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Tentative Agreement 

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE 

Article 4 – No Discrimination

The parties agree to amend Article 4 of their collective bargaining agreement with the following 
deletions and additions if ratified by SEIU’s unit members. Necessary renumbering or re-
lettering may not be highlighted in red. 

1. The County Office agrees not to discriminate against any employee for his/her activity on 
behalf of or for his/her membership in the Union. 

2. The County Office and Union agree that there shall be no discrimination, against any 
employee based upon race, color, ancestry, nationality, national origin, immigration 
status, ethnic group identification, age, religion (including religious dress and grooming 
practices), marital, pregnancy, or parental status, physical or mental disability, sex, sexual 
orientation, gender, gender identity or expression, genetic information, veteran or military 
status, or political affiliation; the perception of one or more such characteristics; or 
association with a person or group with one or more of these actual or perceived 
characteristics, pursuant to Superintendent’s Policy number 4030. 

3. An employee who believes that they are the subject of unlawful discrimination (such as 
discriminatory harassment, intimidation, or bullying) in county office programs and 
activities is encouraged to file a complaint under SCOE’s uniform complaint procedures 
with links provided below.  

• Superintendent Policy (SP) 1312.3: 
http://www.gamutonline.net/district/sonomacoe/DisplayPolicy/1129936/1 

• Administrative Regulation (AR) 1312.3: 

http://www.gamutonline.net/district/sonomacoe/DisplayPolicy/878216/1 

• Uniform Complaint Form  

https://www.scoe.org/dpfile/SCOE_Complaint_Form-FINAL.pdf

Tentatively agreed to by: 

For SCOE:                           For SEIU:  

_____________________________ ______________________________  
Steve Herrington                  Aaron Burton 
County Superintendent   Field Representative       

Date: ___________________                                  Date: ___________________      06 / 06 / 2022 06 / 01 / 2022
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______________________________ ______________________________
John Laughlin                 Abigail Ward 
Associate Superintendent    Job Steward 

Date: ___________________                      Date: ___________________ 

                                            ______________________________
                                            Alli Britton 
                                            Job Steward 

                                            Date: ___________________ 

_____________________________
                                            Karen Catalano
                                            Job Steward 

                                            Date: ___________________ 

06 / 02 / 2022

06 / 02 / 2022

06 / 01 / 2022

06 / 01 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 9 – Work Hours

The parties agree to amend Article 9 of their collective bargaining agreement with the following
deletions and additions if ratified by SEIU’s unit members:

1.d Employment SpecialistsJob Coach/Developers’ Work Schedule: Employees in the
classification of Employment SpecialistJob Developer will be assigned a set number of
hours per year and will work an alternative schedule to be worked out between the
employee and his/her supervisor. Job announcements for Employment SpecialistsJob
Coach/Developers will list the number of hours per year for each position being recruited.

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________

______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

07 / 14 / 2022

07 / 13 / 2022

07 / 12 / 2022

07 / 08 / 2022

07 / 06 / 2022

07 / 06 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 10 – Compensation

The parties agree to replace Article 10, section 2.d of their collective bargaining agreement with
the following:

2.d Salary Schedule Increases:

Effective July 1, 2022, unit members shall receive an 8.0% increase to the salary
schedule. Effective July 1, 2023, unit members shall receive an 8.0% increase to the
salary schedule. Effective July 1, 2024, unit members shall receive an 8.0% increase to
the salary schedule. If one of the following employee groups: ASCOE, CTETA,
Classified Management or Certificated Management, receives a higher salary percentage
increase prior to June 30, 2025, the County Office agrees to increase the same percentage
for SEIU unit members during the same period of time as the increase for the other
group(s).  Compensation will not be reopened until the 2025-2026 school year.

The parties agree to add section 24 to Article 10 of their collective bargaining agreement:

24. Off Schedule Stipend:

Classroom, and custodial and maintenance operations staff employed as of Thursday,
September 1, 2022, will receive a one-time stipend of one thousand, five hundred dollars
($1,500) payable in December 2022.

Non-classroom, non-custodial and maintenance operations staff employed as of
Thursday, September 1, 2022, will receive a one-time stipend of seven hundred fifty
dollars ($750) payable in December 2022.

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________07 / 14 / 2022 07 / 06 / 2022
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______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

07 / 13 / 2022

07 / 12 / 2022

07 / 08 / 2022

07 / 06 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 23 – Duration

The parties agree to amend Article 23 of their collective bargaining agreement as follows:

1. Length of Agreement.

This Agreement shall become effective on July 1, 20222019, and shall continue in full
force and effect to and including June 30, 20252021.

2. Completion of Meet and Negotiation:

Except as provided elsewhere in this Agreement, during the term of this Agreement, the
Union expressly waives and relinquishes the right to meet and negotiate and agrees that
the County Office shall not be obligated to meet and negotiate with respect to any subject
or matter, whether referred to or matter may not have been within the knowledge or
contemplation of either or both the County Office or the Union at the time they met and
negotiated on and executed this Agreement, and even though such subjects or matters
were proposed and later withdrawn.

All meet and negotiation sessions to amend, modify, or change this Agreement for
subsequent years shall begin no later than April 30, 20252021, unless otherwise mutually
agreed by the parties in writing.

3. Notwithstanding section 2 of this Article, the parties agree that during the 2022/2023
school year, but no sooner than February 1, 2023, the parties agree to reopen negotiations
on Article 14, section 1 “Early Retirement Incentive” and to consider a pilot program for
a telework policy.

[This reflects the renumbering that will occur after adding a new Article 5 to the collective
bargaining agreement.]

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________07 / 14 / 2022 07 / 06 / 2022
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______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

07 / 13 / 2022

07 / 12 / 2022

07 / 08 / 2022

07 / 06 / 2022
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 Tentative Agreement 

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

 Article 12 – Leaves 

The parties agree to amend Article 12 of their collective bargaining agreement with the following 
deletions and additions if ratified by SEIU’s unit members. Necessary renumbering or 
re-lettering may not be highlighted in red. 

1. Authorized Holidays: 
a. Holiday with full pay shall be granted annually for all regular employees on the 

following days: 
(1) January 1, New Year’s Day 
(2) Martin Luther King Day 
(3) Lincoln’s Birthday 
(4) Third Monday in February, Washington’s Holiday 
(5) Last Monday in May, Memorial Day 
(6) June 19, Juneteenth 
(7) July 4, Independence Day 
(8) First Monday in September, Labor Day 
(9) November 11, Veterans Day 
(10) Thanksgiving Day 
(11) The Day Following Thanksgiving Day 
(12) Christmas Eve, December 24 
(13) December 25, Christmas Day 
(14) New Year’s Eve, December 31 
(15) Two (2) floating holidays--upon completion of six (6) months 

employment—administered as per paragraph (g) below. 

