrtain flie coopoation of tlte

City and Courrg of Sa:r Flausisco a:rd offur PEXpositi-ons to identified, impngtg{

SFHA employees, SEIU hereby agrees fhat it will not file any griwanqo nor s}all
SEIU assisiant an individual in filing mtcli a grievance(s) against the City fot Cfty

appointmeDts rnade to Temporary Exen:pt (TEX As Needed - Catogory' 1 6)

poiitions related to pendirrg PEX appointments of fomr'erSF.HA peripaleut

employees jrr Plrase I and Pliase II.
61,
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w,.
(_p OX'AGREEMENT BETIVEEN. SAN NRJb{.flSc O'

sAu.rHoRIrg ANn'sEtu Locar't'nir F$OARDNG R1AU il,rP+ Cts

'n
.L,

agzuii', soihihsj.h,ffi'S.jae tEitsx,sball;c,ruare''ryiojrt ${pl"tr.v.erici-bJie.4fipr+eu thqp.pr-t tqSS
or,birv.thir4rattyr*:tq-tltirnh1*is;FFA.e.trptOvr,p.-r ttli.hiu+brundBr$tppd e8dasre'ed{bai'

iif#ttliliii#{ri-:i*""".*r*slyj.ontuih.dih"t"in, no pntt'hastrade:a'tygrob'is'es,.

reofes.enidficihs, rjnd6i-rr[;d4*p:oivari,^itti*, r$eii,oiiri's oitrris.ditie,LetJ.ti,iri:e cpnua'ofiriri 4nti

;?ffi!]*?;#i ]r[ii;$d; fpffJr sba[ teeglie a,Itarr oirinl'on atrri sribj;+ci to afi'oilier'p'art;
-iGeof;fu 

olirdilrg'sestioligi'tAttihgti.b-tul''

,of.flo',gplevancb.

tr'orsEitrtgeA]] 1021i

.4.
€n a"

fi

taR $ne+r

D.liTED.t /0. .tJ

egdtiato!. N.unU)

sFliA clii

r ll!
SE]U

egotiator (SiguaturQ
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^Nilz,capgns
Summary of Pubtic Employees' Pension t h^!:-.-*^
R;;; E" t of 2013 und Rtlut*d Changes fo the Pubtic Employees' Retirement Law

This summary is not lntended to provide a comprehenslve dlscusslon of lhe Public ErnPlovees' Penslon Reform Act of 2013

{pEpp4). Thls summary in.ui"ICriFrnsiijrr*t lnterpretatlons of the key areas.of the law. calPERS penslon reform leam

ffiiti# tljir"i#" FEinai,ii rh;';i;i;d ;i;;sesio'th" prpn" Employees' Re0rement Law (PERL) and' as such' thls summary

ATTAGHMENT 3: PEPRA Summary Pension Act

ATTACHMENTs

rnay be revlsed-

and/or change rellrement systems and do not meet lhe slatulory requlremenls

slx fionlhs,

r cunently. lhese provislons do not lmpact classio members dlrectly. However, they prohibit publlo employers from offerlng such a benefil or

option lo ilasslc membets in he fulure'

Novembar27,2012
Page | 1

IMP
NEWCLASSIC

BrieF Surnmary

Xr x

A new member lncludas:
?i;fiil'hld"iio is brought lnto calPERS mernbershlp for the first llme on or afier

ii*ijiv'i, iir;; ;;;#fi; 
"" 

prtor membership ln airy orber Gallfomla publlc

retkernent sYstem.
i;il'ffi;]6;hois broughtinto calPERS membership. for lhe firsl tlrne on or afler

)Q',,ijii;i, idfi, 
"na 

wn"i= n"ielisibleforreolprooitywlth anothercalifornia publlc

retlrement sYslem.
i;il;*"1.,,';il ;iio establlshed calPERS membershlp prior to January 1' 201 3' and who

["'hil#;;i#ilf d"FERa employer arter Januai't, 201 3, arter a break ln servlce

of grealer than six months,

as are all sohool

a

samelheare consideredStateAll agencies
do

{
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A(DrcaIPERs
Summary of Public Employees' Pension
Reform Act of 2013 and- Related Ghanges to the Public Employees' Retirement Law

Thls summary is nol intended to provide a comprehenslve dlscusslon of the Public Enrp.lovees' Pe,lslqn,Refolm Act-of 20'13

Fffi;\i. Tht "jrr 
jry in.frj"! C"ipenS cuhent loterpretations of lhe key areasof the law- GaIPERS penslon reform leam

;fii6u".- lo analyze pdpne ina ut" i"ttt"l 
"nangtt 

to'the Publlc Employees'Retlrement Law (PERL) and' as such' thls suminary

may be revlsed..