Such other days, or portions of days as may be designated by the 
Superintendent, the County Board, the Governor of California, the 
President of the United States or other proper authority. 

b. When a holiday falls on a Sunday, the following Monday shall be deemed to be 
the holiday in lieu of the day observed unless Monday is also a holiday. If 
Monday is also a holiday, the holiday falling on Sunday will be observed on the 
preceding Friday unless Friday is also a holiday then it will be observed on the 
preceding Thursday. (example: Christmas Eve falls on Sunday and Christmas Day 
falls on Monday - the holidays will be observed on the preceding Friday and the 
following Monday.) 

When a holiday falls on a Saturday, the preceding Friday shall be deemed to be 
the holiday in lieu of the day observed unless Friday is also a holiday. If Friday is 
also a holiday, the holiday falling on Saturday will be observed on the preceding 
Thursday. (example: Christmas Eve falls on Friday and Christmas Day falls on 
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Saturday - the holidays will be observed on the Thursday and Friday preceding 
the Saturday).

c. When an employee is required to work on any of said holidays,  s/he  they  shall be 
paid compensation, or given compensatory time off, for such work in addition to 
the regular pay received for the holiday at the overtime rate. (Note: This means 
regular pay or time, plus one and one-half (1 1/2) or a total of two and one-half (2 
1/2) times regular pay or time.) 

d. All employees, who are not normally required to work during the holiday periods 
listed in (a) above, shall receive their normal rate of pay for those holidays 
provided they were in a paid status during a portion of the working day of their 
normal assignment immediately preceding or succeeding the holiday periods 
mentioned. 

e. Employees assigned to Special Education, School and Community Services, shall 
work the calendars of the programs to which the employee is assigned. The 
operation of this provision shall not cause the loss of any of the above holidays. 

f. In the interests of uniformity in the operation of the county government, days off 
with pay may be granted to employees for holidays proclaimed for county 
employees by the Board of Supervisors or the County of Sonoma. 

g. Floating Holidays: Unit members shall be entitled to two (2) floating holidays per 
fiscal year which may be taken under the following formula: 
(1) On the first working day within the fiscal year that an employee has pay 

status as a permanent employee  s/he  they  shall be granted  the equivalent 
of two (2) floating holidays. 

(2) The two (2) days of floating holiday time must be used in the fiscal year 
earned or forfeited. 

(3) The floating holiday time may be taken in half hour increments and may 
be combined with other leave such as vacation time. 

2. Sick Leave  : 
a. Sick Leave Accrual:  At the beginning of each fiscal  year, the sick leave “bank” of 

each employee shall be credited with one day of sick leave for each month the 
employee is scheduled to work in the fiscal year. Part-time employees shall accrue 
sick leave on a pro-rata basis based on the number of hours per day the employee 
is normally scheduled to work and the number of months worked per fiscal year. 

The number of days credited to the employee’s sick leave “bank” may be adjusted 
to reflect a change in the employee’s work schedule which either increases or 
decreases the number of months per year or hours per day the employee is 
scheduled to work during the fiscal year. Unused sick leave hours shall be 
cumulative and may be carried over from one year to another. 
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b. Sick Leave Usage:  Sick leave may be taken in increments of no less than thirty 
(30) minutes but such leave shall not be combined with break times. Sick leave
credits may be used during the authorized absence of an employee for any of the 
following reasons: 
(1) Illness, injury, incapacity or exposure to contagious disease of the 

employee. Up to six  (6)  days of regular sick leave,  in addition to the 
seven (7) days allowed under Personnel Necessity Leave, may be used 
for illness, injury, incapacity or exposure to contagious disease of the 
employee’s immediate family or anyone, who over a period of time, has 
held the place of such a member; 

(2) For time needed by the employee to undergo medical, dental, or vision 
treatment or examination; 

(3) Incapacity due to the imminent or actual birth of a child. 

(4) Personal Necessity: 
(a)  Amount of Time  : An employee may elect to use, not  to exceed 

 seven (7) days in any one (1) fiscal year, sick leave which has been 
 earned pursuant to Education Code Section 45191, for personal 
 necessities. Such use of sick leave for personal necessities shall not 
 exceed seven (7) days in any one (1) fiscal year, unless approved 
 by the Superintendent. 

 Unit members may use up to four (4) days per year of the unit 
 member’s seven (7) days of personal necessity  leave  for absences 
 necessitated by personal necessity,  at the unit member’s  discretion. 
 Unit members need not give an explanation for use of these four 
 (4) personal necessity days. 

(b) Definitions  : 
“Personal Necessity” is defined as any situation which requires the 
unit member to be absent from work during regular work hours 
and which cannot be accomplished during the unit member’s 
non-work hours. 

“Immediate family” is as defined in this agreement. 
(c) Notice  : 

No notice nor advanced approval for the use of personal necessity 
leave shall be required for leave taken for any of the following 
reasons: 
(1) Death or illness of a member of  his/her  their  immediate 

family; or 
(2) Accident involving  his/her  their  person or property  or 

property of a member of  his/her  their  immediate family. 
(Please also see Sick Leave Usage.) 
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(d) Notice and advanced approval for the use of personal necessity 
leave shall be required for leave taken for any of the following
reasons: 
(1) Appearance in any court or before any administrative 

tribunal as a litigant or witness under subpoena or any order 
made with jurisdiction, and for which no other leave is 
provided for in this agreement; or 

(2) Required appointments for the employee,  his/her  their 
children, or other immediate family members in the 
household and volunteering in schools. 

(e) Inappropriate Use  : Personal necessity shall not be  used for 
recreation, extension of vacation  or holiday  , other  employment, 
work stoppage, or strike. 

(f) Approval Procedures  : 
(1) The immediate supervisor shall review the personal 

necessity leave request to approve or disapprove the time 
sequence and to ensure compliance with the contract. 

(2) No new employee with probationary status may use more 
than six (6) days of paid sick leave during the first six (6) 
months of employment without the written 
recommendation of the supervisor concerned and the 
approval of the Superintendent. 

An employee who is receiving full pay because of the use 
of accrued sick leave shall be entitled to all employment 
benefits. 

c. Notification  : Each employee who uses accrued sick  leave for an unanticipated 
illness, shall on the first day of absence, contact  his/her  their  supervisor, or 
designee(s), if the supervisor is unavailable, within one hour after the start of the 
employee’s normal work day. Absent employees who are assigned to work with 
students are requested to call in for a substitute by 6:00 a.m., but must call no later 
than 7:00 a.m. 

If the absence lasts more than one day, the absent employee is expected to remain 
in regular contact with  his/her  their  supervisor regarding  the date the employee 
will be able to return to work. 

d. Verification  : A unit member may be required to present  proof of illness or 
incapacity in order to qualify for pay during sick leave. A medical certificate may 
be required to substantiate any claim of workers’ compensation regardless of 
length. For sick leave claims other than workers’ compensation, substantiation 
will not be required for leaves of three (3) days or less unless the person has been 
notified verbally or in writing about concerns of excessive/inappropriate use or 
abuse of sick leave. Substantiation may be required for any length of requested 
sick leave if the employee has exhausted their accumulated sick leave. 
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e. Application Sub Difference  Extended Illness Differential  Leave  : 
(1) When an employee has expended his/herexhausted their accrued sick

leave and  is  continues to be  absent due to illness  or injury  for a period of 
five (5) consecutive days, the employee would have been on duty  , the 
employee shall be eligible for  sub  extended illness  differential leave 
retroactive to the first day of the  five day waiting  period. When an 
employee has expended his/her accrued sick leave and is absent due to 
an illness or  illness/  injury  which in the case of  an ongoing condition has 
a composite duration of five (5) days of work or more, the employee 
shall be eligible for  . 

(2) Extended illness  differential  leave  . Differential  leave  shall be for a 
maximum of one hundred (100) duty days from the first day of the 
absence  .  per fiscal year and per illness/injury. 

(3) The amount deducted from the salary due the regular employee for any 
month in which the absence occurs shall not exceed the sum which is 
actually paid  to  a substitute employee employed to  fill  his/her  their 
position during the absence. In the event that the absent employee is in 
the first step of a salary range, the employee shall receive at least a five 
(5) percent differential. 

(4) An employee eligible for sub differential leave may, with the approval of 
his/her immediate supervisor, use accrued vacation or compensatory 
time between the expiration of sick leave and the beginning of sub 
differential leave. 

(5) An employee on  sub  extended illness  differential leave  which extends 
into a new fiscal year shall be eligible only for the unexpended days of 
the initial  sub  extended illness  differential leave for the same illness or 
injury. 

f. Sick Leave Conservation Incentive  : Each employee who uses less than five (5) 
days, or forty (40) hours, sick leave between July 1 to June 30 of each year shall 
receive a Sick Leave Conservation Incentive of one (1) additional vacation day. 
Employees are encouraged to use this additional vacation day within the fiscal 
year it is received. 

g. During an approved leave, including sub differential leave, the employee shall be 
entitled to continue all medical insurance coverage (health, dental and vision) on 
the same terms and conditions  as  if employment had continued in active status. 

3. Catastrophic Leave  : 
a. Definition:  Catastrophic leave is a paid leave of  absence due to verifiable, 

long-term illness or injury such as, but not limited to, cancer or heart attack, 
which clearly disables the individual for more than twenty (20) days. 
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b. Coverage  : All permanent employees shall be eligible for such leave due to their 
own serious illness/injury or the serious injury/illness of an immediate family
member defined as spouse, parent, sibling, or child. 

c. Other Leave  : An employee must first exhaust all accrued leaves before qualifying 
for Catastrophic Leave. 

d. Catastrophic Leave Generic Bank of Hours  : Each permanent  employee who 
separates from the County Office, through other than layoff, may elect to donate 
up to twenty-five percent (25%) of unused accrued sick leave, up to a maximum 
of forty (40) hours, into a generic catastrophic leave hours bank. Each employee 
who elects to make such a donation will sign a form making an irrevocable choice 
to donate a specific number of hours. Such donated sick leave hours may not be 
transferred to subsequent employment with another educational institution. 

Each employee, who otherwise qualifies to use catastrophic leave, once accrued 
paid leave time has been exhausted, may apply to use up to forty hours per fiscal 
year of time in the generic catastrophic leave bank. Such time will be allocated to 
employees on a first come, first serve basis based on the application date for 
catastrophic leave. An employee may use up to forty hours of generic catastrophic 
leave prior to withdrawing time donated specifically on  his/her  their  behalf. 

e. Catastrophic Leave Specific Bank of Hours  : Catastrophic  Leave taken by an 
employee, beyond the forty (40) hours allowed from the generic bank of hours, 
shall be counted against a bank of hours specifically donated by other County 
Office employees on behalf of the affected employee. No employee shall be 
allowed to use more than four hundred eighty (480) hours from the specific 
catastrophic leave bank in one (1) fiscal year; nor may the employee use more 
than the total number of hours available in the bank. 

f. Employee Donation of Hours:  County Office employees  donating sick leave, 
vacation, or compensatory time to the Catastrophic Specific Leave Bank for a 
specific individual, must donate in increments of whole hours. The donating 
employee must have a vacation leave balance of at least forty (40) hours after the 
donation of vacation time and/or eighty (80) hours of sick leave after the donation 
of sick leave time. Employees may donate all of their accrued compensatory time 
to the bank upon written waiver. Donated time and time used will be added or 
deducted in full-hour increments, and will be considered as equivalent in value for 
purposes of this section only. 

4. Vacation Leave  : 

a. Vacation Accrual Limits  : Each bargaining unit employee,  shall accrue vacation 
leave with full pay as provided herein. Each employee with less than eleven (11) 
years of service may carry over a maximum of thirty (30) days vacation leave 
from one (1) fiscal year to the next and employees employed for eleven (11) years 
or more may carry over thirty-seven (37) days, provided however, that they use 
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enough vacation leave during the same year to bring the accrual total to the 
thirty-seven (37) day maximum.

Except in special cases as determined by the Superintendent, no employee may 
take such leave, or receive payment in lieu thereof until  s/he has  they have 
completed six (6) months of continuous service in the Sonoma County Office of 
Education. At the end of the fiscal year an employee who has accumulated more 
than the maximum allowable vacation carry over may receive payment for all 
vacation credit accrued above the maximum. However, upon written request and 
at the discretion of the Superintendent, employees may be allowed to carry over 
vacation credit in excess of the maximum. 

b. Vacation Accrual Rates  : 

(1) Vacation Schedule shall be as follows: 
0 to 5 years 12 days 
6 to 10 years 15 days 
11 to 15 years 18 days 
15 or more years 21 days 

(2) No employee shall accrue any paid vacation leave  for  during  any period 
of leave without pay, absence without leave or suspension. 

c. Vacation Scheduling  : Vacation schedules shall be arranged  by the supervisor with 
particular regard to the needs of service and with regard to the wishes of the 
employee. Every effort shall be made to arrange vacation schedules so that each 
employee will take as much vacation in each year as accrued to  him/her  them  in 
that year. 

When an employee has over twenty-four (24) working days of accrued unused 
vacation leave, the County Office may require this employee to take up to ten (10) 
working days of vacation within the fiscal year. The schedule of such required 
vacation shall be arranged to take place during a time which is mutually agreeable 
to the employee and the supervisor. 

All vacation other than required vacation may be so divided as the needs of the 
service require or permit, except that the office shall make every effort to provide 
employees the opportunity to take at least one week of uninterrupted vacation 
time. 

No employee may take vacation leave without advance approval of the supervisor. 
No employee may take vacation leave in advance of that actually accumulated by 
him/her  them  at the time such leave is taken without  the written recommendation 
of the supervisor concerned and approval of the Superintendent. 

When an employee is restricted on use of vacation during a certain month or 
months of the year due to needs of the County Office, the County Office shall 

Doc ID: 82ef44265b41b3f63479e1890f2503d77f4c9035



make every effort to be flexible in accommodating the employees request(s) to 
use vacation during the remaining months in the year.

d. Vacation Usage  : Vacation leave may be taken in increments of no less than thirty 
(30) minute increments but such leave shall not be combined with break times. 