\

GLASSIC
ERS

NEWErlef Summary

X

7522.15
7522.20
7522,25

formula of 2% at age 62 for all new mlscellaneous (non-

retirement age of 52 and a rnaximum benefit faclor of
Creates a new defined
safety) members wlth an earlY

2.5% alage 67.

at

, cunenlly, lhese provisions do not lmpacl olassic members dkeo{y, However, lhey prohibll. publlc employers fom otfering suoh a benefil or

option to 6Lsdc niembers ln the future.

Pegd'|zNovember2T'2012
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xth"curppns
Summary of Public Employees' Pension

n"fo' Act of 2013 un,i R"lated Ghanges to the Public Employees' Retirement Law

Thls summary is Dot intended to provlde a comprehenslve discusslon eJ 1t1e Publlc EErplovees' Penslon Reform Act of 20'13

iil-piirj. inil,ummaty in"tuo"iCriFEns 
"uh"nt 

lnterpretations of ihe key areas.of lhe law. calPERS penslon rerorm leam

conqnues to analyze pepnn JnJ dJ'iiriJo 
"tr'"-nglj. 

toihepubllc Emptoydes' RetirementLaw (PERL) and' as such, lhls summary

may be revised.

{t

IMPACTS
CLASSIC NEW

s
Erlef summarY

An BmDlover and lts employees may agree by MoU to place new employees. (hlred after

ii;;;G 
"'fiid 

Mou) in'a 6wer tier of safety beneflts, btjt lfrls chanse cannot be

X

7s22.10

Ail

7522.43
X

emploYees who
Code section 41

Prohlbits public
are

aofferingfromubliop employer5(b),
offer

* Gurrenuy, these provlslons do nof lmpacl classlc members directly, However, they prohibit publlo employers fiom offedng such a benefl or

oplion to classic members in lhe fulure.

Pagel3Novsmber2T'2012
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^Nlacuppns
Summary of Public Employees' Pension
Reform ActotZ0l3 and Retated Ghanges to the Public Employees'Retirement Law

Thls summary ls not lntended to provide a comprehenslve discusslon of Ure Public EDplov-ees' Fenslon.Reform Act-of 2013

effii:'Tht;irmiryin"Ua"i CalpERS cuirent Inlerpretatlons of the ltey areas of the law. CaIPERS penslon reform leam

;fiiid to in"rytJ FEpna and the related changes to'the Pr:bllc Employees' Retirement Lqw (PERL) and' as such' this sttmmary

may be revised.

{t

Brief summary
SECTIONS IMPACTS

GLASSIC
MEMBERS

IMPACTS
NEW

MEilTBERS

beneflts
covered

lrault, or tu any additlonal employee grouP thatwas not
1

@BenefftsforPutlicSafety Members ...
iii raaf if",i l" tn" cunen( calculation opiions for ihe IDR benefit for a safe.ty.member, this.

"iJJ* iOar r calculation for a safeiy member Who quallfles for an IDR that may result

in 
" 

ftiofi"r beneflt than 50% of salary. This section remains in effect only unlil January 1'

2018, 
-AJter 

that date, the new IDR provislons will not apply unless the date Is extendecl

bv statute.

7522.66
21400 X X

7522,30
20516.5
20683.2 X X

of

or

2 CalpERS has interpreted thls provtsion lo apply to new members ralher than new employees'

r Currenlly, these provlsions do not impact classlc members dkectly. However, lhey prohlblt pqblic employers fiom offering such a benBfit or

oplion lo classic members in lhe fulure-

Page|4Novernber27.2012

i
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Nila,cutpuRs
Summary of Public Emplbyees' Pension
Reform Act of 2013 and Related Changes to the Public Employees' Retirement Law

-fhls surfimary is not tntended to provide a comprehenslve discusslon of the Publlc EqrqloYees'!:lsjgLReforln Actrof 20.13.

#'ipriqj. ini. 
"ummary 

includei c"lPERs cuirent lnterpretatlons of the key areas of lhe law. CaIPERS pension reform leam

fiiiiniEJ tlt ,..tvt. Fdrnn and lhe relaled changes to'the Publlc Employees' Retlrement Law (PERL) and' qs such' thls summary

may be revlsed.