5. Industrial Accident and Industrial Illness Leave  : 

In the case of an industrial accident, injury, or illness the employee shall report the 
incident before the end of the workday in which the injury occurred. All injuries or 
accidents not reported the same day require justification for the delay. 

a. Leaves resulting from an industrial accident, injury, or illness shall be granted in 
accordance with the provisions of Education Code Sections 44043, 45192 and this 
rule. 

b. An employee in the classified service, who is absent from duty because of an 
accident, injury, or illness defined as industrial under provisions of the Workers’ 
Compensation Insurance Law, shall be granted paid Industrial Accident/Illness 
Leave for each such accident, injury, or illness while receiving temporary 
disability benefits from Workers’ Compensation, provided that: 

(1) S/he has probationary or regular  status. 

(2) In the opinion of the County Office of Education’s insurance carrier, the 
accident, injury, or illness constitutes an industrial accident/illness, or, if 
contested, it is ultimately determined to be work-related. 

c. Sonoma County Office of Education employees who have experienced a 
work-related injury and are absent from work due to the accident, injury, or illness 
shall be entitled to Industrial Accident/Illness Leave as set forth in the following 
conditions and regulations: 

(1) Industrial Accident/Illness Leave shall be for a maximum of sixty (60) 
days for each accident, injury, or illness. Eligibility for Industrial 
Accident/Illness Leave shall continue for only such period as the 
employee qualifies under the workers’ compensation laws. 

(2) Allowable Industrial Accident/Illness Leave shall not accumulate from 
year to year; nor from one accident/illness to another. 

(3) Industrial Accident/Illness Leave shall commence on the first day of 
absence. Absences in relation to the employee’s work-related injury that 
are supported by a physician’s authorization, i.e., work status report, and 
which are verified by the County Office of Education’s insurance carrier, 
as qualified for workers’ compensation are absences payable under 
Industrial Accident/Illness Leave. 
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If the insurance carrier should place a workers’ compensation claim on a 
“delay status”, the employee’s absence will be charged to the employee’s
personal leave account i.e., (sick leave) until the claim is accepted or 
denied. If the claim is accepted, any personal leave that was used during 
the delay period will be reversed and the absence will be charged to 
Industrial Accident/Illness Leave (workers’ compensation). If the claim 
is denied by the insurance carrier, the employee’s absence will continue 
to be deducted from personal leave time. 

(4) Employees who are absent from work on account of an Industrial 
Accident/Illness Leave shall receive wages, that when combined with 
the temporary disability indemnity award made under workers’ 
compensation, shall not exceed  his/her  their  normal  wages. 

(5) Industrial Accident/Illness Leave shall be reduced by one day for each 
day of authorized absence regardless of a temporary disability indemnity 
award made under workers’ compensation. But, as in the case of an 
employee being returned to modified duty where  his/her  their  workday 
hours are temporarily reduced (modified), Industrial Accident/Illness 
Leave shall be pro-rated and will be reduced only by a portion of one 
day for each portion of one day of authorized absence. 

Employees shall also be allowed to use their sixty (60) days of Industrial 
Accident/Illness Leave on a pro-rated basis for medical appointments 
related to an active workers’ compensation claim. Any time used for 
such purposes shall be charged against the employee’s sixty (60) day 
Industrial Accident/Illness Leave allowance at a proration of sixty (60) 
minutes in fifteen (15) minute increments. This same formula shall be 
used to determine the percentage of a day to be counted if a classified 
employee is using  his/her  their  sixty (60) day Industrial  Accident/Illness 
Leave allowance or personal leave. Within one week of the medical 
appointment, the employee must submit to the Human Resources 
Department, written verification, i.e., a work status report, from 
his/her  their  treating physician stating that the appointment  is related to 
his/her  their  active workers’ compensation claim for  it to be counted as 
Industrial Accident/Illness Leave. 

(6) When an Industrial Accident/Illness Leave overlaps into the next fiscal 
year, the employee is entitled to only the remaining amount of  his/her  their 
unused sixty (60) day leave for the same illness or injury 

Upon expiration of the allowable sixty (60) day leave for an industrial 
accident or illness, the employee may use personal illness and injury 
leave. If the employee continues to receive temporary disability indemnity, 
s/he  they  may elect to take as much of the accumulated  or available sick 
leave, accumulated compensating time, vacation or other available leave 
which, when added to  his/her  their  temporary disability  indemnity, will 
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result in a payment to the employee of not more than the employee’s full 
salary. (Education Code 45192)

(7) The sixty (60) day Industrial Accident/Illness Leave is part of a five (5) 
month differential leave that is available to classified employees 
(70.400.5E). Upon exhaustion of the sixty (60) days the employee’s 
entitlement leave, i.e., sick leave, accrued vacation, earned compensatory 
time, other earned paid leave, i.e. floating holiday, will then be used for 
the remainder of the five (5) month differential leave. 

If the employee’s entitlement leave is exhausted prior to the expiration of 
the five (5) month differential leave the employee will be entitled to 
substitute differential pay for the remainder of the leave. 

If the employee continues to receive a temporary disability indemnity 
award, only the portion of entitlement leave or substitute differential shall 
be used which, when added to his/her temporary disability indemnity 
award, will result in a payment to the employee of not more than the 
employee’s full day’s wage or salary. (Education Codes 45191, 45192, 
45196) 

(8) The sixty (60) day Industrial Accident/Illness Leave is part of the 100 days 
of extended illness differential leave that is available to classified 
employees in Article 12, paragraph 2.E. 

(9) After the expiration of all paid leave privileges, the employee may request 
that the appointing authority place the employee on an Industrial 
Accident/Illness Leave without pay. The total time of all leave benefits 
provided under this rule, including unpaid Industrial Accident/Illness 
Leave, shall not exceed thirty-six (36) months for any one (1) industrial 
accident/illness. 

(10) When all paid or unpaid leaves of absence have been exhausted and an 
employee is still unable to assume the duties of  his/her  their  position, the 
employee’s name shall be placed on the reemployment list for the class 
from which  s/he was  they were  on leave, for a period  not to exceed 
thirty-nine (39) months. 

(a) Those employees who have been placed on the thirty-nine (39) month 
reemployment list after the exhaustion of their  paid  industrial 
accident/illness leave shall receive up to three (3) months health 
benefits with the County Office advancing the full premium for those 
former employees, as long as they were enrolled in SCOE’s medical 
benefits at the time of placement. Such payment of premium will 
terminate if the former employee secures other employment that 
provides health insurance coverage.  If the former employee does not 
return to employment with SCOE for six (6) months or more, SCOE 
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will not collect the employee’s share of the premium for the three (3) 
months the premium was advanced. If the employee does return to
employment with SCOE within six (6) months of the separation date, 
the County Office will collect the employee’s share of the premiums 
that were advanced pursuant to this section. The employee may 
request a time period of up to nine (9) months for collection of the 
employee’s share of the premium. 

(b) Once the County Office stops making its contribution, the former 
employee is entitled to participate in benefits at the former employee's 
own expense under the COBRA time period for continuation of 
benefits. 