* Cunenlly, these provlsions do not lrnpact classio members directly, However, lhey prohlbit publio enployers ftom off€rlng such a benetit or

oplion lo olasslc members ln the future'

Navember2T,2o12
Page | 5

{

Brlef Summary
sEcTloNs IMPACTS

CLASSIC
MEMBERS

IMPACTS
NEW

MEMBERS

a
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A0z,calPERs
Summary of Public Employees' Pension
Reform Act of 2013 and Retated changes to the Public Employees'Retirement Law

Thls summary ls not intended to provide a comprehenslve dlscusslon of the Publlc ErllPlov:€es P9lgElReforF Act-of 2013

ipffid:'fit;il;ilil;[i-i CatpFRS cuirent interpretations of the key areasof the law. c4PEts9 Pension reform leam

;;itnG b ;;"lyrJ pdpnn 
",ui 

ti.t"'iul.i.a .n.nges to'the Publlc Employees' Retlrement Law (PERL) and, as suoh, thls summary

may be revised.

('
l

cLAsstc NEWBrlef summary

vary

X x
thelr emploYees to
change in beneliL

oyer
theoflo theshare cost emploverand agree

ate addiiionincontributionsThese paidor Mthout
differto bargalningcost-sharingAllows byagreementscontn^buiionmember rate,theto

levels to IDbenefit agreedto differentofforor classlfications subJeotunit

* gunenlly, lhesa provislons do uot impacl olasslo members direclly. Hovrever, lhey prohibit publio employers fom offedng such a benefit ot

opnon to ilateb niembars ln lhe future.

Pagef6 November2T'2012
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^NhTCAPUnS
Summary of Public Employees' Pension
Reform Aet of 20{3 and Related Ghanges to the Public Employees' Retirernent Law

Thissummaryisnotintendedtoprovldeacomprehensivadlscussionofthe
IEESBA). This summary includes CaIPERS current lnlerpretalions of he key areas.of the law. CaIPERS pension reform team

cfitlnffi to analfze PEpM and the related changes lo the Publlo Employees' Retlrement Law (PERL) and, as such, this summary

may be revlsed,

t

* Cunenlly, these provlsions do nol Impact classlc members directly, However, lhey prohiblt publlc employers from offerlng such a benelit or
option to classlc rnembers in lhe fr:ture'

November 27.2012Page l7

{

Brief Summary
SECTIONS IMPACTS

GLASSIC
MEIUIBERS

IMPACTS
NEW

MEMBERS

cmnlovees as aboroved ln a resolution passed bv the public aqenoy.

ctose@istators' Retlrement System (LRS) to New Members
Frohibits new members from particlpaling In the LRS. However, new statewide
constitutional and leglslatfue statulory ofiicers would stlll be eliglble for optional
membershlo ln CaIPERS.

9365,4
9356,41
9355.45

x

[Equal Health BenefltVesting sohedule for Non'Represented and Represented
Employees
Gerierally prohibN employers from providing a more advantageoushealth!enefit
vestlng sciredule to cerlalir individuals (namely a publlc employee who Is- elected or
appointea, a tustee, excluded from collectlve bargalning, exampt from olvll seryioe, ora
niinager) than lt dges for other publio employees, includlng represented emplo_yeqs, of
the same publlc employer who are in related retirement membership clasg[qailgnq-

7522.40

x X

Frohlbits Purchase of Additlonal Retirement Service Credit (AR$G)

Frohiblts the pwchase olnonqualllled seMcs credil on or afterJanuary 1,2013. Thls
prohlbition wiil not apply if an ofticial applicatlon ls recglved by CaIPERS on or before,
becember 31. 2012. ilnlv applicalions frorn lndividuals who quailfy to purchase ARSC

7622,46 x X



^$4, 
cutpgRs

Summary of Public Employees' Pension
Reform fuct of 2013 and Retated Changes to the Public Employees'Retiremenf Law

Thls summary Is not lntended to provide a comprehenslve discussion of lhe Publlc Enlplovees' Pqnslon-Reforln Act,of 2013

ip'ipiiqi, rt G rummary inclujli- C"ipEns 
"rir"nt 

lnterpretations of the key areas.of lhe law- calPERS pension reform team

;A;fi;iffi io anatyze p€pne ano the relaled changes to'the Publlc Enrployees' Retkernent Law (PERL) and, as such, lhls sumrnary

may be revised.

Erief summarY
sEcTloNs IMPACTS

CLASSIC
MEMBERS

IMPACTS
NEW

MEMBERS

on or

X

7522.44

X

7522,52 X Xemployer and member contrlbutions, ln any fiscal year, notRequhes that the

7522.34 Xof determinlngtheuses lerm purposePEPRA
for new

ot

r Currently, lhese provisions do not Impact classlo nembers direolly. However, they prohiblt publlc employars fiom offering such a benefil or

oplion lo classic membets ln thE future'

PBgelSNovember27'2012

I
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Nl/2,-CaIPERS
Summary of Public Employees' Pension
Reform Act of.20i3 und R"l"t"d Ghanges to the Public Employees' Retirement Law

Thls summary is not in(ended to provide a comprahenslve dlscusslon o;1t'1e Public ErDplovees' Penslon Reform Act of.20'13

IgEEMI. This summary incruJeiCaiFens cuhentlnterpr.i"tion" oiti'" t<efrreas ortne tawrcanms pension reforin learit

ffiii,rr*- io analw pdpnn aJ rn.'iJui.a rhuns*" to'the publio Employdes' Relkement Law (PERL) and, as such. thls summary

may be revlsed.