(11) In accordance with Government Code 21153, if it is believed that an 
employee is disabled the County Office,  prior to placing  the employee on 
the thirty-nine (39) month reemployment list  , must  apply for PERS 
disability for the employee unless the employee waives, in writing, 
his/her  their  right to disability retirement and elects  to either withdraw 
contributions or leave them in the fund with rights to PERS service 
retirement. If PERS retires the employee,  his/her  their  employment with 
the County Office is ended as of the date of retirement. 

(12) An employee shall be permitted to return to service at any time prior to the 
expiration of the thirty-nine (39) months only upon presentation of a 
release from  his/her  their  treating physician. The  release shall certify that 
the employee is able to return to  his/her  their  position  without restrictions 
or limitations. If the medical release limits the work activities of the 
employee, the County Office shall determine if a reasonable 
accommodation can be made. The employee shall not return to work until 
such determination is made. 

The employee shall be reemployed in the first vacancy in the classification 
of  his/her  their  previous assignment. The employee  shall have preference 
over all other applicants except those laid off for lack of work/lack of 
funds, in which case they are ranked according to seniority. Upon 
resumption of duties, the break in service shall be disregarded and 
employee fully restored with permanent status. (Education Code 45195) 

An employee who fails to accept an appropriate assignment, after being 
medically approved therefor, shall be removed from the thirty-nine (39) 
month reemployment list. Appropriate assignment is defined as an 
assignment to the employee’s former class  ,  and  in  his/her  their  former 
status and time basis  , and in assignment areas in  which the employee has 
made himself/herself available  . Employees removed  from a reemployment 
list under this Rule may appeal the removal to the Personnel Commission. 
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(13) A regular  employee’s salary is computed on the basis of the number of 
hours and days in his/hertheir basic daily assignment. An employee who is
not fulltime shall have  his/her  their  regular salary  computed on the basis of 
the average number of hours worked each month in which the employee 
was in paid status during the preceding year. 

The Superintendent shall issue to the employee appropriate warrants for 
payment of wages, loss of benefits, salary, and/or leave benefits, and shall 
deduct normal retirement and other authorized contributions. 

Final allowance for permanent industrial disability settlements shall not be 
subject to remittance to the County Office under this rule. Eligibility for 
purposes of accruing vacation and sick leave will be suspended during 
disability leaves without pay. 

6. Bereavement Leave  : 
a. An employee shall receive necessary leave of absence with full pay, not to exceed 

three (3) days, or five (5) days if travel over  four  two  hundred  fifty 
(450  twenty-five (225  ) miles  each way  is required in  the event of death of a 
member of the immediate family as defined below.  With  approval from the 
County Superintendent or designee, an employee may be granted additional 
earned leave to meet the needs of their family that result from a death of a family 
member. 

b. For the purposes of this Article XI, Section 6 (Bereavement Leave), immediate 
family is used as defined in Article II. 

c. Any denial of bereavement leave will be in writing and state the reason for the 
denial. 

d. If needed, additional absence without loss of salary will be allowed in accordance 
with Section 2. If additional time is needed, the employee may request the use of 
accrued vacation time or compensatory leave time. 

e. An employee may receive time up to one (1) day with full pay to attend the 
funeral of a close, personal friend. 

7. Volunteering in Schools Under the Family School Partnership Act (FSPA) 1996  : 

a. Employees  may take  are entitled to  up to forty (40)  hours  of unpaid leave  per year 
(up to  for either: 

(1) To find, enroll, or reenroll their child in a school or with a licensed child 
care provider, or to participate in activities of the school or licensed 
child care provider of their child, if the employee, prior to taking the 
time off, gives reasonable notice to their supervisor of the planned 
absence. Time off pursuant to this subparagraph shall not exceed  eight 
(8)  hours in  a  any  calendar month  ) to participate in  their child’s school or 
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child care activities.  There are three types of paid leave available:  of the 
year.

(2) To address a child care provider or school emergency, if the employee 
gives notice to their supervisor. An emergency is as defined in Labor 
Code section 230.8. 

b. Employees may choose to utilize their  Vacation, Compensatory, or Personal 
Necessity  leave  (up to one day per year  ). Unpaid leave  may be used at the 
discretion of the Supervisor  ) to receive pay for leave  taken pursuant to this 
paragraph  . 

8. Jury Duty and Witness Leave  : 

a. Leave of absence for jury service shall be granted to any classified employee who 
has been officially summoned to jury duty in local, State, or Federal Court. Leave 
shall be granted for the period of service. The employee shall receive full pay 
while on leave provided that the jury service fee, if any, for such leave is assigned 
to SCOE and the subpoena or court certification is filed with the Superintendent. 
Request for jury service leave should be made by presenting the official court 
summons to jury service to the Human Resources Department. 

In addition, prior to reporting for duty, the employee shall consult with their 
immediate supervisor regarding the impact of serving on a jury which is 
scheduled for three (3) weeks or more. 

b. Leave of absence to serve as a witness in a court case shall be granted to an 
employee when  s/he has  they have  been served a subpoena  to appear as a witness, 
not as the litigant in the case. The length of the leave granted shall be for the 
number of days in attendance in court as certified by the clerk or other authorized 
officer of the court. The employee shall receive full pay during the leave period, 
provided that the witness fee, if any, for such leave is assigned to SCOE and the 
subpoena or court certification is filed with the Superintendent. Request for leave 
of absence to serve as a witness should be made by presenting the official court 
summons to jury service to the Department Head. 

c. The jury service fee and witness fee, if any, referred to in (a) and (b), respectively, 
do not include reimbursement for transportation expenses. 

d. An employee who has received leave of absence under this contract section shall 
make himself/herself available for work during hours when  his/her  their  presence 
is not required in court. 

9. Absence to Participate in Promotional Process  : Every  employee shall be permitted to be 
absent from  his/her  their  duties during working hours  in order to participate in any part of 
an promotional application process within the Sonoma County Office of Education 
without deduction of pay or other penalty. 
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10. Military Leave  : Military Leave of Absence shall be  granted and compensated in 
accordance with Military and Veterans Code Section 389 and 395.

11. Leave of Absence Without Pay  : 

a. Leave of absence without pay may be granted to a bargaining unit employee, 
upon the written request of the employee and the approval of the Superintendent 
or  his/her  their  designated representative, subject  to the following restrictions: 

(1) A full or partial leave of absence, without pay may be granted for any 
period not exceeding one (1) year, on a year-by-year basis, except that 
leave of absence for military service shall be granted as provided by 
Education Code and the Military and Veterans Code, and leave of absence 
for service in the Peace Corps or the Red Cross or Merchant Marine 
during time of national emergency may be granted for a period not to 
exceed twenty-four (24) months. 

(2) The granting of a leave of absence without pay gives to the employee the 
right to return to  his/her  their  position at the expiration  of  his/her  their  leave 
of absence, provided that  s/he is  they are  physically  and legally capable of 
performing the duties. The position may be filled only for the duration of 
the leave, and the employee so assigned must be released or reassigned 
upon completion of the leave and return of the regular employee. 