CLASSIG. NEWBrief Summary

olassic

X7s?2-32 *
annuallheme6ns hest averagehig

36a
For new members, provides that

alres

r Cunenlly, lhese prdvlslons do nol Impacl classtc members direclly. However, rhey prohlbit ptrbtlc employers fiom offerlng such a benefit or

opllon to ilasslc members in lhe firtqre.

Pese I I Novembat?Tt2OlZ
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^Sa,capBns
Summary of Public Employees' Pension
Reform Act of 20{3 anci R"lat"U Ghanges to the Publie Emptoyees' Retirement Law

Thls sumn1ary is nol lntended to provide a comprehenslve dlscusslon of the Public Emo]ovees' Penslg!.Reforf Act-of 2013

tpFil:'Tht ;fi;;;;i;;trJd catpERS cuirent lnterpretations of the key areas.of the law, calP![-s Pension tetorm team

;fihffi U -"fyt FEpnn 
"na 

tf'u r"f.t"a changes to'lhe Publlc Emdoydes' Relirement Law (PERL) and, as such, thls summary

may be revlsed,

Brlef SummarY
sEcTloNs IMPACTS

CLASSIC
IliIEMBERS

IMFACTS
NEW

MEMBERS

yearsr as
a final

aor
of less classichan three foremployer from

x
7522,12
tctt,t+ X

to forfeit certain
felony ln carrying oul
or ln conneollon with

specified pe
their official

andboth currentRequiros
and relanslon
tndutles,

X

I 5ZZ,OO
7522.57

* Cunenlty, lhese provisions do nol lmpact classic members direclly. However, they prohlbit publtc employers from offering such a benefit ot'

opllon to ilasslc members ln lhe future.

Page I 10
NovernbFf27,2012

(
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^\fir" 
CaIPERS

Summary of Public Employees' Pension
Reform Act of 20f 3 and Related Changes to the Public Employees' Retirement Law

Thls summary is nol intended to provlde a conrprehensive dlscusslon of the Public EqrPloYees' Penslon Reforln Act-of 20JB

/pepnnt. Th[s summary inclodai CaIPERS cuient interpretatlons of the key araas of the l.ay. C{PI|P penslon refomt leam

""ffifni#'to 
unatyze ffenR and the related changes to'the Pqblic Employees' Relirernent Law (PERL) and, as such, this sttmmary

may be revised.

. currehuy, lhese provlslons do not impact classlc members dlreclly. However, they prohlbil publlc employers from offerlng such a bsnelil or

oplion lo olasstc rnemben ln lhE future'

Pageftl Nouember27,2o12

tt

Brlef Summary
SEGTIONS IMPACTS

CLASSIC
MEMBERS

IMPAGTS
NEW

MEMBERS

a

a,



^Nilz,-culp,ERS
Sumrnary of Public Ernployees' Pension
Reform Act of 2A13 and Related Ghanges to the Public Employees' Retirement Law

Thls summary ls not intended to provtde a oomprehenslve dlscussloo of the Publlc Emplov,ees' Pe-nsio[ RBforln Act,of 2013
(PEpR,Al. This summary includes CaIPERS curent lnterpretatlons of the key areas of the law. CaIPERS penslon reform leam
continues to analyze PEPM and tha related changes to the Public Employees' Relirement Law (PERL) and, as such, thls summary

may be revised,

r Cuilenuy, lhese provlsions do not lmpact classlc members directly. Howevel they prohibit public employers hom otfering such a benefit or
opUon lo classic metnbers In lhe fitture.

Pagellz NovemberZ7,2012

or to or
the

2079,1

X x

Tnernate Rett-rement Program (ARP)
ARP, a rettrement savlngs program that cerlaln Slale employees are automatlcally
enrolled ln for two years from helr initial hire date, will be closed to new members
effeclive Julv 1. 2013.

2D281,6

Brief surnnary
SECTIONS IMPACTS

cLAsslc
MEMBERS

IMPACTS
NEW

MEMBERS



ATTACHMENT 4: INGIDENT REPORT FORM

Employee involved Date of incident
Time of incident
Location of incident

Employee's Job Position Assignment

Hasemployeebeennotifiedofhis/herrighttoUnionrepresentation?

Time EmPloYee's initials

Witness to incident

WHAT WAS
OBSERVED

WHAT IS EMPLOYEE'S
EXPLANATIO

Action Recommended:

Action
taken:

1.
Signature
Employer Representative
Title:

Date/Time/Action

Signature
Union Representative
Title:

2.

take

,.FORM AN'

75



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

understand that my Employer has adopted a DrugI t'nrrno\

;'i1iii7doralcoholtestingforreasonablecause.lhave
been requested to giu" , urin" rp"rimen whiih will be tested for the presence of cocaine, opiates,

Fr-r"n"v"riJine, Mariiuana, the Amphetamine Group and Ethyl Alcohol.

I may refuse to provide a urine sample, but disciplinary action by the company, up to and including

discharge may result if a sample is not provided'

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

I am presently taking the following medicines or prescription drugs

I have read, understand and agree to the above'

Date

Time

Employee-
Dispatched worker
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SAN FRANGISCO HOUSING AUTHORITY
SEIU ADMIN CLASSIFICATION PAY SCHEDULE

Bi-Weekly Effective June 24,2017

$1,814 CCSF 1630 Account Glerk$1,49505725Account Clerk

$2,194 CCSF 1650 Accountant$1,805061 15Accountant

$2,094 $2,54506420Administrative Assistant
CGSF 1426 Senior Clerk TYPist$2,242$1,84406160Administrative Clerk
15% below CCSF 6116 Legislation Clerk$2,135$1,75606060Administrative Law Clerk
CCSF 2903 Eligibility Worker$2,099$1,72706025Admissions Clerk

$2,551 CCSF 5261 Architectural Assistant ll$2,099a6425Architectural Associate I

$3,396 CCSF 5266 Architectural Associaie ll$2,79307010Architectural Associate ll
CCSF 5260 civil Engineering Assistant$f ,904 $2,31406225Architectural Technician
5% below SFHA Property Site Manager$2,514 $3,05606795Assistant PropertY Manager
CCSF 1952 Purchaser$2,418 $2,94006715Buyer

$2,819$2,31906630Commission / Commiftee Clerk
15% below GCSF 1402 Junior Clerk$1,352$1 ,1 17051 15Gommunity Outreach Worker
10.5% above SFHA Community Petrol Rep$1,291$1,06705020Community Petrol ReP SuPervisor

10% above CCSF 6201 School Crossing Guard
$e64 $1,16604805CommunitY Petrol RePresentative

CGSF 1003 lS OPerator - Senior$1,736 $2,11006035Computer Operations SPecialist
OCSF 1734 Computer oPerator I$1,264 $1,53205375Computer OPerations Trainee

$3,760 5% below SFHA Architectural Associate ll
$3,09307220Construction lnsPecior

$2,989$2,45906750Construction Planner I

$3,320$2,73206965Construction Planner ll

$3,734$3,07207205Construction Planner lll
$2,215 CCSF 1840 Junior Management Assistant$1,82306135Contract Administrative Aisistant

CCSF f952 Purchaser$2,940$2,41806715Gontracts SPecialist

SFHA Maintenance DisPatcher$2,023$1,66605950DeskService

CCSF 1720 Data Entry OPerator$1,513 $1,83505750Data Entry Clerk
CCSF 1932 Assistant StorekeePer$f ,615 $1,e6005885Distribution SPecialist
10% below CCSF 9770 Gommunity Dev Assistant$2,166$1,78206090& Self-SufflciencY Specialist
CCSF 1706 Telephone OPerator$1,385 $1,67805565Duplication Techniclan
10% betow CCSF 2905 Senior Eligibility Worker$2,183$1,79606105Eligibility Clerk
CCSF 2907 Eligibility Worker Supervisor$2,666$2,19406515Eligibility Technician

$2,383$1,96006285Eligibility.Worker I

$2,53e$2,08906415EligibilityWorker ll
CCSF 9702 EmploymenVTraining Spec5%

I$1,710 $2,07906005Employment SPecialist

CCSF 61 73 Legal Assistant$2,058 $2,50206385Evictions SPecialist
SFHA Administrative Clerk$1,588 $'1,92705850Executive Floater
ccsF 7412 Automotive Service

$2,14A$1,76106065Fleet SPecialist



SAN FRANCISCO HOUSING AUTHORITY

SEIU ADMIN CLASSIFICATION PAY SCHEDULE

Bi-WeeklY Effective June 24,2017

$2,582$2,12406450FSS Specialist

$1,414 10% below CCSF 1402 Junior Clerk$1,16e05210HOPE Vl Resident Worker
10% below CCSF 9770 Community Dev Assistant$1,871$1,54305790HOPE Vl Self-Sufficiency Specialist
26.6% below CCSF 6331 Building lnspector$3,087$2,53906815Housing lnspector I