(3) The granting or denial of any leave without pay for whatever reason is 
within the discretion of the Superintendent. Requests for such leave will 
not be arbitrarily denied, and upon request, written reasons will be 
provided. Each such request will be considered on its individual 
circumstances and merit and the granting or denial shall not act as 
precedent from one year to the next or from one employee to another. An 
employee may or may not be required to exhaust all paid leaves to which 
they are entitled prior to taking a leave without pay. 

(4) A leave of absence without pay of any length may cause a loss of 
retirement service credit. 

b. The Superintendent, as ex-officio secretary for the Board of Education may, for 
good cause, cancel any leave of absence by giving the absent employee due 
notification. The employee may appeal the cancellation through the grievance 
procedure. 

c. An employee may make a written request to the Superintendent, as ex-officio 
secretary for the Board of Education to return to work prior to the expiration date 
of the leave. The Superintendent may approve or reject the request. 

d. Failure to report for duty within five (5) working days after a leave has been 
canceled or expires shall be considered abandonment of the position and the 
employee may be terminated by the Superintendent, as ex-officio secretary for the 
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Board of Education. The termination may be appealed to the Personnel 
Commission in the same manner as any other dismissal for cause. This provision
is not applicable to military leave. 

e. If an employee cannot be placed in a vacant position in  his/her  their  class upon 
return from leave of absence,  s/he  they  shall have  bumping and reemployment 
rights, in accordance with  his/her  their  seniority,  in the same manner as if  s/he  they 
had been laid off for lack of work or lack of funds on the date  his/her  their  leave 
expires. 

f. Medical benefits During Sub Difference Leave  : The  County Office shall continue 
to make its normal contributions towards the cost of health, dental, vision, and 
long term disability coverage for an employee who is on sub difference leave for 
the duration of the leave or five months, whichever is less. After the initial five 
(5) months of sub difference leave, the  Medical benefits  During Unpaid Leave: An 
employee who is on leave without pay shall be allowed to continue any or all of 
the insurance benefits provided under this agreement at the employee’s own 
expense, subject to carrier approval, until the employee returns from such 
approved leave. 

g. Re-enrollment in Medical Plans  : 

(1) Medical Plans: An employee who is on leave without pay, who has elected 
not to continue medical benefits while on the leave, shall be required to 
re-enroll in the medical program in which the employee participated prior 
to the leave without pay subject to carrier approval. 

(2) Dental Plan: Eligible employees on leave of absence may continue to be 
provided benefits provided continued premium charges are paid. An 
employee who elects not to pay premiums while on leave, will be 
reinstated at seventy percent (70%) reimbursement upon return to work. 

12. Pregnancy Disability Leave (PDL)  : 

a. A pregnancy  Pregnancy  disability leave  may  will  be granted  to an employee upon 
request for  time prior to the expected delivery date,  pregnancy,  childbirth and 
related medical conditions  up to four (4) calendar  months  .  (17 and 1/3rd work 
weeks).  For less than full-time employees, the leave  time is prorated.  The 
employee shall provide the specific dates of the requested leave and a doctor’s 
verification. 

b. During an approved leave the employee shall be entitled to continue all medical 
insurance coverage (health, dental and vision) on the same terms and conditions 
as  if employment had continued in active status. 

c. Accrued vacation may be used before, during or after the pregnancy leave and as 
provided under long-term disability. In lieu of paid leave, the employee may 
choose an unpaid leave as provided in Section 16 of this Article. 
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d. During the course of the leave, the employee is required to use accrued sick leave. 

e. Employees on this leave return to their former position and department, subject to
reassignment and transfer on the same basis as other unit members. 

f. No later than two (2) weeks before the end of an approved pregnancy leave, the 
unit member shall notify the Human Resources Department in writing of the 
following: 

(1) intent to return to duties at the expiration of the leave; or 

(2) their resignation with effective date; or 

(3) a request for other available leave(s). 

13. Parental Leave  : 

a. Parental leave may be granted within the first year of the birth of a child, when an 
employee adopts a child, or when other circumstances warrant such leave  .  , 
pursuant to Education Code section 45196.1. 

b. Employees on this leave return to their former position and department, subject to 
reassignment and transfer on the same basis as other unit members. 

c. During an approved Parental Leave the employee shall be entitled to continue all 
medical insurance coverage (health, dental and vision) on the same terms and 
conditions  as  if employment had continued in active  status. 

d. Parents who are both employed by the County Office, have a combined total of 
twelve (12) work weeks within a twelve (12)-month period. 

e. No later than two (2) weeks before the end of an approved Parental leave, the unit 
member shall notify the Human Resources Department in writing of the 
following: 

(1) intent to return to duties at the expiration of the leave; or 

(2) their resignation and effective date; or 

(3) a request for extension of other available leave(s). 

14. Family Medical Leave Act (FMLA)/CA Family Rights Act (CFRA)  : 

a. Each  qualified  employee  who has been employed by the  County Office for more 
than one continuous year is  can be  eligible for  these  leaves, not to exceed a total 
Family Medical Leave Act (“FMLA”) and/or California Family Rights Act 
(“CFRA”) leave  of  up to  twelve  (12)  work weeks  within  a  per  twelve  (12)  -  month 
period  and these leaves  for the reasons set forth in  the various statutes. This leave 
runs concurrently with any applicable paid leave time. These statutes are different 
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and one or both may apply to a particular situation; when both apply, they will  run 
concurrently.

These leaves 

b. Family Care Leave  may be used for  the following reasons: 

(1) To  care  for one's own serious health condition; 

(2) To care for certain family members' serious health conditions; 

(3) To bond with a new child; 

(4) When there is a qualifying exigency related to the covered active duty or 
call to covered active duty  of  a  an employee's  spouse,  domestic partner, 
child  or parent in the US Armed Forces, or 

(5) To care for a spouse, child, parent, or next  of  the  employee or  kin in the 
armed services or National Guard who receives a serious injury or 
illness in the line  of  the  duty. 

c. Leave described in 14.b.2  may be taken to care for the serious health condition of 
a spouse, domestic partner, parent  , child (of any  age), child of a domestic partner, 
grandparents, grandchildren, and siblings. 

d. This leave may be taken intermittently  with  County  Office agreement. 

e. During the period of leave, the County Office shall allow the unit member to elect 
to use their accrued sick leave. Unit members may use other paid or unpaid leaves 
provided in this Article. 

f. The unit member shall continue to be entitled to participate in health plans, 
pension and retirement plans, and supplemental unemployment benefit plans to 
the same extent and under the same conditions as apply to  an  illness, injury 
(including, but  unpaid leave taken for any other purpose. 

g. The unit member shall retain their employee status with the County Office during 
the leave period, and the leave shall  not  limited  to, on the job injuries), 
impairment  constitute a break in service for purposes  of longevity, seniority  , or 
physical  any other employee benefit plan. Unit members  who are granted such 
leave shall be employed in the same  or  mental condition  that involves either 
inpatient  comparable position upon return from leave. 

h. If a unit member's need for family  care  or continuing  leave is foreseeable, they 
shall give the County Office reasonable advance notice. If the leave is needed for 
a planned medical  treatment  by their  or supervision,  the unit member shall make a 
reasonable effort to schedule the treatment or supervision to avoid disruption of 
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school or County Office operations. This scheduling shall be subject to the health 
care provider's approval.

i. A unit member's request for leave to care for an immediate family member who 
has a serious health condition shall be supported by a certification from the  health 
care provider. 