22.5%below CCSF 6331 Building lnspector$3,199$2,63206890Housing lnspector ll
CCSF 1402 Junior Clerk$1,554$1,28205405lntake Specialist

$1,736 CCSF '1922 Senior lnventory Clerk
$1,43305635lnventory Controls SPecialist

$2,326$1,91406235Junior Buyer
CCSF 1402 Junior Clerk$1,809$1,49105720Junior Clerk
GCSF 1220 PaYroll Clerk$2,161$1,77806085Junior Payroll AnalYst
10% below GCSF 1817 ProceduralWriter$2,104$1,73106030Junior Technlcal Writer
26.6% below CGSF 6331 Building lnspector$2,666$2,19406515Leased Housing lnsPector I

22.5%below CCSF 6331 Building lnspector$2,758$2,26906585Leased Housing lnsPector ll

$2,124 CCSF 81OG Legal Process Clerk$1,74806050Legal Clerk
$2,571 257o below SFHA M/C Planner lll

$2,1 1506440Maintenance Construction Planner I

12..5%below SFHA M/C Planner lll$2,855$2,34206655Maintenance Construction Planner I I

CCSF 7262 Maintenance Planner (Flat Rate)$3,217$2,64706900Maintenance Construction Planner lll
SFHA Senior Administrative Clerkfiz,s48$1,93206255Maintenance DisPqtcher
5% below SFHA Architectural Associate ll$3,760$3,0e307220Maintenance lnsPector
GCSF 1840 Junior Management Assistant$2,215$1,823061 35Management OPerations Technician

$2,e89$2,45906750Maintenance Planner I

$3,320$2,73206965Maintenance Planner ll
$3,734$3,07202705Maintenance Planner lll

CCSF f404 Clerk$1,690$1,39405580Messenger
CCSF 1220 PaYroll Clerk$2,161$1,77806085PayrollClerk
CCSF 1204 Senior Personnel Clerkfiz,521$2,O7406400Payroll Technician
CCSF 1402 Junior Clerk$1,554$1,28205405Personnel File Glerk
GCSF 1634 PrinciPalAccount Clerk$2,365$1,94606270Principal Account Glerk
CCSF 1 062 IS Programmer AnalYst$2,542$2,05806385Programmer

$2,977$2,44906740Property Manager I

$3,199$2,63206890PropertY Manager ll
SFHA Leased Housing lnsPector ll$2,752$2,26406580PropertY Site Manager
CCSF 3264 Recreation Direcior$1,914$1,57705835Recreation Coordinator
CCSF 1402 Junior Clerk$1,809$1,491a5720Relocation Aide
SFHA Senior Legal Clerkt2,115$1,74006040Rent Assistant
SFHA Administrative Clerk$2,242$1,84406160Reproduction Specialisi
CCSF 1402 Junior Clerk$1,809$1,49105720Resident Coordinator



SAN FRI\NGISCO HOUSING AUTHORITY
SEIU ADMIN CLASSIFICATION PAY SCHEDULE

Bi-Weekly Effective June 24,2017

SFHA Administrative Clerk$1,844 $2,24206160Resident Liaison

$1,814 $2,204 25% below Property Site Manager06125Resident Management Trainee

$1,414 1 0% below CGSF 1402 Junior Clerk05210 $1,169Resident Organizer

$'1,243 25% below CCSF 1402 Junior Clerkfi1,o2704940Resources CenterAide

$2,459 CCSF 1446 Secretary ll$2,02306350Secretary

10% above CCSF 6201 School Crosslng Guard$e66 $1,16e0481 0Security Monitor

CCSF 1632 Senior Account Clerk$1,727 $z,ogg06025Senior Account Clerk

CCSF 1 652 Senior Accountant$2,926 $3,55707105Senior Accountant

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

$3,566 CCSF 1956 Senior Purchaser07110 $2,933Senior Buyer

$2,793 CCSF 2905 Senior Eligibility Worker06610 $2,297Senior Eligibility Clerk

$2,115 5% above GCSF 6106 Senior Legal Process Clerk06040 $1,740Senior Legal Clerk

$2,627 15% above SFHA Maintenance Dispatcher06485 $2,161Senior Maintenance DisPatcher

$2,242 $2,72606560Senior Payroll SPecialist

$2,693 CCSF 1450 Executive Secretary I06535 $2,215Senior Secretary

CCSF 2920 Medical Social Worker$2,772 $3,36906995Senior Social Worker

CCSF 2910 SocialWorker$2,058 $2,50206385Social Worker
10% below CCSF 8202 SecuritY Guard$1,220 $1,47705300Supervising SecuritY Monitor