During the period of such leave the County Office shall maintain the employee’s 
health benefits, if any, on the same basis as if the employee was in paid status. 
Upon return from leave, the employee returns to their former position and 
department, subject to reassignment and transfer on the same basis as other unit 
members. The employee’s absence under this provision  of the person requiring 
care, on a form to be provided by the County Office. 

j. The County Office shall not refuse to hire and  shall  not  be considered a break in 
service. 

The employee must provide the County Office with at least thirty (30) days 
advanced notice for the leave if the need is foreseeable, or if such notice is not 
foreseeable, notice must be given as soon as practicable under the 
circumstances  discharge, fine, suspend, expel or discriminate  against any unit 
member because they exercise the right to this leave or because they give 
information or testimony related to their or another person's leave in an inquiry 
related to family leave rights  . 

k. This paragraph is intended to implement the terms and conditions of Government 
Code section 12945.2 (CFRA) and 28 USC 2601  et seq  (FMLA), and 
interpretations of these laws will apply to interpretations of this paragraph. 

Tentatively agreed to by: 

For SCOE: For SEIU: 

_____________________________ ______________________________
Steve Herrington Aaron Burton 
County Superintendent Field Representative 

Date: ___________________ Date: ___________________ 

______________________________ ______________________________
John Laughlin Abigail Ward 
Associate Superintendent Job Steward 

Date: ___________________ Date: ___________________ 

(Additional signatures on next page) 

07 / 20 / 2022

07 / 20 / 2022 07 / 19 / 2022

07 / 15 / 2022
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______________________________
Alli Britton 
Job Steward 

Date: ___________________ 

_____________________________
Karen Catalano 
Job Steward 

Date: ___________________ 07 / 19 / 2022

07 / 19 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Multiple Articles

The parties agree that the following Articles from their collective bargaining agreement that
expired on June 30, 2022, will be incorporated into their successor collective bargaining
agreement as-is, with the exception of the global agreement changes identified in this Tentative
Agreement:

Article 1 – Recognition

Article 2 – Definitions

Article 8 – Job Stewards

Article 11 – Benefits

Article 13 - Retirement

Article 18 – Training

Article 19 – Contracting Bargaining Work

Article 20 – Grievance Procedure

Article 21 – Severability and Replacement

Article 22 – Enactment

Global changes from the last collective bargaining agreement to the successor collective
bargaining agreement:

Roman numeral numbering for Articles will be replaced with decimal numerals. For
example, Article III becomes Article 3 and Article IV becomes Article 4.

Previously, the parties tentatively agreed to add a new Article 5 to the collective
bargaining agreement. Existing references to Articles 5 and up will be changed to reflect
this renumbering. For example, Article 5 (Employee Rights) in the previous collective
bargaining agreement becomes Article 6 (Employee Rights) in the successor collective
bargaining agreement. These changes were not made in the parties’ tentative agreements
to make it easier to compare the tentative agreements to the previous collective
bargaining agreement.

Gendered language (he/she, his/hers) will be replaced with gender-neutral language
(they/theirs).

Tentatively agreed to by:
(Signatures on next page)
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For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________

______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________07 / 20 / 2022

07 / 20 / 2022

07 / 20 / 2022

07 / 20 / 2022

07 / 20 / 2022

07 / 20 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 14 – Employment Rights

The parties agree to amend Article 14 of their collective bargaining agreement with the following
deletions and additions if ratified by SEIU’s unit members. Necessary renumbering or
re-lettering may not be highlighted in red.

5. Layoff:

“Days” as used in this section means calendar days. If the County Office proposes to lay off an
employee for the ensuing school year due to a lack of work or lack of funds, it shall notify the
Union in writing no later than March 15. Employees to be laid off due to lack of work or lack of
funds shall be given written notice no later than March 15 that it has been recommended that the
notice be given to the employee, stating the reasons that the employee’s services will not be
required for the ensuing year, and informing the employee of the employee’s displacement rights,
if any, and reemployment rights.

If the County Office proposes to lay off an employee as a result of the expiration of a specially
funded program, it shall notify the Union in writing at least sixty (60) days in advance of the
effective date. EmployeesUnit members to be laid off shall receive no less than sixty (60) days
written notice of a lay off.

The County Office agrees to negotiate with the Union regarding the effects of a layoff upon
request.

. . .

5.a.(3) If an employee is demoted to a position in a lower paid classification as a result of
implementation of a layoff, the employee’s hourly rate of pay will be “Y rated.”

a. The employee is advised to consult with Human Resources to determine if the
employee’s salary will eligible to be Y rated.

b. If the employee’s salary is Y rated, the salary The hourly rate of pay will remain
in Y rated status until such time as:

a. The hourlysalary range for the employee’s new job position is equal to or
exceeds the amount being paid to the employee under Y rating.

b. The employee is reinstated to his/her previous position, or

c. The employee refuses an offer to be reinstated to his/her previous position,
or

d. The hourly rate of paysalary exceeds Y rating for any other reason. For an
additional explanation on Y-Rating please review the 2021 Merit Rules
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Section 70.200.8 starting on page. 98.(Please see Merit Rules for an
explanation of Y rating.)

5.b.1 Continuation of Health Benefits:

Employees laid off will receive up to three (3) months of health benefits paid by the
County Office. Such payment of premium will terminate if the laid off employee secures
other employment which provides health insurance coverage. Laid off employees who
did not elect to receive health coverage through the County Office during their
employment will instead receive a $500 support stipend.

c. Time Offon the Job to seek Employment: Each employee who has been notified they are
to be laid off and who has not been transitioned into another County Office position, may
use up to four (4) days of unused, accrued sick leave and two (2) days of “New
Employment Leave” to apply, interview, or look for seek other employment. Employees
must have prior approval from their supervisor to use this time off. Requests for this
leave must be submitted three (3) business days in advance and is subject to approval.
SCOE will make every effort to accommodate these leave requests.

d. Job Fair: When SCOE has served employees with preliminary layoff notices due to lack
of work or lack of funds, SCOE will offer support to assist employees facing layoffs in
composing their resumes, provide interview tips and provide information and assistance
to connect employees to districts that may be hiring. SCOE agrees to hold a Job Fair by
the last week in May 2022 to host all Sonoma County School Districts hiring impacted
classifications.

e. Layoff Substitute Pay: Any Teaching Assistant may be rehired to serve as a Substitute
Teaching Assistant at their last hourly rate of pay on a day-to-day basis. Substitute
teaching does not replace the protections afforded by the Education Code or Rehire List.
SCOE will prioritize laid off Teaching Assistants before recruiting elsewhere.

f. Retired Substitute Pay: Any retiree hired as a classified substitute will be paid at the step
last reached as of when they retired regardless of the range for which they are hired, and
at the range applicable to the substitute position.

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________
(Additional signatures on next page)

07 / 20 / 202207 / 20 / 2022
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______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________07 / 20 / 2022

07 / 20 / 2022

07 / 20 / 202207 / 20 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 15 – Management Rights

The parties agree to amend Article 15 of their collective bargaining agreement with the following
additions if ratified by SEIU’s unit members:

Except as limited by the express terms of this agreement, it is understood and agreed that the
Board and the Superintendent retain all of their powers and authority to direct and control to the
full extent of the law. Included in but not limited to those duties and powers are the rights to:
direct the work of its employees; determine the method, means and services to be provided;
establish the educational philosophy and the goals and objectives; insure the rights and
educational opportunities of students; determine the staffing patterns; determine the number and
kinds of personnel required; maintain the efficiency of the County Office operation; determine
the curriculum; build, move or modify the facilities; develop and implement budget procedures;
determine the methods of raising revenue; and contract out work. In addition, the County Office
retains the right to hire, assign, evaluate, promote, terminate and discipline employees.

In the event of an emergency, the County Office shall have the right to rescind any portion of this
Agreement directly related to the nature of the emergency, excluding Articles 11
“Compensation” and 12 “Benefits.” In the event of an emergency, the County Office shall have
the right to request renegotiation of any terms in Articles 11 or 12 for the duration of the
emergency. “Emergency” as used in this Article is limited to those highly unusual or catastrophic
situations which would prevent the normal functioning of the County Office pursuant to this
Agreement. Whenever reasonably possible, prior to a declaration of emergency by the County
Office, SEIU 1021 shall be given written notification of the County Office’s intent. A meeting
shall be held with SEIU 1021 to discuss the nature of the emergency and the necessary steps that
have been, or will be, taken. At the cessation of the emergency, the rescinded or renegotiated
contractual terms shall be automatically reinstated as they existed at the start of the emergency.
All public employees, including unit members, are “disaster service workers” under state law
(see Gov’t. Code sec. 3100 et seq.) and this Article does not limit any of SCOE’s rights under
state law to direct disaster service workers.

With the exception of items solely under the preview of the Personnel Commission or the County
Superintendent as specifically provided in the Education Code, it is understood that the
Superintendent acts with the concurrence of the Board with respect to the County Office’s
exercise of management prerogatives.

The exercise of the foregoing powers, rights, authority, duties and responsibilities by the Board
and County Superintendent, the adoption of policies, rules, regulations and practices in
furtherance thereof, and the use of judgment and discretion in connection therewith, shall be
limited only by the specific and express terms of this Agreement, and then only to the extent
such specific and express terms are in conformance with the laws of the State of California.
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The County Office will amend its written policies and procedures and take such other action by
resolution or otherwise as may be necessary to give full force and effect to the provisions of this
Agreement.

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________

______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

07 / 20 / 2022

07 / 20 / 2022

07 / 15 / 2022

07 / 15 / 2022

07 / 15 / 2022

07 / 15 / 2022
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Tentative Agreement

SEIU Local 1021 and Sonoma County Superintendent of Schools / SCOE

Article 17 – Working Conditions

The parties agree to amend Article 17 of their collective bargaining agreement with the following
deletions and additions if ratified by SEIU’s unit members.

Section 5 will be revised and split into two Sections follows:

5. Clothing: The County Office shall provide protective clothing to employees who, during
the performance of theirhis/her job, (1) may soil theirhis/her clothing or are; (2) is
required to be exposed to the rain.

6. Shoes:; (3) wWhen an employee’s worksite requires slip-proof shoes are required, the
County Office will offers slip-proof shoe covers or the employeey may purchase
slip-proof shoes to be reimbursed by the County Office in an amount up to one hundred
forty dollars ($140), every schooltwo (2) years. Employees of the Maintenance and
Operations Department who regularly work outside in potentially hazardous conditions
requiring extra protection may purchase work boots with steel or composite toes to be
reimbursed by the County Office in an amount up to two-hundred fifty dollars ($250)
every school year. To receive reimbursement for slip-proof shoes or work boots, an
eligible newly hired employee must submit a receipt and a reimbursement request within
ninety (90) days of hire, and an eligible continuing employee must submit a receipt and a
reimbursement request no later than October 31 of the current school year.

The existing Section 6 “Tools” will be renumbered as Section 7.

Tentatively agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________

______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

05 / 16 / 2022

05 / 16 / 2022

05 / 16 / 2022

05 / 15 / 2022
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______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

05 / 19 / 2022

05 / 16 / 2022
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Memorandum of Understanding
between

Sonoma County Superintendent of Schools/Sonoma County Office of Education and
Service Employees International Union, Local 1021

regarding
Impacts and Effects of Layoffs

This MOU is entered into between the Sonoma County Superintendent of Schools/Sonoma
County Office of Education (“SCOE”) and the Service Employees International Union Local
1021 (“SEIU”), collectively “the Parties,” as of the latest date a party signed this MOU, below.

Recitals

SCOE contracts with local school districts to provide many special education services and
programs, but local school districts are increasingly creating their own district-based special
education programs instead of contracting with SCOE. At the conclusion of the 2021/2022
school year, SCOE has laid off multiple SEIU unit members due primarily to local school
districts taking back special education programs from SCOE. Local school districts have
informed SCOE that they intend to take back even more programs serving a larger number of
students at the conclusion of the 2022/2023 or 2023/2024 school years which will likely result in
further layoffs.

The Parties have met and negotiated this MOU in good faith.

Agreement

SEIU unit members (“Employees”) laid off at the conclusion of the 2021/2022, or 2022/2023, or
2023/2024 school year will have their health benefits extended by four (4) months at SCOE’s
expense. Such payment of premium will terminate if the laid off employee secures other
employment which provides health insurance coverage. Laid off employees who did not elect to
receive health coverage through SCOE during their employment will instead receive a $500
support stipend.

If, by October 1st of the calendar year in which an employee was laid off at the end of the school
year, such a laid off employee has not been offered rehire into a SCOE position and the laid off
employee qualifies for unemployment insurance benefits, then the employee may promptly
notify SCOE and SCOE will pay the employee a one thousand dollar ($1,000) stipend. The laid
off employee will be required to provide proof of eligibility for unemployment insurance benefits
from the Employment Development Department.

This MOU resolves the negotiable impacts and effects of layoffs.

///

///
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Agreed to by:

For SCOE: For SEIU:

_____________________________ ______________________________
Steve Herrington Aaron Burton
County Superintendent Field Representative

Date: ___________________ Date: ___________________

______________________________ ______________________________
John Laughlin Abigail Ward
Associate Superintendent Job Steward

Date: ___________________ Date: ___________________

______________________________
Alli Britton
Job Steward

Date: ___________________

_____________________________
Karen Catalano
Job Steward

Date: ___________________

SCOE/SEIU Layoff Impacts and Effects MOU – Page 2 of 2

07 / 19 / 2022

07 / 19 / 2022

07 / 15 / 2022

07 / 15 / 2022

07 / 15 / 202207 / 14 / 2022
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