SFHA Adminislrative Clerk$1,844 fiz,24206160Switchboard Operator

SFHA Senior Secretary$1,904 $2,31406225Technical Assistant

$2,67e CCSF 3287 Assistant Recreation Director$2,20406525Youth Coordinator
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SAN FMNCISCO HOUSING AUTHORITY
SEIU GLASSIFICATION PAY SCHEDULE

Bi-Weekly Effective June 23,2A18

$1,871 CGSF 1630 Account Clerk05790 $1,543Account Clerk

$2,264 CCSF 1650 Accountant061 80 $1,862Accountant

$2,161 $2,62706485Administrative Assistant

$1,904 $2,314 CCSF 1426 Senior Clerk Typist06225Administrative Glerk

$1,814 $2,2A4 15% below CCSF 6116 Legislation Clerk06125Administrative Law Clerk

$2,166 CCSF 2903 Eligibility Worker06090 $1,782Admissions Clerk

$2,632 CCSF 5261 Architectural Assistant ll06490 $2,166Architectural Associate I

CCSF 5266 Architectural Associate ll$2,882 $3,503a7075Architectural Associate ll

$f ,e65 $2,388 CCSF 5260 civil Engineering Assistant06290Architectural Technician

5% below SFHA Properly Site Manager$2,596 $3,15506860Assistant Property Manager

$2,4e6 $3,035 cCSF 1952 Purchaser06780Buyer

$2,91006695 $2,395Gommission / Committee Clerk

$1,394 15% below ccSF 1402 Junior Clerk05180 $1,152Community Outreach Worker

$1,333 10.5% above SFHA Gommunity Petrol Rep05085 $1,102Community Petrol ReP SuPervisor

$ee4 $1,203 lOlo above CCSF 6201 School Crossing Guard04870Community Petrol Representative

$1,791 $2,178 CCSF 1003 lS Operator- Senior06100Computer Operations Specialist

$1,304 $i,580 CCSF 1734 Computer Operator I05440Computer Operations Trainee

$3,189 $3,873 5% below SFHA Architectural Associate lla7280Construction Inspector

$2,533 $3,08006810Constructlon Planner I

$2,819 $3,42607030Construction Planner ll

$3,169 $3,85107270Construction Planner lll
$2,287 CCSF 1840 ,Junior Management Assistant06200 $1,881Gonfact Administrative Assistant

$3,035 CCSF 1952 Purchaser06780 $2,496Contracts SPecialist

fi1,719 $2,089 SFHA Maintenance Dispatcher06015Customer Service ComPlaint Desk
Rep

$1;895 CCSF 1720 Data Entry Operator058'15 $1,562Data Entry Clerk

$2,023 CCSF 1932 Assistant StorekeePer05950 $1,666Dishibution Specialist

$1,840 $2,236 10% below CCSF 9770 Community DevAssistant06155Diversity & Self-Sufficiency Specialist

$1,731 CCSF 1706 Telephone Operator05630 $1,429Duplication Technician

$2,252 10% below CCSF 2905 Senior Eligibility Worker061 70 $1,853Eligibility Clerk

$2,752 CCSF 2907 Eligibility Worker Supervisor06580 $2,264Eligibility Technician

92,45906350 $2,023Eligibility Worker I

$2,62106480 $2,156Eligibility Worker ll

$2,145
5% below CCSF 9702 EmploymenUTraining Spec
I

06070 $1,765Employment Specialist

$2,124 $2,582 CCSF 6173 Legal Assistant06450Evictions Speciatist

SFHA Administrative Clerk$f ,638 $1,99005915Executive Floater

$2,20s
CCSF 7 412 Automotive Service Worker
Supervisor$1,81806130Fleet Specialist



SAN FR.ANCISCO HOUSING AUTHORITY
SEIU CLASSIFICATION PAY SCHEDULE

Bi-Weekly Effective June 23,2018

$2,6660651 5 $2,194FSS Specialist

$1,460 10% below CCSF 1402 Junior Glerk05275 $1,206HOPE Vl Resident GommunitY Worker

$1,932 10% below CCSF 9770 Community Dev Assistant$1,59205855HOPE Vl Self-Sufficiency Specialist

$3,187 26.6% below CGSF 6331 Building lnspector$2,62106880Housing lnspector I

$3,304 22.5% below CCSF 6331 Building lnspector$2,71s06955Housing lnspector ll
GCSF f402 Junior Clerk$1,323 $1,60305470lntake Specialist

CCSF 1922 Senior lnventory Clerk$1,79105700 $1,477lnventory Conirols Specialist

$2,40106300 $1,975Junior Buyer

$1,867 CCSF 1402 Junior Clerk$1,53905785Junior Glerk

$2,230 CCSF 1220 PaYroll Clerk$1,83506150Junior Payroll Analyst

$2,172 10% below CCSF 1 81 7 Procedural Writer$1,78706095Junior Technical Writer

$2,752 26.6%below CCSF 6331 Building lnspector$2,26406580Leased Housing lnspector I

$2,847 22.5%below GCSF 6331 Building lnspector$2,34206650Leased Housing lnsPector ll

$2,1e4 CCSF S106 Legal Process Clerk$1,805061 15LegalClerk

$2,654 25% below SFHA M/C Planner lll06505 $2, t aeMaintenance Gonstruction Planner I

$2,946 125%below SFHA M/C Planner lll$2,42406720Maintenance Construction Planner ll

$3,320 CCSF 7262 Maintenance Planner (Flai Rate)06965 $2,732Maintenance Construction Planner lll
S FHA Senior Administrative Clerk$2,42406320 $1,994Mainienance Dispatcher
5% below SFHA Architectural Associate ll$3,189 $3,87307280Maintenance lnsPector

CCSF 1840 Junior Management Assistant$1,881 $2,28706200TechnicianOperations

$2,533 $3,08006810Maintenance Planner I

$2,819 $3,42607030Maintenance Planner ll

$3,169 $3,85'l07270Maintenance Planner lll

fi1,744 CCSF 1404 Clerk$1,44005645Messenger
GCSF 1220 Payroll Clerk$1,835 $2,na06150Payroll Clerk
CCSF 1204 Senior Personnel Clerk$2j40 $2,60206465Payroll Technician
CCSF 1402 Junior Clerk$1,323 $1,60305470Personnel File Clerk

CCSF 1634 PrincipalAccount Clerk$2,009 $2,44206335Principal Account Clerk
CCSF 1 062 lS Programmer AnalYstfiz,124 $2,58206450Programmer

$2,527 $3,07206805Property Manager I

$3,30406955 $2,719Property Manager ll
SFHA Leased Housing lnsPector ll$2,332 $2,83506640PropertY Site Manager
CCSF 3264 Recreation Director$1,626 $1,97505900Recreation Coordinator
CCSF 1402 Junior Clerk$1,599 $1,80705785Relocation Aide
SFHA Senior Legal Clerk$1,796 $2,183061 05Rent Assistant

SFHA Administrative Clerk$1,904 $2,314a6225Reproduction SPecialist

CCSF 1402 Junior Glerk$1,539 $1,86705785Resident Coordinator

SCHEDULE
#

SALARY
LOW

SLARY
HIGHCLASSIFICATION BENCHMARK



SAN FRANCISCO HOUSING AUTHORITY
SEIU CLASSIFICATION PAY SCHEDULE

Bi-Weekly Effective June 23,2Q18

06?25 $1,904 $2,314 SFHA Administrative ClerkResident Liaison

$1,871 $2,274 25% below Property Site ManagerResident Management Trainee 06190

$1,460 10% below CCSF 1402 Junlor ClerkResident Organizer 05275 $1,206

25iobelow CCSF 1402 Junior Clerk05005 $1,060 $1,282Resources CenterAide

06415 $2,089 $2,539 CCSF 1446 Secretary llSecretary

04875 $seo $1,206 lQTo above CCSF 6201 School Crossing GuardSecurity Monitor

$1,782 $2,166 CCSF 1632 SeniorAccount ClerkSenior Account Clerk 06090

$3,668 GCSF 1652 Senior AccountantSenior Accountant 07170 $3,018

$2,424 57o Above SFHA Administrative Clerk06320 $1,994Senior Administrative Clerk

$3,679 CCSF 1956 Senior Purchaser07175 $3,027Senior Buyer

06675 $2,371 $2,882 cCSF 2905 Senior Eligibility WorkerSenior Eligibility Clerk

5% above CCSF 6106 Senior Legal Process Clerk06105 $1,796 $2,183Senior Legal Clerk

$2,711 15Yo aboue SFHA Maintenance Dispatcher06550 $2,230Senior Maintenance Dispatcher

$2,81306625 $2,314Senior Payroll Specialist

$2,779 CGSF 1450 Executive Secretary I06600 $2,2F7Senior Secretary

93,479 CCSF 2920 Medical SocialWorker07060 $2,862Senior SocialWorker

$2,582 CCSF 2910 Social Worker06450 $2,124Social Worker

$1,524 10% below CCSF 8202 Security Guard05365 $1,258Supervisin g Security Monitor

$1,e04 $2,314 SFHA Adminishative Glerk06225Switchboard Operator

$1,965 $2,388 SFHA Senior Secretary06290Technical Assistant

06590 92,274 $2,764 GCSF 3287 Asslstant Recreation DirectorYouth Goordinator

SCHEDULE
#

SALARY
LOW

SALARY
HIGHCLASSIFICATION BENCHMARK


